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Labour Code

The National Council of the Slovak Republic has adopted the following Act:

FUNDAMENTAL PRINCIPLES

Article 1

Natural persons shall have the right to work and to the free choice of employment, to fair
and satisfying working conditions and to the protection against arbitrary dismissal from
employment in accordance with the principle of equal treatment, stipulated for the area of
labour-law relations under a special act on equal treatment in certain areas and on the
protection against discrimination and on amending of certain acts (the Anti-
discrimination Act). These rights belong to them without any restriction and
discrimination on the grounds of sex, marital status and family status, sexual orientation,
race, colour of skin, language, age, unfavourable health state or health disability, genetic
traits, belief and religion, political or other conviction, trade union activity, national or
social origin, national or ethnic group affiliation, property, lineage, or other status, with
the exception of a case where different treatment is justified by the nature of the activities
to be performed in employment, or by the circumstances under which these activities are
to be performed, if this reason consists in the actual and decisive requirement for the job,
provided the objective is legitimate and the requirement adequate.

Article 2

The labour-law relations according to this Act may only be established upon the consent
of the natural person and the employer. The employer has the right to the free selection of
employees in the necessary number and structure and the right to determine the
conditions and method for the implementation of this right, unless stipulated otherwise by
this act, special regulation, or an international treaty by which the Slovak Republic is
bound. The enforcement of rights and obligations resulting from labour-law relations
must be in compliance with good morals; nobody may abuse these rights and obligations
to the damage of another participant to the labour-law relations, or their fellow-
employees.

* Collection of Laws — hereinafter referred to as the “Coll.”.
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Article 3

Employees shall have the right to wages for performed work, to the securing of
occupational health and safety, to rest and recovery after work. Employers shall be
obliged to provide employees with wages and to create working conditions allowing
employees the best performance of work according to their skills and knowledge, the
advancement of creative initiative and deepening of qualifications.

Article 4

Employees or the representatives of employees shall have the right to the provision of
information on the economic and financial situation of the employer and on the
assumptions of the development of its activity, and this in an understandable manner and
within a suitable time. Employees shall be able to express themselves and submit their
suggestions with regard to such projected decisions of the employer, which may
influence their status within the labour-law relations.

Article 5

Employees and employers shall be obliged to a proper performance of their obligations
arising from labour-law relations.

Article 6

Women and men shall have the right to equal treatment with regard to access to
employment, remuneration and promotion, vocational training, and also with regard to
working conditions. For pregnant women, mothers until the completion of the ninth
months of confinement, and for breastfeeding women working conditions shall be
secured that will protect their biological state with respect to pregnancy, childbirth, care
for the child after birth, and their special relationship with the child after birth. For
women and men, working conditions shall be secured that will enable them to perform
their social function in upbringing of children and children care.

Article 7

Adolescents shall have the right to vocational training and to the securing of working
conditions enabling advancement of their physical and mental faculties.

Article 8

Employers shall be obliged to implement measures in the interest of protecting the lives
and health of employees at work, and shall be accountable by virtue of this Act for
damages sustained by an employee due to occupational accident or occupational disease.
Employees shall have the right to material security during periods of work incapacity, old
age, and in connection with pregnancy and parenthood on grounds of regulations on
social security. An employer shall provide employees with health disability with working
conditions enabling them to apply and improve their aptitudes to work, with regard to
their state of health. During periods of employees’ work incapacity due to disease,
accident, pregnancy, or motherhood and parenthood, the labour-law relations shall be
protected by law to a greater degree.

Article 9
Employees and employers who sustain damage due to breach of obligations arising from
labour-law relations may exercise their rights in court. Employers may neither
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disadvantage nor damage employees for reason of employees exercising their rights
resulting from labour-law relations.

Article 10

Employees and employers shall have the right to collective bargaining; in the case of
conflict in their interests, employees shall have the right to strike, and employers shall
have the right to lockout. Trade union bodies shall participate in matters of labour-law
relations, including collective bargaining. Works council or works trustee shall
participate in labour-law relations, subject to conditions as stipulated by law. Employer
shall be obliged to enable trade union body, works council or works trustee to operate at
workplaces.

Article 11

Employers may collect personal data on employees only where these relate to the
qualifications and professional experience of employees and data that may be significant
for the work that employees are expected to carry out, carry out, or have carried out.

Part One
GENERAL PROVISIONS
Scope of the Labour Code

81

(1) This Act shall govern individual labour-law relations in connection with the
performance of dependent work by natural persons for legal persons or natural persons
and collective labour-law relations.

(2) Dependent work is work carried out in a relation where the employer is superior and
the employee is subordinate, and in which the employee carries out work personally for
the employer, according to the employer’s instructions, in the employer’s name, during
working time set by the employer for a wage or remuneration.

(3) Dependent work may be carried out only in an employment relationship, a similar
labour relation or in exceptional cases defined herein in another form of labour-law
relation. Dependent work cannot be carried out in a contractual civil-law relation or in a
contractual commercial-law relation according to special regulations.

(4) Unless stipulated otherwise by the part one of this Act, the general provisions of the
Civil Code shall apply to legal relations according to paragraph 1.

(5) Labour-law relations shall be established at the earliest upon conclusion of an
employment contract or agreement on work performed outside an employment
relationship unless stipulated otherwise by this Act or a special regulation.

(6) Conditions of employment and the working conditions of employees in labour-law
relations may be regulated more favourable to employees than is stipulated by this Act or
other labour-law regulation, if this act or another labour-law regulation does not
explicitly prohibit such conditions or if the nature of the provisions to not make possible
a deviation from them.
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§2

(1) This Act shall apply to legal relations in the civil service performance, only where so
stipulated by a special regulation.

(2) This Act shall apply to legal relations arising from the public function performance, if
so expressly stipulated or if so stipulated by a special regulation.

§3

(1) Labour-law relations of employees performing work in the public interests shall be
governed by this Act, unless stipulated otherwise by a special regulation.

(2) Labour-law relations employees who are obliged to ensure conformity under special
regulation and employees working in the operation, maintenance and development of the
gas transport network that report directly to the statutory body of the gas transport
network operator, of transportation employees, employees performing health care
occupations, members of ships’ crew floating under the flag of the Slovak Republic,
employees of private security services and professional sports people shall be governed
by this Act, unless stipulated otherwise by a special regulation.

(3) Labour-law relations of employees of churches and religious communities which
perform clerical activities, shall be governed by this Act, unless stipulated otherwise by
this Act, special regulation, an international treaty by which the Slovak Republic is
bound, a treaty concluded between the Slovak Republic and churches and religious
communities, or internal regulations of churches and religious communities.

§4

Labour-law relations between a cooperative and its members shall be governed by this
Act, unless stipulated otherwise by a special regulation.

85

(1) Labour-law relations between employees performing work on the territory of the
Slovak Republic and foreign employer, as well as between aliens and stateless persons
working on the territory of the Slovak Republic and employers registered in the territory
of the Slovak Republic shall be governed by this Act, unless stipulated otherwise by legal
regulations on international private law.

(2) Labour-law relations of employees who are posted by their employers for the
performance of work from a European Union Member State territory to the territory of
the Slovak Republic shall be governed by this Act, special regulations or a relevant
collective agreement, and which regulate

a) the length of the working time and rest periods,

b) the length of holidays,

¢) minimum wage, minimum wage claims and wage overtime rate,
d) occupational health and safety,

e) working conditions for women, adolescents and employees caring for child younger
than three years of age,

f) equal treatment for men and women and a prohibition of discrimination.
g) working conditions for employees of a temporary employment agency.
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(3) The provision of paragraph 2 shall not prevent against the implementation of
employing principles and conditions more favourable for the employees. Advantages
shall be judged for each labour-law claim independently.

(4) A delegated employee is the employee who, in a specified time, performs work on the
territory of a Member State other than the State of his normally performed work.

(5) The provisions of paragraph 2(b) and 2(c) shall not be applied in cases of initial
assembling, or first installation of goods which are the main component of the contract
for the delivery of goods, which are necessary in order to start using the goods delivered,
and which are executed by qualified employees or specialists of the supplier, unless the
time of delegation of the employee exceeded eight days within the last 12-month period
from commencement of his/her delegation; this shall not apply to the following works:

a) Excavations,
b) Earthwork (relocation of soil),

C) Own construction works,
d) Assembly and disassembly of prefab elements,
e) Interior and installation works,

f) Modifications,
Q) Renovations,

h) Repairs,

1) Disassembling,

j) Demolitions,

k) Maintenance,

)} Painting and cleaning works, performed within maintenance activities,

m) Reconstructions.

(6) If an employee is sent to work in another member state of the European Union
pursuant to 8 58, working conditions and conditions of employment shall be governed by
the law of the state on the territory of which work is carried out.

§6
Conditions under which an alien or a stateless person may be admitted into a labour-law
relation, shall be stipulated by a special regulation.
Employer
§7

(1) An employer shall be a legal person or natural person employing at least one natural
person in labour-law relation and, if so stipulated by a special regulation, also in similar
labour relations.

(2) An employer shall act in labour-law relations in his/her own name and shall have
responsibility arising from these relations. An organizational unit of an employer shall
also be an employer, if stipulated by special regulations or statutes under special
regulation. If a participant to labour-law relation is an employer, his/her organisational
unit cannot simultaneously be a participant and vice versa.
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(3) An employee, who is also a statutory body or a member of a statutory body, shall
have conditions according to § 43 paragraph (1) agreed in the employment contract by
the body or the legal person who has established him/her as a statutory body.

§8

(1) Capacity of a natural person to rights and obligations pursuant to labour-law relations
as an employer shall arise at birth. A conceived child, if born alive, shall also possess
such capacity.

(2) Capacity of a natural person to acquire rights and take on obligations as an employer
pursuant to labour-law relations by their own legal actions shall arise upon reaching
majority; until such time, a legal representative shall act on the person’s behalf.

89

(1) In labour-law relations, a statutory body or a member of the statutory body shall
execute legal actions for an employer who is a legal person; an employer who is a natural
person shall act in person. Legal actions may also be executed on their behalf by
employees empowered by them. Other employees of the employer, in particular
executives of his/her organisational units, shall be entitled as bodies of the employer, to
execute on behalf of the employer legal actions arising from their functions as determined
by organisational regulations.

(2) An employer may empower other his/her employees in writing to execute on his/her
behalf certain legal actions in labour-law relations. Such written authorisation must
define the scope of authorisation of the empowered employee.

(3) The executive employees of an employer are the employees who, at a given level of
the employer’s management structure, are entitled to determine and assign work tasks to
subordinate employees of the employer, to organize, manage and check their work and to
give them binding instructions for this purpose.

8§10

(1) Legal actions of statutory bodies or members of statutory bodies or members of
empowered employees (8§ 9 paragraphs (1) and (2)), shall be binding for the employer
who on the basis of these actions acquires rights and obligations.

(2) If a statutory body or member of statutory body or empowered employee overstepped
their competence in labour-law relations, by way of legal action, such actions shall not be
binding for the employer if the employee was aware, or must have been aware, that such
statutory body or empowered employee overstepped their competence. This shall also
apply in case of legal action done by employee of the employer who was neither
authorised thereto by his/her function nor empowered thereto.

Employee
§11

(1) An employee shall be a natural person who in labour-law relations and, if stipulated
by special regulation also in similar labour relations, performs dependent work for the
employer.
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(2) Capacity of a natural person to have rights and obligations in labour-law relations as
an employee and capacity to acquire such rights and take on such obligations by his/her
own legal actions arises, unless otherwise stipulated hereinafter, on the day the natural
person reaches 15 years of age; however, an employer may not agree on date of taking up
the employment by a natural person prior to the day of completion of compulsory
fulltime schooling.

(3) An employee may conclude an agreement of material accountability at the earliest
upon the day he/she reaches 18 years of age.

(4) Natural persons aged under 15 years or natural persons aged over 15 years who have
not yet completed compulsory schooling are forbidden to work. These persons may carry
out light work whose character and scope is not such as to result in a danger to their
health, safety, further development or school attendance only for the purposes of

a) taking part in a cultural performance and artistic performance,
b) sports events,
c) advertising activities.

(5) Permission for the performance of light work as stated in Paragraph 4 shall be given
by the relevant labour inspectorate in response to the employer's request and on
agreement with a relevant state administration body in the area of public health
(hereinafter referred to as a “public health body”).The permit shall contain determination
of the number of hours and conditions for performance of light work. In case of failure to
observe the permit conditions the relevant labour inspectorate shall revoke the permit.

§1la
Employees’ representatives

(1) Employees’ representatives shall be the competent trade union body, works council or
works trustee. An employees' representative for occupational health and safety specified
by a special regulation shall also be an employees' representative for occupational health
and safety.

(2) In a cooperative where part of membership is also a labour-law relation of a member
to the cooperative, for the purposes of this Act employees’ representatives shall be a

special cooperative body elected by a members’ meeting.
§12

(1) If the consent of employees’ representatives or an agreement with them is required
under this act, an employer in whose enterprise employees’ representatives do not operate
may act independently; this shall not apply if this act stipulates that an agreement with
employees’ representatives cannot be replaced by a decision of the employer. If this act
stipulates that an agreement with employees’ representatives cannot be replaced by a
decision of the employer, such agreement cannot be replaced by an agreement with
employees.

(2) If negotiation with employees’ representatives is required under this act, an employer
in whose enterprise employees’ representatives do not operate may act independently.”.
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Prohibition of discrimination — Title is deleted with effect from 1 July 2004
8§13

(1) Employer shall be obliged to treat with employees in labour-law relations in
accordance with principle of equal treatment stipulated for the area of labour-law
relations by separate Act on Equal Treatment in Certain Areas and on the Protection
against Discrimination and on Amending and Supplementing Certain Acts
(Antidiscrimination Act).

(2) In labour-law relations, discrimination shall be prohibited on the grounds of sex,
marital and family status, sexual orientation, race, colour of skin, language, age,
unfavourable health state or health disability, genetic traits, belief or religion, political or
other conviction, trade union activity, national or social origin, national or ethic group
affiliation, property, lineage or other status.

(3) The enforcement of rights and obligations arising from labour-law relations must be
in compliance with good morals. Nobody may abuse such rights and obligations to the
damage of another participant to a labour-law relation, or of co-employees. In the
workplace, nobody may be persecuted or otherwise sanctioned in the performance of
labour-law relations for submitting a complaint, charge or proposal for the beginning of
criminal prosecution against another employee or the employer.

(4) An employer shall not, except for grave reasons relating to the specific character of
the employer’s activities, intrude upon the privacy of an employee in the workplace and
common areas of the employer by monitoring him/her, keeping records of telephone calls
made using the employers’ equipment and checking e-mail sent from a work e-mail
address and delivered to such an address without giving notice in advance. If an employer
implements a control mechanism, the employer shall consult with employees’
representatives on the extent of control, its method of implementation and its duration
and shall inform employees of the extent of control, its method of implementation and its
duration.

(5) An employee shall have the right to submit a complaint to the employer in connection
with the infringement of rights and obligations stated in paragraphs (1) and (2) and failure
to comply with the conditions according to paragraphs (3) and (4); the employer shall be
obliged to respond to such a complaint without undue delay, perform retrieval, abstain
from such conduct and eliminate the consequences thereof.

(6) An employee, who assumes that his/her rights or interests protected by law were
aggrieved by failure to comply with the principle of equal treatment or by failure to
comply with the conditions according to paragraph 3, may have recourse to a court and
claim of legal protection stipulated by separate Act on Equal Treatment in Certain Areas
and on the Protection against Discrimination and on Amending and Supplementing
Certain Acts (Antidiscrimination Act).

(7) An employee who deems that his/her privacy has been intruded upon in the workplace
or common areas as a result of a violation of paragraph (4) may apply to a court for legal
protection.
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8§14
Settlement of disputes

Disputes between an employee and employer over claims deriving from labour-law
relations shall be heard and decided by courts.

Legal actions
§15

An expression of will shall be interpreted in such a way that concerning circumstances in
which it was made, it shall correspond to good morals.

§16

(1) For legal actions requiring a written expression, for persons who are incapable of
reading or writing, it is necessary to write an official memorandum or memorandum
endorsed by two concurrently present employees of an employer that the legal action
corresponds to the will expressed.

(2) Notarial memorandum or memorandum endorsed by two concurrently present
employees of an employer shall not be required if the party that is incapable of reading or
writing is able to acquaint himself/herself with the subject matter of the legal action with
the aid of devices or special aids, and is able to sign the memorandum in his/her own
hand.

817
Invalidity of legal action

(1) A legal action whereby an employee disclaims his/her rights in advance shall be
invalid.

(2) A legal action for which prescribed consent has not been granted by a competent
authority or legal representative or for which the prescribed consent of the employees’
representatives was not granted, a legal action that was not negotiated with the
employees’ representatives beforehand, or a legal action not executed in the expression as
stipulated by this Act, shall be deemed void only if so expressly stipulated by this Act, or
by special regulation.

(3) Invalidity of a legal action may not be to the detriment of an employee, unless the
invalidity was caused by himself/herself alone. If an employee sustains damage as a
result of an invalid legal action, the employer shall be obliged to provide indemnification
for it.

Contract
§18

A contract according to this Act or other labour-law regulations shall be concluded
immediately upon agreement of the parties on the contents thereof.

8§19

(1) A party who has acted in an error which the other party had to be aware of shall be
entitled to withdraw from the contract if the error pertains to such circumstances without
which the contract would not have transpired.

17



(2) An employer shall have the right to withdraw from an employment (labour) contract
if

a) the employee does not take up the work on the agreed date for taking up the work,
unless prevented by an obstacle to work,

b) the employee does not inform the employer within three working days of an obstacle
to work preventing him/her from taking up the work on the date agree for taking up the
work,

or

c) the employee was lawfully convicted of an intentional criminal offence after the
conclusion of the employment contract.

(3) Withdrawal from the employment contract pursuant to paragraph (2) shall be possible
until the employee begins the performance of work. Withdrawal from the employment
contract must be done in writing, otherwise it shall be invalid.

Securing of rights and obligations resulting from labour-law relations
§20

(1) Rights and obligations resulting from labour-law relations may be secured by an
agreement on wage deductions, by a surety or by the establishment of right of lien.

(2) Settlement of an employer’s claim may be secured by an agreement on wage
deductions between such employer and employee. The agreement must be concluded in
writing, otherwise it shall be invalid.

(3) If, by virtue of this Act or other labour-law regulation, the obligation results for an
employee to settle a claim with the employer, or if the obligation results for the employer
to settle a claim with an employee, another natural person or legal person may guarantee
in a written proclamation to discharge such a claim unless the debtor himself/herself does
SO.

(4) Claim to compensation of damages to entrusted sums, which the employee is obliged
to settle, and claim to compensation of damages that the employee caused the employer
intentionally may be secured by the employer and the employee by means of a written
contract on the establishment of right of lien to real estate owned by the employee.

Employees’ claims resulting from labour-law relations in the event of
insolvency of employer

8§21
If the employer becomes insolvent and cannot satisfy the claims of employees resulting

from labour-law relations, these claims shall be satisfied by benefit from the guarantee
insurance in accordance with special regulation.
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8§22
Obligation to provide information

(1) The employer, provisional bankruptcy trustee or bankruptcy trustee must inform in
writing on insolvency to employees' representatives, or inform employees directly if there
are no employees' representatives in the employer within 10 days of the start of the
insolvency.

(2) The employee is obliged to notify to the employer, provisional bankruptcy trustee or
bankruptcy trustee for their application all needful information in connection with
confirmation of his/her claims resulting from labour-law relation according to special
regulation.

8 23 to 8 26 are deleted with effect from 1 January 2004

Transfer of rights and obligations resulting from labour-law relations
§27

If an employer with a legal successor dissolves, rights and obligations arising from
labour-law relations shall pass to such a successor, unless otherwise stipulated by special
regulation.

§28

(1) If a business unit, which is an employer or a part of an employer for the purposes of
this act or if a task or activity of an employer or part thereof is transferred to another
employer, the rights and obligations arising from the relationships governed by labour
law with the transferred employee shall be transferred to the transferee employer.

(2) A transfer pursuant to Paragraph 1 is the transfer of a business unit, which preserves
its identity as an organised group of resources (tangible assets, intangible assets and
personnel), whose purpose is to carryout economic activity regardless of whether this
activity is primary or secondary.

(3) The transferor is a legal person or natural person who ceases to be the employer on a
transfer in accordance with Paragraph 2.

(4) The transferee is a legal person or natural person who becomes the employer of the
transferred employees on a transfer in accordance with Paragraph 2.

(5) Rights and obligations of the hitherto employer towards employees whose labour-law
relations ceased on the day of transfer shall remain unaffected.

8§29

(1) An employer shall be obliged, no later than one month prior to the transfer of rights
and obligations arising from labour-law relations, to inform the employees’
representatives, and if no employees’ representatives operate at the employer, the
employees directly in writing on

a) the date or proposed date of transfer,
b) reasons thereof,
¢) labour-law, economic and social implications of the transfer with respect to employees,
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d) projected measures of the transfer affecting employees.

(2) With a view to achieving consensus, an employer shall be obliged, at the latest one
month prior to implementation of measures affecting employees, to negotiate such
measures with the employees’ representatives.

(3) Obligations stipulated by paragraphs (1) and (2) shall also apply to the transferee
employer.

§ 29a

If a transfer results in significant changes in an employee’s working conditions and the
employee does not agree with the change, employment shall be deemed terminated by
agreement pursuant to § 63 paragraph (1) letter (b) with effect from the date of the
transfer. The employer shall issue an employee a written document concerning
termination of employment relationship pursuant to the first sentence. An employee
falling under the first sentence shall be entitled to a severance allowance pursuant to § 76.

§30

Rights and obligations arising from labour-law relations shall upon the death of an
employer who is a natural person pass to his/her heirs.

§31

(1) If an employer or its part is sold, rights and obligations arising from labour-law
relations shall be transferred from the selling employer to the purchasing employer.

(2) If, after withdrawing from a contract on sale of an employer or its part, the rights and
obligations arising from labour-law relations are not transferred to another transferee,
settlement of claims from labour-law relations shall be secured by the selling employer.
(3) If an employer-lessor leases part of the employer to another employer, rights and
obligations towards employees of this part arising from labour-law relations shall be
transferred to the employer-lessee.

(4) If, after the leasing termination of the employer or of part of the employer, the rights
and obligations from labour-law relations are not transferred to another lessee, settlement
of claims from labour-law relations shall be secured by the employer-lessor; this shall not
apply to employees taken on by the employer-lessee after the start of the lease.

(5) If an employer is wound-up, the body that wound-up the employer shall determine
which employer shall be obliged to settle the claims of employees of the wound-up
employer or to enforce his/her claims.

(6) If, upon winding-up of an employer, liquidation is executed, the liquidator shall be
obliged to settle the claims of the employees of the wound-up employer.

(7) If a transfer of rights and obligations arising from labour-law relations transpires, the
employer shall be obliged to adhere to the collective agreement as agreed upon by the
preceding employer, and this up to the termination of its validity.

(8) In a transfer of rights and obligations arising from labour-law relations from a present
employer to a future employer, the legal position and function of employees’
representatives shall be retained until the termination of the function period unless agreed
otherwise.

(9) The provisions on the transfer of rights and obligations under relations governed by
labour law shall not apply to an employer whom a court has declared insolvent.

20



Agreement on disputed claims
§32

Participants may arrange their disputed claims by an agreement on disputed claims,
which must be in writing; otherwise it shall be invalid.

§33

(1) A claim is to be settled at a place stipulated by this Act or by way of agreement of the
participants. Where the place of settlement is not so determined, it shall be the place of
residence or seat of the participant whose claim is to be settled.

(2) If a claim is settled using a postal company, the claim shall be deemed settled at the
moment of the settlement’s delivery. If a claim is settled via bank or a foreign bank
branch in the Slovak Republic, the claim shall be deemed settled by crediting of the
financial means to the account of the authorised participant.

(3) Where the period for the claim’s settlement is not laid down by a legal regulation, or
is not determined in the decision or is not agreed upon, the claim must be settled within
seven days upon the day the authorised participant demanded settlement.

(4) A claim may also be settled by being put into official safekeeping.
§34

If an employer or employee is obliged to settle several financial claims and the settlement
is insufficient to discharge all financial claims, claim that the liable participant at the time
of settlement declares the desire to settle, shall be discharged. If he/she fails to do so, the
earliest due claim shall be settled.

8§35
Death of employee

(1) Unless stipulated otherwise by a special regulation, financial claims of an employee
shall not cease with his/her death. Claims to wages from an employment relationship
shall be progressively conferred directly upon the spouse, children and parents of the
employee, if living with the employee at the time of death in a common household, and
this to the sum of fourfold the employee’s average monthly earnings. If there are no such
persons, such claims shall become a subject of inheritance.

(2) Financial claims of an employer shall cease upon the death of the employee,
excepting such claims which were legally adjudged, or which the employee prior to
his/her death acknowledged in writing both as regards the reason and amounts, and
claims to compensation for damages caused deliberately or by loss of articles entrusted to
the employee in a written confirmation.

(3) Claims to compensation for suffering and impediment to social involvement (§ 198,
paragraph (1), letter b)) shall cease upon the death of an employee.

8 36
Extinction of a right

Extinction of a right due to non-enforcement by the prescribe term shall transpire only in
cases stipulated in 8 63 paragraph (4) and (5), 8 68 paragraph (2), § 69 paragraph (3), 8
75 paragraph (3), 8 77, 8§ 87a paragraph (7), 8 193 paragraph (2) and § 240 paragraph (9).
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If a right is enforced after the lapse of the set term, the court shall take the extinction of
the right into account even if no party to the proceedings makes an objection.

8 37
Calculation of time

Period of rights’ or obligations’ restriction, and the period by the completion of which the
establishing of rights or obligations is conditioned, shall commence on the first day and
end on the last day of the determined or agreed period.

§38
Delivery

(1) Written documents of the employer concerning the establishing, change and
termination of an employment relationship, or the establishing, change and termination of
an employee’s obligations arising from an employment contract must be delivered to the
employee in person. This applies equally to documents concerning the establishing,
change and termination of rights and obligations arising from an agreement on work
performed outside the employment relationship. The employer shall deliver documents to
the employee at the workplace, employee’s place of residence, or anywhere where the
employee shall be intercepted. Where such action proves impossible, documentation may
be delivered by using a postal company as recommended mail.

(2) Documents delivered by using a postal company shall be dispatched by the employer
to the last known address of the employee, as recommended mail with advice of delivery
and note “to his/her own hands”.

(3) Documents of an employee concerning the establishing, change and termination of
the employment relationship, or the establishing, change and termination of obligations
of the employee arising from the employment contract, or from an agreement on work
performed outside the employment relationship shall be delivered by the employee at the
workplace or by recommended mail.

(4) The obligation of an employer or employee to deliver documents shall be discharged
once the employee or employer receive such documents, or once the postal company
returned the documentation to the employer or employee as undeliverable or the
employee or employer, by their action or neglect, hampered the delivery of such
documentation. Effects of delivery shall also transpire if the employee or employer
waives the receipt of documents.

(5) When a postal company is used to deliver documents, the conditions laid down in the
special regulation must be fulfilled.

Interpretation of selected terms
§39

(1) Legal regulations and other regulations for securing occupational safety and health
shall be regulations for the protection of life and health, hygiene and anti-epidemic
regulations, technical regulations, technical norms, transport regulations, fire protection
regulations and regulations governing the manipulation of combustibles, explosives,
weapons, radioactive substances, poisons and other substances damaging health, if they
regulate matters concerning the protection of life and health.
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(2) Regulations for securing occupational safety and health shall also be rules for the
securing of occupational safety and health issued by employers after agreement with
employees' representatives; if an agreement is not reached within 15 days of the
submission of a proposal, a decision shall be taken by the relevant labour inspectorate
according to special regulation.

§40

(1) A lone employee shall be understood as an employee who lives alone and is a single,
widowed or divorced man or a single, widowed or divorced woman.

(2) A lone employee shall also be understood as a lone man or woman for other
substantive reasons.

(3) An employee younger than 18 years of age shall be deemed adolescent employee.

(4) Special regulation shall determine who is the legal representative of an adolescent
employee.

(5) Pursuant to this Act a family member is a spouse, a natural child, a child entrusted to
an employee for alternative care based on a court ruling or a child entrusted to the care of
an employee in advance of a court ruling on adoption, an employee’s parent, employee’s
sibling, spouse of an employee’s sibling, parent-in-law, spouse’s sibling, employee’s
grandparent, spouse’s grandparent, employee’s grandchild and other persons residing in a
common household with the employee.

(6) For the purposes of this Act a pregnant employee shall be an employee who has
informed her employer in writing of her condition and who has submitted a medical
confirmation of this.

(7) For the purposes of this Act a breastfeeding employee shall be an employee who has
informed her employer in writing of this fact.

(8) For the purposes of this act, an employee with health disability shall be understood as
an employee recognised as an invalid under special regulations, who submits a decision
on invalid pension.

(9) For the purposes of this act, a comparable employee shall be an employee, who has
agreed an employment relationship for an indefinite period and a determined weekly
working time of the same employer or an employer according to § 58, who carries out or
would carry out the same type of work or a similar type of work taking into consideration
qualifications and experience in a relevant field.

Part Two
EMPLOYMENT RELATIONSHIP
8§41
Pre-contractual relations

(1) Prior to conclusion of an employment contract, an employer shall be obliged to
acquaint a natural person with rights and obligations that will pertain to him/her from an
employment contract, with working conditions and wage conditions under which he/she
shall perform work.
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(2) If health capacity to work or mental capacity to work or other precondition pursuant
to special law is required for the performance of work, the employer may only conclude
an employment contract with a natural person having health capacity or mental capacity
to perform such work, or with a natural person meeting other precondition pursuant to a
special law.

(3) An employer may only conclude an employment contract with an adolescent upon
medical examination of the adolescent.

(4) For the conclusion of an employment contract with an adolescent, the employer shall
be obliged to request a statement from the adolescent’s legal representative.

(5) An employer may only demand, from a natural person seeking his/her first
employment, information relating to work that is to be performed. An employer may
demand, from a natural person who has already been employed, the presentation of an
employment evaluation and confirmation of employment.

(6) An employer may not request from natural person information
a) concerning pregnancy,
b) on family relationships,

C) on integrity, except for work requiring integrity as laid down by a special regulation, or
if the integrity requirement is demanded by the nature of work which the natural person is
to perform,

d) on political affiliation, trade union membership and religious affiliation.

(7) A natural person shall be obliged to inform the employer on circumstances inhibiting
the performance of work, or which may otherwise prove detriment to the employer and
on the length of working time with other employer if concerning an adolescent.

(8) Upon engaging a natural person, an employer may not violate the principle of equal
treatment where concerning access to employment (8 13, paragraphs (1) and (3)).

(9) Where an employer upon establishing an employment relationship shall breach the
obligations stipulated by paragraphs (5), (6) and (8), the natural person shall be entitled to
appropriate financial compensation.

Employment contract
§42

(1) An employment relationship shall be established by a written employment contract
between the employer and the employee. The employer shall be obliged to provide the
employee with one written copy of the employment contract.

(2) If a special regulation stipulates an election or appointment as a condition for the
performance of the function of a statutory body, or an internal regulation of the employer
stipulates an election or appointment as a condition for the performance of superior
employee in the direct administrative activity of a statutory body, the employment
relationship with such employee shall be established on a written employment contract
after his/her election or appointment.
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§43

(1) In an employment contract, the employer shall be obliged to stipulate with the
employee the following substantial items:

a) the type of work for which the employee was accepted, and its brief description,

b) place of work performance (municipality, part of municipality, or place otherwise
determined),

c) day of work take-up,
d) wage conditions, unless agreed in collective agreement.

(2) An employer in an employment contract shall present, besides items pursuant to
paragraph (1), also further working conditions, particularly concerning payment terms,
working time, duration of paid holiday and length of notice period.

(3) If working conditions pursuant to paragraph (1), letter d) and paragraph (2) are agreed
in a collective agreement, it shall be sufficient to give reference to the collective
agreement provisions; otherwise, reference to relevant provisions of this Act shall be
sufficient. If wage conditions are not agreed in the employment contract and the effect of
provisions of the collective agreement to which the employment contract refers have
lapsed, the wage conditions agreed in the collective agreement shall be deemed wage
conditions agreed in the employment contract until the agreement of new wage
conditions in a collective agreement or in the employment contract for, at most, a period
of 12 months.

(4) Further conditions in the interest of the participants, particularly further material
benefits, may be agreed in the employment contract.

(5) Where the place of work performance is abroad, the employer shall also stipulate in
the employment contract

a) duration of work performance abroad,

b) currency in which wages or part thereof shall be paid,

c) further settlements in cash or in kind relating to performance of work abroad,
d) possible conditions of the employee’s return from abroad.

(6) The information contained in paragraph (5) shall only be provided to the employee
only in the case that his/her time of employment abroad exceeds one month.

§ 44

(1) If a written employment contract does not contain the conditions stipulated in § 43,
paragraphs (2), (4), and (5), the employer shall be obliged within one month at the latest
from the establishing of the employment relationship, to make-out for an employee a
written notification containing such conditions.

(2) If an employment relationship is due to terminate prior to the lapse of one month from
the take-up of employment, the employer must issue for an employee, a written
notification on acceptance to employment by the termination of the employment
relationship at the latest.
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(3) If the place of work performance is abroad, the employer shall be obliged to issue a
written notification on acceptance to employment prior to the employee’s departure
abroad.

845
Probationary period

(1) A probationary period may be agreed in an employment contract for a maximum of
three months, except in the case of an executive employee who reports directly to the
statutory body or a member of the statutory body and in the case of an executive
employee who reports directly to such an executive employee, where the maximum shall
be six months. A probationary period may not be prolonged.

(2) The probationary period shall be prolonged by periods of obstacles to work on the
part of the employee.

(3) The probationary period must be agreed upon in writing or otherwise it shall be
invalid.

(4) A probationary period may not be agreed if a fixed term employment relationship is
renewed.

§ 46
Establishing of employment relationship

An employment relationship shall be established on the day agreed in the employment
contract as the day of taking up work.

8§47
Obligations resulting from employment relationship
(1) From the day of establishing of employment relationship

a) an employer shall be obliged to assign work to the employee according to the
employment contract, to pay him/her a wage for the performance of work, to create
conditions for the performance of work tasks and to maintain other work conditions
stipulated by legal regulations, the collective agreement and the employment contract,

b) an employee shall be obliged, according to the employer’s instructions, to perform the
work in person according to the employment contract in a determined working time, and
to maintain work discipline.

(2) On taking up the employment, an employer is obliged to acquaint the employee with
the work rules, with the collective agreement, with legal regulations relating to work
performed by him/her, with legal regulations and other regulations ensuring occupational
safety and health which the employee must maintain at his/her work, and with provisions
on the principle of equal treatment. At the start of employment, an employer is also
obliged to inform any adolescent employee and, in the case of a natural person
performing light work in accordance with § 11(4) also his/her legal representative, of
potential risks at the work performed and measures adopted in connection with safety and
protection of health at work.

(3) An employer may not judge obligations as unfulfilled if an employee refuses to
perform work or follow instructions which
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a) are in contradiction with generally binding legal regulations or with good morals,
b) directly and seriously threaten the life or health of the employee or other persons.

(4) An employer is obliged to present reports on the new agreed employment
relationships to the employees’ representative within the agreed period.

§ 48
Fixed term employment relationship

(1) An employment relationship shall be agreed for an indefinite period, if the duration of
employment is not defined explicitly in the employment contract or if the agreement was
amended and the conditions for fixed-term employment to enter into force were not met.
An employment relationship shall also have indefinite duration if a fixed term
employment relationship was not agreed in writing.

(2) A fixed term employment relationship may be agreed for at most two years. A fixed
term employment relationship may be extended or renewed at most twice within a two
year period.

(3) A renewed fixed term employment relationship is an employment relationship
beginning less than six months after the end of the previous fixed term employment
relationship between the same parties.

(4) A further extension or renewal of the fixed term employment relationship to two years
or over two years can be agreed only in the following reasons

a) substitution of an employee during maternity leave, parental leave, leave immediately
linked to maternity leave or parental leave, temporary incapacity for work or an employee
who has been given long term leave to perform a public function or trade union function,
b) the performance of work in which it is necessary to increase employee numbers
significantly for a temporary period not exceeding eight months of the calendar year,

¢) the performance of work that is linked to the seasonal cycle, which repeats every year
and does not exceed eight months in the calendar year (seasonal work),

d) the performance of work agreed in a collective agreement.

(5) The reason for extension or renewal of a fixed term employment relationship under
Paragraph 4 shall be stated in the employment contract.

(6) A further extension or renewal of an employment relationship for a fixed term of up
to two years or over two years can be agreed with a teacher in higher education or a
creative employee in science, research or development if there are objective reasons
relating to the character of the activities of the teacher in higher education or creative
employee in science, research or development as stipulated in special regulation.

(7) An employee in a fixed term employment relationship may not be given either more
or less favourable treatment than in comparison to a comparable employee with regard to
working conditions and terms of employment under this act and working conditions
relating to safety and health at work under special regulation.

(8) The employer shall inform employees in fixed term employment relationships and
employees' representatives in a suitable manner of any indefinite term vacancies that
become available.
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(9) The limitations given in Paragraphs 2 to 7 shall not apply to employment in a
temporary employment agency.

Employment relationship with reduced working time
§49

(1) An employer may agree with an employee in the employment contract, a reduced
weekly working time than determined weekly working time.

(2) An employer may agree with an employee amendment of the determined weekly
working time to a reduced weekly working time, and amendment of reduced weekly
working time to the determined weekly working time.

(3) Reduced working time need not be distributed over all working days.

(4) An employee in an employment relationship with reduced working time shall be
entitled to wages corresponding to the agreed reduced working time.

(5) An employee in an employment relationship with reduced working time may not be
advantaged nor constrained in comparison to a comparable employee.

(6) An employer shall inform employees and employees’ representatives in an
understandable manner on the possibility of vacancies with reduced working time, and on
the established weekly working time.

§ 49a
Job sharing

(1) A job sharing is a job in which employees in an employment relationship with
reduced working time themselves distribute amongst themselves the working time and
the job description appertaining to the job.

(2) Before concluding an agreement on the assignment of an employee in an employment
relationship with reduced working time to a job sharing, the employer shall inform the
employee in writing of the working conditions that apply to the job sharing.

(3) An agreement on the assignment of an employee to a job sharing concluded between
an employer and an employee must be done in writing, otherwise it shall be invalid. It
must include written notification according to paragraph (2).

(4) If the employees with whom an employer has concluded an agreement on assignment
to a job sharing do not agree on the distribution of working time or job description, a
decision shall be taken by the employer.

(5) If there is an obstacle to work on the side of an employee in a job sharing, the
employees with whom the employee shares the jobs must substitute for the employee
unless there are serious reasons preventing this on their side. The employer is obliged to
inform an employee without unnecessary delay should the need arise for them to
substitute pursuant to the first sentence.

(6) An agreement on the assignment of an employee to a job sharing can be terminated by
notice in writing by employer or employee. An agreement on the assignment of an
employee to a job sharing shall dissolve by lapse of the one month from the date of
notification, if the employer does not agree otherwise with the employee.
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(7) If a job sharing ceases to exist but the job description appertaining to the job
continues to exist, the employee shall have the right to be assigned work equivalent to the
full working time and job description that were assigned to the employee in the job
sharing, and if the job sharing was shared between multiple employees, each shall be
entitled to their proportionate share of the equivalent working time and job description.

§50

An employer may agree on several employment relationships with the same employee
only for activities consisting of work of a different type; the rights and obligations arising
from these employment relationships shall be considered separately.

8 51 is deleted with effect from 1 July 2003

§ 52
Home work and telework

(1) The employment relationship of an employee who performs work for an employer at
home or at another agreed place, pursuant to conditions agreed in the employment
contract (hereinafter referred to as "home work™) or who performs work for an employer
at home or at another agreed place, pursuant to conditions agreed in the employment
contract, using information technology (hereinafter referred to as "telework™) within the
working time arranged by himself/herself, shall be governed by this Act, with the
following deviations:

a) provisions on the arrangement of determined weekly working time, continuous
daily rest, continuous weekly rest and on stoppage shall not apply to such
employee,

b) in cases of substantive personal obstacles to work, the employee shall not be
entitled to wage compensation from the employer, except in case of death of a
family member,

c) such employee shall not be entitled to wage for overtime work, to wage
surcharge for a period of work on a public holiday, to wage surcharge for the
period of night work and to wage compensation for work in constrained
working environments, unless the employee agrees otherwise with the
employer.

(2) The employer shall adopt measures to facilitate telework, in particular:

a) he/she shall provide, install and perform regular maintenance of hardware and
software necessary for the performance of telework, except in cases where an
employee performing telework uses his/her own equipment,

b) he/she shall ensure, especially with regard to software, protection for data
processed and used in telework,

c) he/she shall inform the employee of all restrictions on the use of hardware and
software and also of the penalties for any breach of these restrictions.

(3) The employer shall adopt measures to prevent employees performing home work or
telework from becoming isolated from other employees and give them an opportunity to
meet with other employees.
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(4) Working conditions for employees who work from home or telework may not
disadvantage such employees in comparison with comparable employees who work in
the employer's workplace.

(5) An employee shall not be considered to perform home work or telework if he/she
works at home or at another agreed workplace than usual only occasionally or in
exceptional circumstances with the consent of employer or under an agreement with
him/her subject to the condition that the type of work that the employee performs under
the employment contract allows this.

§ 52a
Employee performing a clerical activity

Provisions on working time and on collective labour-law relations shall not apply to
labour-law relations of employees of churches and religious communities who perform
clerical activity.

§53

Conclusion of an employment contract with a pupil of a secondary vocational school
or a vocational training centre

(1) If a pupil passes his/her final examinations or school-leaving examinations or
successfully completes his/her studies (vocational training), the employer for whom the
pupil underwent vocational training is obliged to conclude an employment contract with
the pupil of the secondary vocational school or vocational training centre and provide
opportunities for his/her career development; in this case a probationary period cannot be
agreed. The agreed type of work must correspond to the qualification acquired in the
pupil’s area of apprenticeship or study, unless the employer and pupil agree otherwise.
The employer can refuse to conclude an employment contract only if no suitable work is
available for the pupil, because tasks have changed, because the pupil does not have a
satisfactory health condition or the pupil does not satisfy the success criteria laid down by
the employer during vocational training, which the employer delivered to the pupil in
writing before the start of vocational training. The employer may conclude an
employment contract with the pupil also before the end of studies (vocational training), at
the earliest on the date when the pupil reaches 15 years of age.

(2) An employer for whom a pupil is receiving vocational training may conclude an
agreement with the pupil in a secondary vocational school or vocational training centre in
which the pupil agrees that after passing the her final examinations or school-leaving
examinations or after completing his/her studies (vocational training) he/she will remain
an employee of the employer for a fixed period, at most three years, or reimburse the
employer the reasonable expenses that the employer incurred for his/her vocational
training in applicable areas or subjects. The period spent in employment shall not include
the period referred to in § 155 paragraph (4). An agreement can be concluded only when
concluding an employment contract. The agreement must be concluded in writing and
must be made with the consent of the pupil’s legal guardian, otherwise it shall be null and
void.
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(3) If an employee enters into an employment relationship or other similar relationship
with an employer other the employer for whom he/she received vocational training
during the period that he/she agreed to remain with that employer, the employee’s duty
under paragraph (2) shall pass to the new employer, who shall be obliged to pay the
previous employer a proportionate part of the reasonable expenses incurred for the
pupil’s vocational training in the applicable area or subject, unless they agree otherwise.
The employee shall be obliged to remain in the employment relationship of the new
employer for a period corresponding to the reimbursed costs; if the employee does not
remain in the employment relationship of the new employer, he/she shall reimburse the
employer a proportionate part of such costs. While an undertaking pursuant to paragraph
(2) remains in force, an employee shall be obliged to notify the employer with whom
he/she concluded an agreement pursuant to paragraph (2) of the creation of a labour-law
relation or equivalent labour relation with another employer.

(4) The employee shall not be obliged to reimburse the employer proportionate costs
pursuant to paragraphs (2) and (3) if

a) according to a medical opinion he/she cannot perform the vocation for which he/she
prepared or his/her previous work for the reasons laid down in 8 63 paragraph (1) letter
(c) or 8 69 paragraph (1) letter (a),

b) the employer violates duties to the employee under the employment contract or
collective agreement or legal regulations,

c) the employer terminates the employee’s employment relationship, except in cases
terminating the employee’s employment relationship under 8 63 paragraph (1) letter (e)
and § 68 paragraph ().

(5) Reasonable costs shall be reimbursed for the whole period of vocational training of
the pupil in a secondary vocational school or vocational training centre. A proportionate
part of the reasonable expenses is a part corresponding to the unfulfilled period of
commitment.

(6) The obligation for an employer to settle costs shall not arise if

a) the employee is unable, according to medical opinion, to execute the vocation for
which he/she has been trained or to perform his/her existing work for the reasons given in
8 63 paragraph (1) (c) and 8§ 69 paragraph (1) letter (a),

b) the preceding employer violates the obligation towards the employee by virtue of
employment contract, or collective agreement or legal regulations,

c) the employee accompanies his/her spouse to the spouse’s place of residence, or an
adolescent employee accompanies his/her parents to a new place of residence,

d) the preceding employer terminates the employment relationship with the employee,
with the exception of § 63, paragraph (1), letter e) and § 68, paragraph (1).

e) by virtue of the data in the preceding employer’s confirmation of employment, the
obligation to reimburse such costs is not applicable for the other employer.
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§54
Agreement on changes of working conditions

The agreed contents of an employment contract may only be amended where the
employer and employee agree on such amendment. The employer shall be obliged to
make out the amendment to an employment contract in writing.

Transfer to different work
§ 55

(1) An employee shall be obliged to perform work of a different type or in a different
place than that as concluded in the employment contract only exceptionally in cases
stipulated in paragraphs (2) and (4).

(2) An employer shall be obliged to transfer an employee to a different work, if

a) a medical opinion states that the employee's health condition has caused the long term
loss of his/her ability to perform his/her previous work or if he/she can no longer perform
such work as a result of an occupational illness or the risk of such an illness, or if he/she
has already received the maximum permitted level of exposure in the work place as
determined by a decision of a competent public health body,

b) a pregnant woman, a mother who has given birth within the last nine months or a
breastfeeding woman performs work that such women may not be employed to do or
which according to a medical opinion jeopardizes her pregnancy or maternal function,

c) according to a medical opinion or a decision of the public health body, it is imperative
in the interest of protecting health of other persons against contagious diseases,
(hereinafter referred to as ,,quarantine measure”),

d) it is deemed imperative by virtue of a legal ruling of court or other competent body,

e) by virtue of a medical opinion, an employee working at night is acknowledged unfit
for night work,

f) a pregnant woman, a mother who has given birth within the last nine months and a
breastfeeding woman requests a transfer to day work if assigned to night work.

(3) If the objective of transfer pursuant to paragraph (2) cannot be achieved by
transferring the employee within the scope of the employment contract, the employer
may in such cases transfer the employee upon agreement to work of a different type than
that as concluded in the employment contract.

(4) An employer may, without the consent of the employee, transfer the employee for a
necessary period of time to work different than that as agreed upon, if so required for
averting extraordinary events, or for mitigating the immediate consequences thereof.

(5) Work to which an employer transfers an employee pursuant to paragraph (3) must
correspond to the employee’s health capacity for work. The employer shall be obliged to
take into account the suitability of work to the employee considering his/her abilities and
qualifications.

(6) An employer shall be obliged to negotiate with the employee the reason for transfer to
different work and the duration of the transfer in advance. If transfer of an employee
results in amendment to the employment contract, the employer shall be obliged to
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provide the employee with a written notification of the reason for transfer to a different
work and the duration thereof, except cases stipulated in paragraph (4).

8§ 56

Prior to the conclusion of an agreement on change of working conditions in accordance
with § 54 and prior to transfer of an employee to work of a different type than that as
concluded in the employment contract in accordance with 8 55, the employer shall be
obliged to secure a medical examination in cases stipulated in special regulation. The
employee may not be required to pay for the provided health care.

8§57
Business trip

An employer may post an employee on a business trip outside the periphery of the
municipality of the regular workplace or residence of the employee for an inevitable
necessary period of time upon the consent of the employee only. This shall not apply
where posting to a business trip pertains directly to the nature of the agreed type of work
or place of work performance, or if the possibility of being posted on a business trip has
been agreed on in the employment contract. An employee on a business trip shall perform
work according to instructions of the superior employee who posted him/her on such a
business trip.

§58
Temporary Assignation

(1)  The employer or the agency for temporary employing in accordance with separate
regulation may agree in writing with an employee in an employment relationship on
assignation him/her temporarily to perform work to another legal person or natural person
(hereinafter referred to as “using employer”).

(2)  The agency for temporary employing shall undertake, in the employment contract
concluded between the agency for temporary employing and the employee, to ensure for
temporary performance of work of the employee at the using employer, and shall agree
on the conditions of employment.

(3)  The written temporary assignation agreement concluded between the employer
and the employee shall mainly include the name and registered office of the using
employer, date of inception of the temporary assignation, agreed duration of the
temporary assignation, type of work and location of performance of work, wage
conditions and the conditions for unilateral termination of the performance of work
before lapse of the specified duration of temporary assignation. The same elements shall
be included in the employment contract concluded between the agency for temporary
employing and the employee, if the employment contract is concluded for a fixed term.

(4)  The using employer to whom the employee was temporarily assigned shall, during
the temporary assignation, assign tasks to the employee on behalf of the employer or of
the agency for temporary employing, organise, manage and control his/her work, issue
instructions to him/her for the purpose, create favourable working conditions and provide
for safety and protection of health at work to the same extent as applies to other
employees. executive employees of the using employer may not execute legal actions
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concerning the temporarily assigned employee on behalf of the employer or of the agency
for temporary employing.

(5) During the temporary assignation the employee shall be paid wage, compensation
of wage and travelling expenses by the employer having temporarily assigned the
employee or the agency for temporary employing. Working conditions including pay
conditions and terms of employment for temporarily assigned employees must be at least
favourable than those for a comparable employee of the using employer.

(6)  Working conditions and conditions of employing are defined as/

a) working time, breaks at work, rest, overtime work, work standby, night work,
holidays and public holidays,

b) Wage conditions,
c) Safety and protection of health at work,

d) Compensation of damage in the event of an occupational accident or occupational
disease,

e) Compensation in the event of insolvency and protection of rights of temporary
employees,

f) Protection of pregnant women, mothers who have given birth within the last nine
months, breastfeeding women, women and men who care for children and adolescents,

g) The right to collective bargaining,
h) Catering conditions.

(7)  The employer, who temporarily assigned the employee, or the agency for
temporary employing compensated the damage to employee who sustained damage while
discharging his/her work tasks or in direct relation to it at the using employer, shall be
entitled to the refund damage concerned by the using employer, unless agreeing
differently with the latter.

(8)  The temporary assignation shall terminate by lapse of its agreed duration. Before
that time the temporary assignation may be terminated by agreement of the participants
of the employment relationship, or by unilateral termination by the participants on the
basis of agreed conditions.

(9)  The using employer shall submit to the employer and to the agency for temporary
assigning information about the working conditions and employing conditions of the
comparable employee at the using employer.

(10) The using employer, to whom the employee was assigned by the agency for
temporary employing, shall/

a) inform the temporary employees about all of his vacant jobs, in order to offer them the
same opportunity for obtaining permanent employment as to other employees,

b) secure access of the temporary employees to his social services subject to the same
conditions as his own employees,

c) enable the same access of the temporary employees to education, as to his other
employees,
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d) provide information to employees” representatives about the use of temporary
employees within informing about his employment situation.

(11) Temporary employees shall be included for the purpose of electing employees’
representatives in accordance with § 233 (2) and (3).

§ 58a
(1) The employer or an agency for temporary employing may agree with the using
employer on the temporary assignment of an employee in an employment relationship to
perform work. The employer may agree on agree temporary assignment with the using
employer only where there are objective operational reasons for such assignment.
(2) The temporary assignment agreement concluded between the employer or the agency
for temporary employing and the using employer must include

a) the name and surname, the date and place of birth and the place of permanent
residence of the temporarily assigned employee,

b) the type of work that the temporarily assigned employee will carry out,
including estimated health and psychological requirements for the work or other
requirements according to special legislation if required for this work,

c) the period for which the temporary assignment has been agreed,

d) the location where the work is to be performed,

e) the date from which the assigned employee shall carry out work for the using
employer,

f) working conditions including pay conditions and employment conditions for
temporarily assigned employees must be at least as favourable than those for a
comparable employee of the using employer,

g) the conditions under which the employee or the using employer may terminate
the temporary assignment before the end of the term of temporary assignment,

h) the number of the decision and the issue date of the decision granting the
agency for temporary employing permission to carry out the activities of an
agency for temporary employing.

(3) The temporary assignment agreement concluded between the employer or agency for
temporary employing and the using employer must be concluded in writing otherwise it
shall be invalid.

§ 58b

Provisions of the employment contract or agreement pursuant to § 58a forbidding the
conclusion of an employment relationship between a using employer and the employee
after his or her assignation by an agency for temporary employing or by an employer or
preventing the conclusions of such contracts or agreements shall be invalid.

Termination of employment relationship
§59
(1) An employment relationship may be terminated
a) by agreement,
b) by notice,
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) by immediate termination,
d) by termination within a probationary period.

(2) An employment relationship concluded for a fixed period shall terminate upon expiry
of the agreed period.

(3) An employment relationship of an alien or stateless person shall terminate, unless
terminated by other means, upon the day

a) his residency within the territory of the Slovak Republic is due to terminate pursuant to
an executable ruling on the forfeiture of residence permit,

b) a verdict imposing the sentence of expulsion from the territory of the Slovak Republic
on such person entered into force,

c) of expiration of the period for which the residence permit on the territory of the Slovak
Republic was issued.

(4) An employment relationship shall terminate upon the death of the employee.
§ 60
Agreement on termination of employment relationship

(1) If an employee and employer agree on the termination of the employment
relationship, the employment relationship shall terminate upon the agreed day.

(2) Agreement on the termination of employment relationship shall be concluded by the
employer and employee in writing. The agreement must stipulate the reasons for the
termination of employment relationship if requested by the employee, or if the
employment relationship was terminated by agreement for reasons stated in § 63
paragraph 1, letter a) to c).

(3) The employer shall issue the employee with one counterpart of the agreement on
termination of employment relationship.

861
Notice

(1) An employment relationship may be terminated by giving notice on the part of the
employer or employee. Notice must be given in writing and delivered to the other party,
or otherwise it shall be invalid.

(2) An employer may only give notice to an employee for reasons expressly stipulated in
this Act. The reason for giving notice must be defined in the notice in terms of fact such
that it may not be confused with a different reason, or the notice shall otherwise be
deemed invalid. The reason for giving notice may not be subsequently amended.

(3) Where the employer gives notice to an employee by virtue of § 63, paragraph (1),
letter b), he/she may not within 2 months create the wound-up work post anew and
employ another employee to the same post.

(4) Notice that was delivered to the other party may only be revoked with his/her consent.
Revocation of notice, and the consent to its revocation must be made out in writing.
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862
Period of notice

(1) Where notice has been given, the employment relationship shall terminate upon
expiration of the period of notice.
(2) The period of notice shall be at least one month, unless this act stipulates otherwise.
(3) The notice period for an employee who is given notice for the reasons stated in § 63
paragraph (1) letter (a) or (b) or because the employee’s health condition has, according
to a medical opinion, caused the long term loss of his/her ability to perform his/her
present work,
shall be at least
a) two months if the employer in employment relationship has employed the employee
for at least one year and less than five years as at the date of delivery of notice,
b) three months if the employer in employment relationship has employed the employee
for at least five years as at the date of delivery of notice,
(4) The notice period for an employee who is given notice for reasons other than those
stated in paragraph (3) shall be at least two months if the employer in employment
relationship has employed the employee for at least one year as at the date of delivery of
notice.
(5) The period of employment relationship for the purposes of paragraphs (3) and (4)
shall include repeated fixed term employment relationships concluded with the same
employer if they followed each other without break.
(6) If notice is given by an employee who has been employed in employment relationship
by the employer for at least one year as at the date of delivery of notice, the notice period
shall be at least two months.
(7) The notice period shall begin from the first day of the calendar month following the
delivery of notice and end on the last day of the corresponding calendar month unless this
act stipulates otherwise.
(8) If the employee does not continue to work for the employer until the end of the notice
period, the employer shall be entitled to monetary compensation up to a maximum of the
product of the employee’s average monthly earnings and the length of the notice period if
they agree on such monetary compensation in the employment contract; an agreement on
monetary compensation must be done in writing otherwise it shall be invalid.

863

Notice given by employer
(1) An employer may give notice to an employee only for the following reasons:

a) if the employer or part thereof
1. is wound up or

2. is relocated and the employee does not agree with the change in the agreed location for
performance of work,

b) if an employee becomes redundant by virtue of the employer or competent body
issuing a written resolution on change in duties, technical equipment or reduction in the
number of employees with the aim of securing work efficiency, or on other organisational
changes,
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c) a medical opinion states that the employee’s health condition has caused the long term
loss of his/her ability to perform his/her previous work or if he/she can no longer perform
such work as a result of an occupational disease or the risk of such an disease, or if he/she
has already received the maximum permitted level of exposure in the work place as
determined by a decision of a competent public health body,

d) an employee

1. Does not meets the preconditions set by legal regulations for the performance of the
agreed work,

2. Ceases to fulfil the requirements pursuant to § 42 paragraph (2),

Does not fulfil due to no fault of the employer, the requirements for the proper
performance of the agreed work determined by the employer in internal regulations,
or

4. Does not satisfactorily fulfil the work tasks, and the employer has in the preceding six
months challenged him in writing to rectify the insufficiencies, and the employee
failed to do so within a reasonable period of time,

e) if there are reasons on the part of the employee, for which the employer might
immediately terminate the employment relationship with him/her, or by virtue of less
grave breaches of labour discipline; for less grave breaches of labour discipline, the
employee may be given a notice if, with respect to breach of labour discipline, he/she has
been cautioned in writing within the previous six months as to the possibility of notice.

(2) An employer may give an employee notice, unless given on grounds of unsatisfactory
fulfilment of working tasks, for less serious breach of labour discipline or for reasons for
which immediate termination of employment relationship is applicable, only in such case
where

a) the employer does not have the possibility to further employ the employee, not even
for areduced working time, in the place which was agreed as the place of work
performance,

b) the employee is not willing to shift to other work appropriate to him offered to him/her
by the employer at the place of work agreed as the place of work performance or
undertake the necessary training for this other work.

(3) Conditions may be agreed in a collective agreement for the performance of the
employer’s duty under paragraph (2).

(4) An employer, due to breach of labour discipline or for reason immediate termination
of employment relationship, may only give notice to an employee within a period of two
months from the day the employer became acquainted with the reason for notice, and
breaching of labour discipline in abroad, within two months from the employee’s return
from abroad, this always within one year from the day when the reason for notice
occurred.

(5) Where, within the period of two months stipulated in paragraph (4), the employee’s
conduct in which breach of labour discipline may be witnessed becomes the subject of
proceedings of another body, notice may still be given within two months from the day
when the employer became acquainted with the outcome of such proceedings.
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(6) If the employer intends to give a notice to an employee on grounds of breach of
labour discipline, he/she shall be obliged to acquaint the employee with the reason for
such and enable him to give his/her statement on this.

Prohibition of notice
8 64
(1) An employer may not give a notice an employee within a protected period, that means

a) within a period when the employee is acknowledged temporarily incapable for work
due to disease or accident, unless deliberately induced or caused under the influence of
alcohol, narcotic substances or psychotropic substances, and within the period from
submission of a proposal for institutional care or from entry into spa treatment up to the
day of termination thereof,

b) in the event of a call-up to perform extraordinary service during a state of crisis, from
the date when the employee is called up to perform extraordinary service from the date of
delivery of the call-up order or when called up to start extraordinary service by
mobilization order or mobilization notice or if the employee has been ordered to carry out
extraordinary service, until the expiry of two weeks from his/her demobilisation; this
shall also apply with regard to the performance of alternative service pursuant to special
regulations,

¢) within the period of a female employee’s pregnancy, when a female employee is on
maternity leave, a female employee or a male employee is on parental leave, or when a
lone female employee or a lone male employee takes care of a child under the age of
three,

d) within the period when an employee is released for execution of a public function for a
long term,

e) within the period when an employee working at night is on grounds of medical opinion
acknowledged as being temporarily incapable to perform night work.

(2) If an employee receives a notice prior to commencement of a protected period in such
a way that the period of notice should expire within this period, the employment
relationship shall terminate upon expiry of the final day of the protected period, except
such cases where the employee announces that he/she does not insist on extension of the
employment relationship.

(3) Prohibition of notice shall not apply to notice given to an employee
a) for reasons as stipulated

1. in 8 63 paragraph (1) letter (a) point (1),

2. in § 63 paragraph (1) letter (a) point (2) in a period when a single employee is caring
for a child under three years of age and in a period when an employee working at night is
recognised according to a medical opinion to be incapable to work at night,

b) for a reason justifying the employer to immediately terminate the employment
relationship, unless concerning an employee on maternity leave and an employee on
parental leave (8 166, paragraph (1)); if a female or male employee receives notice for
such reason prior to commencement of maternity leave and parental leave, in such a way
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that the period of notice should expire within the period of maternity leave and parental
leave, the period of notice shall terminate concurrently with the termination of maternity
leave and parental leave,

c) for other breach of labour discipline (8§ 63, paragraph (1), letter €)), unless concerning a
pregnant employee, or female employee on maternity leave or male or female employee
on parental leave,

d) if he/she has lost by his/her own fault the preconditions for the performance of the
agreed work pursuant to a special law.

8 65 is deleted with effect from 1 September 2007

§ 66

An employer may give notice to an employee with health disability only with the prior
consent of the relevant office of labour, social affairs and family otherwise notice shall be
invalid. Such consent shall not be required where notice was given to an employee who
has reached the age entitling him/her to old-age pension or for reasons as stipulated in 8
63, paragraph (1), letters a) and e).

8§67
Notice given by employee

An employee may give notice to an employer for any reason whatsoever, or without
giving a reason.

Immediate termination of employment relationship
8§68

(1) An employer may terminate an employment relationship exceptionally, only in cases
where the employee

a) was lawfully sentenced for committing a wilful offence,
b) was in serious breach of labour discipline.

(2) An employer may, pursuant to paragraph (1) immediately terminate the employment
relationship only within a term of two months from the day that he/she became
acquainted with the reason for immediate termination, however by the maximum of one
year from the day such reason occurred. The provisions of § 63, paragraphs (4) and (5)
shall equally apply to the commencement and lapse of this term.

(3) An employer cannot immediately terminate the employment relationship with a
pregnant employee, a female employee on maternity leave, or a female or male employee
on parental leave, with a lone female or male employee caring for a child younger than
three years of age, or with an employee who personally cares for a close person who is a
person with severe disability. An employer may however, terminate an employment
relationship with them by giving notice, except for an female employee on maternity
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leave and male employee on parental leave (8 166, paragraph (1)), for reasons stipulated
in paragraph (1).

§ 69
(1) An employee may immediately terminate an employment relationship, if

a) according to a medical opinion, he/she is unable to keep performing work without
serious threat to his/her health and the employer has not transferred him/her to other work
appropriate to him within 15 days from the submission of such opinion,

b) his/her employer has failed to pay him/her a wage or wage compensation, travel
reimbursement, payment for work standby or alternative income in the event of the
employee’s temporary incapacity for work or part thereof within 15 days of payment
becoming due,

c) his/her life or health is directly threatened.

(2) An adolescent employee may also immediately terminate an employment relationship
if he/she is incapable to perform work without jeopardising his/her morals.

(3) An employee may immediately terminate an employment relationship only within a
term of one month from the day he/she became acquainted with the reason for immediate
termination of the employment relationship.

(4) An employee who immediately terminated an employment relationship shall be
entitled to wage compensation at the amount of his/her average monthly earnings for a
two-month notice period.

8§70

An employer and an employee must make the immediate termination of an employment
relationship in writing, wherein they must define the reason in terms of deed in such a
way that no confusion with another reason shall be possible, this to be delivered to the
other party within the determined term, or it shall otherwise be deemed invalid. The
stated reason may not be subsequently amended.

8§71
Termination of employment relationship concluded for a fixed period

(1) An employment relationship concluded for a fixed period shall terminate upon
expiration of such period.

(2) Where, to the knowledge of the employer, an employee keeps performing work upon
expiration of the agreed period, it shall apply that such employment relationship has
changed to employment relationship concluded for an indefinite period, unless the
employer agrees otherwise with the employee.

(3) Prior to the expiration of the agreed period, an employment relationship pursuant to
paragraph (1) may also be terminated otherwise than stipulated in § 59.

8§72
Termination of employment relationship within the probationary period

(1) During the probationary period the employer and the employee may terminate the
employment relationship in writing for any reason whatsoever or without giving a reason,

41



unless it is stipulated otherwise below. The employer may terminate the employment of a
pregnant woman, a mother who has given birth within the last nine months or a
breastfeeding woman only in writing, in exceptional cases not relating to her pregnancy
or maternal function, giving appropriate reasons in writing, otherwise the termination
shall be invalid.

(2) Written notification on the termination of an employment relationship shall be
delivered to the other party, as a rule, within the minimum of three days prior to the day
the employment relationship is to terminate.

8§73
Collective redundancies

(1) Collective redundancy shall occur if an employer or a part of an employer terminates
employment relationship by notice for the reasons stipulated in 8 63 paragraph (1) letter
(@) and (b), or if employment relationship is terminated by another method on reason not
relating to the person of the employee within 30 days

a) of at least ten employees of an employer who employs more than 20 and less than 100
employees,

b) of at least 10% of total up expenses of employees of an employer who employs at least
100 and less than 300 employees,

c) of at least 30 employees of an employer who employs at least 300 employees.

(2) With a view to reaching an agreement, the employer shall be obliged, at least one
month prior to commencement of collective redundancies, to negotiate with the
employees’ representatives, and if there are no employees’ representatives in the
workplace directly with the affected employees, measures enabling avoidance of
collective redundancies of employees, or reduction thereof, mainly negotiate the
possibility of placing them in appropriate employment at the employer’s other
workplaces, also subsequent to preceding preparation, and measures for mitigating the
adverse consequences of collective redundancies of employees. To this end, the employer
shall be obliged to provide the employees” representatives with all necessary information
and to inform him in writing, in particular as to

a) the reasons for collective redundancies,

b) the number and structure of employees to be subject to termination of employment,
c) the overall number and structure of employees employed by the employer,

d) the period over which collective redundancies shall be effected,

e) the criteria for the selection of employees to be subject to termination of employment.

(3) The employer shall at the same time deliver a copy of the written information
specified in paragraph (2) together with the names, surnames and addresses of permanent
residence of the employees whose employment relationship it intends to terminate to the
office of labour, social affairs and family for the purposes of finding a solution to the
problems associated with the collective redundancy pursuant paragraph (7).

(4) Subsequent to negotiations on collective redundancies with the employees’
representatives, the employer shall be obliged to deliver written information on the
outcome of negotiations to
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a) the Labour Office,
b) the employees” representatives.

(5) The employees” representatives may submit comments relating to collective
redundancies to the Labour Office.

(6) With regard to collective redundancies, the employer may give notice to employees
for reasons as stipulated in § 63, paragraph (1), letters a) and b), or propose termination
of employment relationship by agreement for the same reasons, at the earliest upon
expiry of one month from the day of delivery of written information pursuant to
paragraph (4), letter a).

(7) The period as stipulated in paragraph (6) shall be used by the Labour Office to seek
solutions to the problems raised by the projected collective redundancies. The Office of
Labour, Social Affairs and Family may make a reasonable reduction in the period
pursuant to paragraph (6) on objective grounds; if so it shall inform the employer of the
reduction in writing immediately.

(8) If an employer violates the obligations stipulated in paragraphs 2 to 4 and 6,an
employee subject to termination of an employment relationship within the scope of
collective redundancies shall be entitled to wage compensation at the minimal amount of
a twofold of his/her average monthly earnings pursuant to § 134.

(9) The provisions of paragraphs (1) to (8) shall not apply to

a) termination of an employment relationship concluded for limited period of time, upon
expiry of such period,

b) crew members of vessels flying the flag of the Slovak Republic.

(10) The provisions of paragraphs (6) and (7) shall not apply to an employer who was
declared bankrupt by court.

(11) If there are no employees’ representatives in the workplace, the employer shall carry
out the obligations given in paragraphs 2 to 4 directly in relation to the affected
employees.

(12) The employer must also comply with the obligations stipulated in paragraphs 2 to
4 if the decision for collective redundancy is taken by a managing employer as defined in
8§ 241a paragraph (3).

(13) For the purposes of collective redundancy an organisational unit of the employer that
has the status of a branch plant registered in the Commercial Register under applicable
special regulation is deemed to be a part of the employer.

§74

Participation of employees’ representatives at the termination of employment
relationship

Termination of employment relationship by the employer with notice or with immediate
termination of employment relationship must be negotiated in advance between the
employer and employees’ representatives otherwise the termination of employment
relationship with notice or with immediate termination of employment relationship shall
be invalid. An employees’ representative is obligated to negotiate on notice given by the
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employer within seven working days of the date of delivery of the employer’s written
request and immediate termination of employment relationship within two working days
of the delivery of the employer’s written request. If negotiation does not take place within
the stated period, negotiation shall be deemed to have taken place.

8§75
Employment evaluation and confirmation on employment

(1) An employer shall be obliged to issue an employment evaluation for an employee
within 15 days from submission of the employee’s request. An employer, however, shall
not be obliged to issue an employment evaluation for an employee earlier than two
months prior to the termination of an employment relationship. All documentation
regarding evaluation of the employee’s work, his/her qualifications, aptitudes, and other
matters related to the performance of work are deemed employment evaluation. An
employee shall have the right to look into his/her personal file, make notes, copy extracts,
and make photocopies from it.

(2) Upon termination of an employment relationship, the employer shall be obliged to
provide the employee with confirmation on employment, which shall state in particular

a) the period of employment duration,
b) the type of work performed,

c¢) whether deductions are applied to the wages of the employee, in whose favour, to what
amount and which order applies to the liability for which deductions are further to be
executed,

d) information on wages paid for performed work, on the payment of wage compensation
and compensation for work stand-by, on deducted advances on income tax, and on other
matters decisive for annual accounting of advances on tax from dependent activities and
functional emoluments, and for calculation of unemployment benefits,

e) data concerning any agreement to remain in an employment relationship with the
employer for a fixed period upon passing final examination or school-leaving
examination, or upon termination of study or vocational preparation, including data on
the date of termination of the period (8 53, paragraph (2)),

f) data on provision of the discharge benefit pursuant to § 76a.

(3) Where an employee disagrees with the contents of an employment evaluation or
confirmation on employment, and the employer fails to amend or supplement the
employment evaluation or confirmation on employment at the request of the employee,
this may be enforced by way of court within three months from the day when the
employee became acquainted with the contents thereof, in order for the employer to be
obliged to amend them appropriately.

(4) The employer shall be authorised to give other information concerning the employee
with the employee’s consent only, unless otherwise provided for by special regulation.
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876
Severance allowance

(1) If employment relationship is terminated with notice for the reasons set out in 8 63
paragraph (1) letters (a) or (b) or because the employee’s health condition has, according
to a medical assessment, caused the long term loss of his/her ability to perform his/her
previous work, the employee shall be entitled to a severance allowance at termination of
employment relationship equal to at least

a) his/her average monthly earnings, if the employee’s employment relationship lasted at
least two years and less than five years,

b) two times his/her average monthly earnings, if the employee’s employment
relationship lasted at least five years and less than ten years,

c) three times his/her average monthly earnings, if the employee’s employment
relationship lasted at least ten years and less than twenty years,

d) four times his/her average monthly earnings, if the employee’s employment
relationship lasted at least twenty years.

(2) If employment relationship is terminated by agreement for the reasons set out in § 63
paragraph (1) letter (a) or (b) or because the employee’s health condition has, according
to a medical assessment, caused the long term loss of his/her ability to perform his/her
previous work, the employee shall be entitled to a severance allowance at termination of
employment relationship equal to at least

a) his/her average monthly earnings, if the employee’s employment relationship lasted
less than two years,

b) two times his/her average monthly earnings, if the employee’s employment
relationship lasted at least two years and less than five years,

c) three times his/her average monthly earnings, if the employee’s employment
relationship lasted at least five years and less than ten years,

d) four times his/her average monthly earnings, if the employee’s employment
relationship lasted at least ten years and less than twenty years,

e) five times his/her average monthly earnings, if the employee’s employment
relationship lasted at least twenty years.

(3) If an employer terminates an employee’s employment relationship by notice or by
agreement on the reasons that the employee must no longer perform his/her work as a
result of an occupational accident, occupational disease or the risk of such a disease, or
that the employee has already received the maximum permitted level of exposure in the
work place as determined by a decision of a competent public health body, the employee
shall be entitled to a severance allowance equal to at least ten times his/her monthly
earnings; this shall not apply if an occupational accident was caused by the employee
breaching, through his/her own fault, legal regulations or other regulations for ensuring
occupational safety and health or instructions for ensuring occupational safety and health
despite having been duly and demonstrably familiarized with them and knowledge of
them and compliance with them systematically required and checked, or if an
occupational accident was caused by the employee under the influence of alcohol,
narcotic substances or psychotropic substances and the employer could not prevent the
occupational accident.

(4) If, after the termination of employment relationship, an employee again takes up
employment relationship with the same employer or the employer’s legal successor
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before the end of the period for which a severance allowance is provided, the employee
shall be obliged to return the severance allowance or a proportionate part thereof if the
employer and employee do not agree otherwise. A proportionate part of the severance
allowance shall be determined according to the number of days from the return to
employment until the expiry of the period resulting from the provided severance
allowance.

(5) An employee shall not be entitled to a severance allowance where rights and duties
resulting from labour-law relations are transferred to another employer in accordance
with this act in the event of organizational changes or rationalization measures.

(6) An employer shall pay a severance allowance on the first pay day set by the employer
for payment of wages after the termination of employment, unless the employer and
employee agree otherwise.

(7) An employer may pay an employee a severance allowance in other cases besides
those laid down in paragraphs (1) and (2).

§ 76a
Discharge benefit

(1) On the first termination of employment relationship after becoming entitled to an old
age pension or an invalidity pension where the reduction in the ability to perform earning
activity is greater than 70%, an employee shall be entitled to discharge benefit equal to at
least the amount of his/her monthly earnings if he/she applies for one of the above
pensions before the termination of employment relationship or within ten working days
of the termination of employment relationship.

(2) An employee shall be entitled to discharge benefit at termination of employment
relationship equal to at least the amount of his/her average monthly earnings if he/she is
granted an early old age pension based on an application submitted before the termination
of employment relationship or within ten days after termination of employment
relationship.

(3) An employee shall receive discharge benefit from one employer only.

(4) An employer shall not be obliged to pay an employee discharge benefit if
employment relationship was terminated pursuant to 8 68 paragraph (1).

Claims from invalid termination of employment relationship
8§77

An employee and an employer may claim in court the invalidity of termination of an
employment relationship by notice, immediate termination, termination within a
probationary period or by agreement, at the latest within a period of two months from the
due day of employment relationship termination.

8§78

(1) If an employee gives an invalid notice, or if he/she terminates an employment
relationship in an invalid manner immediately or during a probationary period, and the
employer declares his/her insistence that the employee keep performing work, his/her
employment relationship shall not be terminated.
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(2) If the employee fails to perform work in connection with invalid termination of
employment relationship, the employer may demand from him/her reparation of
consequent damages arising thereof from the day the employer notified the employee of
his/her insistence that the employee keep performing work.

(3) If an employee terminated employment relationship in an invalid manner and the
employer does not insist that the employee keep performing work for him/her, unless the
employee and employer agree in writing otherwise, it shall be deemed that the
employment relationship was terminated by agreement, if

a) an invalid notice has been given upon expiry of the term of notice,

b) the employment relationship was terminated with immediate effect in an invalid
manner on the day when the employment relationship was due to terminate,

c) the employment relationship was terminated in an invalid manner within a
probationary period on the day when the employment relationship was due to terminate,

(4) An employer may not enforce reparation of damages against an employee in cases as
stated in paragraph (3).

§79

(1) If an employer gave invalid notice to an employee, or terminated the employment
relationship in an invalid manner with the employee immediately or within a
probationary period, and if the employee informed the employer that he/she insists on
keeping employment with the employer, his/her employment relationship shall not
terminate, with the exception of a court decision that it cannot be justly required of the
employer to further employ the employee. The employer shall be obliged to provide the
employee with wage compensation. The employee shall be entitled to such compensation
in the amount of average earnings from the day he/she announced to the employer that
he/she insists on keeping employment, to such time for which the employer enables
him/her to keep working, or until a court rules on termination of the employment
relationship

(2) If the overall time for which an employee should receive wage compensation is
greater than 12 months, a court may, at the request of the employer, reduce the
employer’s obligation to pay wage compensation for the period in excess of 12 months
by a proportionate amount or may decide not to award the employee any wage
compensation for the period in excess of 12 months. Wage compensation shall be
awarded for a period of no more than 36 months.

(3) Where an employer terminated employment relationship in an invalid manner and the
employee does not insist on keeping employment with the employer, unless the employee
and employer agree in writing otherwise, it shall be deemed that the employment
relationship was terminated by agreement, if

(a) an invalid notice was given, upon expiration of the period of notice,

(b) the employment relationship was terminated in an invalid manner immediately or,
within the probationary period, on the day when the employment relationship was due to
terminate.
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(4) In cases stipulated in paragraph (3), letter b), an employee shall be entitled to wage
compensation in the amount of average monthly earnings according to § 134 for a two-
month notice period.

§ 80

In case of an invalid agreement on termination of employment relationship, the procedure
in assessing the employee’s claims to compensation for lost wages shall be similar to that
of invalid notice given to the employee by the employer. The employer may not enforce a
claim to compensation for damages on grounds of invalidity of agreement.

§81
Fundamental obligations of employee
An employee shall mainly be obliged

a) to work responsibly and properly, and to follow the instructions of superiors issued in
accordance with legal regulations; a superior includes also the superior civil servant
pursuant to special regulations,

b) to be at the workplace at the beginning of working time, to utilise the working time for
assigned work and to leave only after the termination of the working time,

c) to adhere to legal regulations and other regulations relating to the work he/she
performs, if he/she was properly acquainted thereof,

d) in the period in which, pursuant to special regulation, he/she has the right to wage
compensation during temporary inability to work, to maintain the treatment determined
by an examining physician,

e) to properly manage the resources entrusted to him/her by the employer and to protect

the employer’s property against damage, loss, destruction and abuse, and not to act in
contradiction to the justified interests of the employer,

f) to maintain confidentiality over matters that he/she became acquainted with in the
course of employment, and which, in the interests of the employer may not be disclosed
to other persons.

g) to notify the employer in writing without unnecessary delay of all changes affecting
his/her employment relationship and relating to his/her person, in particular any change
of name, surname, permanent residence or temporary residence, address for the delivery
of correspondence, health insurance and if payment is made to the employee’s account in
a bank or branch of a foreign bank with the employee’s consent, also any change in
banking details.

§ 82
Fundamental obligations of executive employees

Executive employee apart from the obligations stipulated in § 81, shall also be obliged in
particular,

a) to manage and check the work of employees,

b) to create favourable working conditions and ensure safety and health protection at
work,
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c) to secure remuneration of employees in accordance with generally binding legal
regulations, collective agreements and employment contracts, and to comply with the
principle of equal pay for like work or work of equal value pursuant to § 119a,

d) to create favourable conditions for improving the professional standard of employees
and for satisfying their social needs,

e) to ensure that breaches of labour discipline shall not transpire,

f) to ensure the adoption of timely and effective measures for protection of the
employer’s property.

8§83
Performance of another earning activity

(1) An employee can perform alongside his/her employment another earning activity that
has the character of competition with his/her employer’s activity only with the prior
written consent of the employer. If the employer does not respond within 15 days of
delivery of the employee’s request, the employer shall be deemed to have granted
consent.

(2) An employer may withdraw consent granted under paragraph (1) if there are serious
reasons to do so; the employer must specify these reasons in a written statement
withdrawing consent. If the employer withdraws consent in accordance with the first
sentence, the employee shall terminate the other gainful activity without undue delay in
the manner stipulated by law.

(3) The employer’s consent pursuant to paragraph (1) is not required for the performance
of scientific and pedagogical activities, journalism, tutoring, lecturing and literary and
artistic activity.

§ 83a
Restriction of earning activity after the termination of employment relationship

(1) An employer and employee may agree in the employment contract that after the
termination of his/her employment relationship, the employee will not perform earning
activity that has the character of competition with the employer’s activity for a period of
at most one year.

(2) The employer may agree with the employee restrictions on earning activity after the
termination of employment relationship only if the employee has the possibility to
acquire information or knowledge during his/her employment relationship that are not
generally available and whose use could do significant harm to the employer.

(3) If the restriction of earning activity agreed in the employment contract is greater than
the necessary level of protection for the employer, a court may reduce or cancel the
employee’s obligation under paragraph (1).

(4) An employer shall provide an employee with reasonable monetary compensation
amounting to at least 50% of the employee’s average monthly earnings for each month of
compliance with an obligation under paragraph (1). The monetary compensation shall be
payable on the pay date set by the employer for the payment of wages for the previous
month, unless it is agreed otherwise.
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(5) An employee and employer may agree on reasonable monetary compensation that the
employee is obliged to pay if he/she breaches an obligation under paragraph (1). The
amount of monetary compensation must not exceed the total amount of monetary
compensation of the employer agreed under paragraph (4). The amount of monetary
compensation shall be reduced proportionately if the employee complies with the
obligation only in part. On payment of monetary compensation the employee’s obligation
under paragraph (1) shall be terminated.

(6) An employer may withdraw from an obligation under paragraph (1) only during the
employment relationship of the employee; the obligation shall expire on the first day of
the calendar month following the month in which withdrawal was delivered to the
counterparty or on the last day of the employment relationship, if sooner.

(7) An employee may revoke an obligation under paragraph (1) if the employer does not
pay him/her monetary compensation within 15 days of the compensation becoming due;
the obligation shall expire on the date when notice is delivered to the counterparty.

(8) An obligation under paragraphs (1), (4) and (5) must be part of an employment
contract otherwise it shall be invalid. Withdrawal from an agreement under paragraph (6)
and revocation under paragraph (7) must be done in writing otherwise they shall be
invalid.

(9) A collective agreement may determine a group of employees with whom it is possible
to agree restrictions on earning activity after the termination of employment relationship,
the duration of the restriction of earning activity after the termination of employment
relationship, the minimum amount of reasonable monetary compensation under
paragraph (4) and limitation of the maximum amount of monetary compensation under
paragraph (5).

3884
Work rules

(1) An employer may issue work rules upon prior consent of the employees’
representatives, otherwise it shall be invalid.

(2) Work rules shall specify in more detail, in compliance with legal regulations, the
provisions of this Act according to special conditions of the employer.

(3) Work rules shall be binding for the employer and for all his/her employees. It shall
take effect upon the day determined therein, at the earliest, however, on the day it was
made public at the employer.

(4) All employees must be acquainted with the work rules. The work rules must be
accessible to all employees.

Part Three
WORKING TIME AND REST PERIODS
§85
Working time

(1) Working time is the time segment when an employee shall be at the disposal of the
employer, performs work and discharges obligations pursuant to the employment
contract.

50



(2) A rest period shall be any period which is not working time.

(3) For the purposes of determining the extent of working time and the planning of
working time, a week shall be seven consecutive days.

(4) Working time in the course of 24 hours may not exceed eight hours, unless this Act
stipulates otherwise.

(5) Maximum weekly working time of an employee shall be 40 hours. An employee
whose working time is arranged in such manner that he/she regularly performs work
alternately on both shifts of a two-shift operation, shall have maximum working time of
38 and % hours per week, and on all shifts of a three-shift operation or a continuous
operation, maximum working time of 37 and %2 hours per week.

(6) In the case an employee who works with proven chemical carcinogens in working
processes or with a risk of chemical carcinogenicity or who performs work leading to
exposure to radiation as a category A employee in the controlled zone of workplace
where there are sources of ionizing radiation, except for the controlled zone of a nuclear
power plant, working time shall be at most 33 and %2 hours per week.

(7) The maximum weekly working time of an adolescent employee under 16 years of age
shall be 30 hours per week, even when working for several employers. Maximum weekly
working time of an adolescent employee over 16 years of age shall be 37 and % hours
even when working for several employers. The working time of an adolescent employee
may not exceed 8 hours in the course of 24 hours.

(8) Working time determined by employer pursuant to paragraphs (1), (5) to (7) shall be
the determined weekly working time. Working time that an employee is obliged to work
in a given week after the distribution of the determined weekly working time shall be the
set weekly working time.

(9) An employee’s average weekly working time including overtime may not exceed 48
hours.

§ 85a

(1) The average weekly working time of an employee including overtime may exceed 48
hours for a period of four consecutive months in the case of a health-care employee under
other relevant regulation if the employee agrees to the given extent of working time. The
average weekly working time of an employee falling under the first sentence shall not
exceed 56 hours.

(2) An employer at the working time agreement pursuant to paragraph (1) is obliged

a) to inform about the fact relevant Labour Inspectorate or relevant supervisory body for
safety and protection of health at work, if they ask for the information,

b) to keep actual registers on employees, whose working time is agreed in this way and
submit these registers to relevant Labour Inspectorate or to the relevant supervisory body
for safety and protection of health at work, if they ask for the registers.

(3) An employee shall be not persecuted or sanctioned in other way by the employer for
the reason that the employee does not agree with the extent of working time over 48
hours per week in average.
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(4) An employee shall have the right to revoke consent under paragraph (1); the revoking
of consent comes into effect one month from its written notification to the employer.

§ 86
Even distribution of working time

(1) An employer shall decide on even distribution of working time upon negotiation with
employees’ representatives.

(2) In the even distribution of working time for individual weeks, the difference in the
lengths of working time pertaining to individual weeks shall not exceed three hours, and
the working time for individual days shall not exceed nine hours. The average weekly
working time over a defined period, of four-week duration at most, may not exceed the
limit set for the determined weekly working time.

(3) In the even distribution of working time, an employer shall arrange weekly working
time in general for a five-day working week.

§ 87
Uneven distribution of working time

(1) If the character of the work or operating conditions do not permit working time to be
distributed evenly in individual weeks, the employer may distributed working time
unevenly in individual weeks after agreement with employees’ representatives or the
employee. The average working time may not however exceed, in a maximum period of
four months, the established weekly working time.

(2) In a collective agreement or after agreement with employees’ representatives, an
employer may distribute working time unevenly in individual weeks for a period longer
than four months, at most for a period of 12 months, if the work requirements of the
employer’s activities vary in the course of the year. The agreement cannot be replaced by
a decision of the employer.

(3) For an employee with health disability, a pregnant woman, a woman or man
permanently caring for a child younger than three years of age, a lone employee who
permanently cares for a child younger than 15 years of age, working time may only be
arranged unevenly upon agreement with them.

(4) Working time may not exceed 12 hours within 24 hours.

8 87a
Working time account

(1) A working time account is a method for the uneven distribution of working time that
an employer can implement only based on a collective agreement or after agreement with
employees’ representatives. The agreement on the implementation of a working time
account must be done in writing. The agreement cannot be replaced by a decision of the
employer. The implementation of a working time account for an employee falling under §
87 paragraph (3) requires the agreement of the employee.

(2) The collective agreement or the agreement with employees’ representatives must
include agreement on the balancing period of the working time account over which the
difference between an employee’s determined weekly working time and actual time
worked shall be balanced; the balancing period shall not exceed 30 months.

52



(3) When a working time account is implemented, an employer can schedule working
time so that when there is a greater need for work an employee works more hours than
his/her established weekly working time (positive side of his/her working time account)
and when there is less need for work the employee works fewer hours than his/her
established weekly working time or may not work at all (negative side of his/her working
time account). Average weekly working time including the positive side of the working
time account and overtime work shall not exceed 48 hours over a period of at most 12
months.

(4) An employer is obliged to pay an employee the basic wage component corresponding
to the employee’s determined weekly working time. The payment of a basic wage
component shall not affect the employer’s obligation to pay other wage components if
such an obligation is laid down by this act, special regulations, the employment contract
or the collective agreement.

(5) If an employer implements a working time account, the employer must keep records
of the difference between each employee’s determined weekly working time and his/her
actual time worked, and the difference between the actual basic wage component paid
pursuant to paragraph (3) and the basic wage component that the employee would be
entitled to for time actually worked.

(6) If at the date of termination of employment relationship or the end of the balancing
period, a lower basic wage component has been paid than the employee was entitled to
for time worked, the employer shall be obliged to pay the employee the difference; § 129
paragraph (3) shall be applied, mutatis mutandis.

(7) If at the date of termination of employment relationship or the end of the balancing
period, an employee has not worked the full working time for which the employer has
paid him/her the basic wage component, the employer shall be entitled to repayment of
the basic wage component provided in excess of the working time worked only if the
employee’s employment relationship is terminated pursuant to 8 63 paragraph (1) letters
(d) and (e) or 8 68 paragraph (1); the employer may claim this right in court at most two
months from the date of termination of employment relationship.

(8) When a working time account is implemented, work carried out above the set weekly
working time and outside the schedule of shifts resulting from the working time account
shall be deemed overtime work.

(9) If a working time account is implemented for an employee with reduced working
time, his/her account shall be based on the reduced working time.

Flexible working time
§88

(1) Flexible working time is a method for the even or uneven distribution of working time
that an employer may introduce by collective agreement or upon agreement with
employee representatives.

(2) Basic working time is a time segment in which the employee is obliged to be in the
workplace.

(3) Optional working time is a time segment during which the employee is obliged to be
present in the workplace in order to complete operational time.
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(4) Operational time is the overall working time that an employee is obliged to work in a
flexible working period determined by his/her employer.
(5) A flexible working period may implemented as a working day, working week, four-
week working period or another working period.
(6) The length of a work shift where flexible working time is implemented may be at
most 12 hours.

§ 89

Flexible working time shall not be implemented if an employee posts an employee on a
business trip. The employer must set a fixed start and end to the business trip for this
purpose.

§90
Beginning and end of working time

(1) A work shift is part of the stipulated weekly working time which, on the basis of a
predetermined timetable of work shifts, an employee shall be obliged to work within 24
consecutive hours and work break.

(2) Shift work shall be a manner of organising working time in which employees
alternate at the same workplace according to a certain schedule and, in the course of a
certain period of days or weeks, work at differing times. This also applies in the event
when at alternating of employees in shifts work arrive to parallel performance of work by
employees from related shifts work at the same time.

(3) An employee working shift work shall be every employee whose work schedule is
organised in the form of working on shifts.

(4) The beginning and end of working time and the timetable of work shifts shall be
determined by the employer after agreement with employees’ representatives, and shall
be announced by the employer in writing at the employer’s place that is accessible to
employees.

(5) A morning shift may not on principle commence prior to 6 a.m., and an afternoon
shift may not on principle end after 22:00 hours.

(6) An employee may divide the working time into two parts on the same shift, after
agreement with employees’ representatives.

(7) A morning shift is a work shift whose greater part falls within the time period
between 06:00 hours and 14:00 hours. An afternoon shift is a work shift whose greater
part falls within the time period between 14:00 hours and 22:00 hours. A night shift is a
work shift whose greater part falls within the time period between 22:00 hours and 06:00
hours.

(8) Where working time is arranged into two work shifts, this shall be a two-shift work
mode. If an employer arranges working time in three shifts, this shall be a three-shift
work mode. A work mode in which a work activity runs consecutively through all days of
a week shall be a continuous work mode. An employer may not schedule working time so
that an employee works night shifts for two consecutive weeks unless the employer and
employee conclude a written agreement to the contrary or unless the character of work or
operational conditions prevent working time from being scheduled otherwise.
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(9) An employer shall be obliged to announce the distribution of working time to an
employee at least one week in advance, and with validity of at least one week.

(10) Upon negotiation with employees’ representatives, an employer may determine time
necessary for personal hygiene upon completion of work, which shall be calculated in the
working time of employees.

(11) If possible from the aspect of operation, an employer must allow an employee, on
his/her request, for health reasons or for other serious reasons at his part, an appropriate
arrangement of the determined weekly working time, or agree on such arrangement with
an employee under the same conditions in the employment contract.

891
Breaks at work

(1) An employer shall be obliged to provide an employee whose work shift is longer than
six hours with a break for rest and eating for duration of 30 minutes. An employer shall
be obliged to provide an adolescent employee whose work shift is longer than 4.5 hours
with a break for rest and eating for duration of 30 minutes. Concerning work that may not
be interrupted, an employee must be secured, without discontinuing operation or work,
adequate time for rest and eating.

(2) An employer shall agree with employees’ representatives more detailed conditions for
providing breaks for rest and eating, including its extension.

(3) The employer shall be obliged to announce such breaks for rest and eating to
employees, in the manner stipulated in § 90.

(4) Breaks for rest and eating shall not be provided at the beginning and end of shifts.

(5) Breaks for rest and eating shall not be calculated in working time; this shall not apply
to breaks for rest or eating that provide adequate time for rest and eating without
interruption in the employee’s work.

(6) A break provided in order to ensure employees’ occupational safety and health shall
be calculated in working time.

8§92
Continuous daily rest

(1) An employer shall be obliged to arrange working time in such a way that, between the
end of one shift and beginning of another shift, an employee has the minimum rest of
duration of 12 consecutive hours within 24 hours, and an adolescent employee, at least 14
consecutive hours within 24 hours.

(2) Such rest period may be reduced to eight hours for an employee older than 18 years of
age in continuous operations and with work batches when performing urgent agricultural
work, in the provision of a universal postal service, when performing urgent repair work
concerning the averting of a threat endangering the lives or health of employees and in
case of extraordinary events. If an employer shortens the minimum rest period, he/she is
obliged to provide additionally the employee with continuous equivalent rest as
compensation within 30 days.

55



(3) An employee who has returned from a business trip after 24:00 hours shall be granted
time for necessary rest to the scope of eight hours from completion of the business trip
until taking up work, and where such period falls within the working time of the
employee, he/she shall also be granted wage compensation in the amount of his/her
average earnings.

8§93
Continuous weekly rest

(1) An employer shall be obliged to arrange working time in such a way that an employee
has two consecutive days of continuous rest once per week, which must fall on Saturday
and Sunday or on Sunday and Monday.

(2) Where the nature of work and conditions of operation do not allow to schedule
working time of an employee over 18 years of age pursuant to paragraph (1), two
consecutive days of continuous rest in the week shall be granted on other days of the
week.

(3)If character of work and operation conditions do not allow to schedule working time in
accordance with Paragraphs 1 and 2, the employer may, after agreement with the
employees’ representatives or, if there are no employees’ representatives in the
workplace, after agreement with the employee, schedule an employee aged over 18 years
at least 24 hours of continuous rest, which should be on Sunday, provided that the
employer provides the employee with alternative continuous rest in the week within eight
months of the date when continuous rest should have been provided during the week.

(4) If the character of the work and the operational conditions do not permit the
scheduling of working time in accordance with paragraphs (1) to (3) and the employee is
over 18 years of age, the employer may schedule working time so that the employee has
at least 35 hours of continuous rest once a week; such continuous rest shall fall on a
Sunday and a part of either the day preceding or following the Sunday; such a schedule
shall be agreed with employee representatives or, if there are no employee representatives
in the workplace, agreed with the employee.

(5) If the character of work and operational conditions do not permit the scheduling of
working time in accordance with paragraphs (1) to (3), an employer may schedule work
for an employee aged over 18 years of age so that the employee has at least once every
two weeks the weekly 24 hours of continuous rest that should be on Sunday provided that
the employer subsequently provides the employee alternative continuous rest during the
week within four months of the date when continuous rest in the week should have been
provided.

Rest days
§94

(1) Rest days are days on which continuous rest of an employee falls in the week, and
holidays.

(2) Work on rest days may only be charged exceptionally and upon prior negotiation with
employees’ representatives.
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(3) On a day of continuous rest in the week, an employee may only be charged the
following necessary work that cannot be performed on working days:

a) urgent repair work,
b) loading and unloading work,
c) stock-taking and closing of accounts work,

d) work performed in continuous operations for an employee who failed to take up
his/her shift,

e) work for averting threat endangering life or health, or in case of extraordinary events,

f) imperative work with regard to satisfying the living, health and cultural needs of the
population,

g) feeding and care of agricultural animals,

h) imperative work in agriculture crop production with planting, cultivating and
harvesting of crops and in the processing of foodstuff raw materials.

(4) On a public holiday, it shall be possible to charge an employee with such work only
which may be charged on days of continuous rest in the week, work in continuous
operations and work necessary for guarding the premises of the employer.

(5) On the days 1 January, Easter Day, 24 December after 12:00 and 25 December, an
employer may not order or agree that an employee shall perform work involving the sale
of goods to end consumers or related work (hereinafter referred to as “retail sale”) with
the exception of the forms of retail sale defined in annex no. la; the provisions of
paragraph (3) (f) and paragraph (4) shall not apply to such cases.

§95

Regarding workplaces with night shifts, a rest day shall commence on the hour
corresponding to taking up of the working shift, which in the working week comes first
according to the timetable of shifts morning shift.

8§ 96
Work standby

(1) If, in justified cases and in order to ensure the performance of essential tasks, an
employer orders an employee or the employee agrees to remain in a place determined in
advance for a period of time determined in advance outside the schedule of working
shifts and beyond the set weekly working time and to be prepared to perform work in
accordance with the employment contract, the employee is deemed to be perform work
standby.

(2) The time during which the employee remains in the workplace and is prepared to
perform work but does not perform work is the inactive part of work standby that is
considered to be working time.

(3) For every hour of the inactive part of work standby in the workplace as defined in
Paragraph 2, employees are entitled to pay amounting to a proportionate part of their
basic pay, which shall not be less than minimum wage in EUR per hour according to
separate regulation. If the employer and the employee agree on the provision of
alternative free time in compensation for the inactive part of work standby in the
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workplace, the employee shall be entitled to the pay stipulated in the first sentence and
one hour of alternative free time for one hour of work standby; the employee shall not be
entitled to pay while taking alternative free time.

(4) The time during which the employee remains in an agreed location outside the
workplace and is prepared to perform work but does not perform work is the inactive part
of work standby that is not considered to be working time.

(5) For every hour of the inactive part of standby duty outside the workplace, employees
are entitled to pay amounting to at least 20% of the minimum wage in EUR per hour
according to separate regulation.

(6) The time when an employee on standby performs work is the active part of work
standby, which is treated as overtime work.

(7) The employer may order at most eight hours of work standby per week and at most
100 hours in the calendar year. Work standby above and beyond these amounts is
permitted only by agreement with the employee.

(8) In a collective agreement it shall be possible to agree restriction of the extent of work
standby that may be agreed with an employee pursuant to paragraph 7.

§ 96a
Work standby where flexible working time is implemented

Where flexible working time is implemented, work standby in the workplace falling
under § 96 paragraph (2) shall be deemed basic working time.

8 96b
Compensation for lost time

The employer may agree in the collective agreement or an agreement with employees’
representatives that for time for work-related travel outside the scope of work shift
schedules that is not overtime work or work standby an employee shall be entitled to
agreed monetary compensation or substitute time-off from work with wage compensation
equal to the employee’s average earnings.

8§97
Overtime work

(1) Overtime work is work performed by an employee by order of the employer or with
his/her consent, beyond the determined weekly working time arising from the
predetermined distribution of working time, and performed outside the scope of the
timetable of work shifts.

(2) With regard to an employee with reduced working time, overtime work is work
exceeding his/her weekly working time? Overtime work may not be ordered on such an
employee.

(3) Where flexible working time is implemented, overtime work shall be work performed
by an employee by order of his/her employer or with his/her employer’s consent outside
the scope of operational time in the given flexible working period.

(4) Where an employee works off work performed beyond the determined weekly
working time for such time off which the employer granted him/her upon his/her own
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request, or for such working time that was withdrawn due to adverse weather effects, it
shall not be deemed overtime work.

(5) An employer may only charge or agree with the employee overtime work in cases of
temporary and urgent increases in work demand, or if public interest is concerned, also
for a period of continuous rest between two shifts, or under the conditions stipulated in §
94, paragraphs (2) to (4), also for days of rest. Continuous rest between two shifts may
not at the same time be reduced to less than eight hours.

(6) Overtime work for an employee may not exceed on average eight hours in individual
weeks in a period of at most four consecutive months, if the employer has not agreed a
longer period with the employees’ representatives, however at most 12 consecutive
months.

(7) An employee may be charged overtime work up to the maximum extent of 150 hours
in a calendar year. An employee working in a medical profession according to special
regulation can, after agreement with employees’ representatives, be charged to perform
up to 100 additional hours of overtime work per calendar year beyond the limit laid down
in the first sentence.

(8) The number of hours of permitted overtime per year shall not include overtime work
for which the employee received alternative free time or overtime work that is performed
in the context of
a) urgent repairs or work without which there would be a risk of a work-related
injury or large scale damage according to special regulations,
b) extraordinary events according to a special regulation where there is a risk to
life, health or of damage on a large scale according to special regulations.

(9) The scope and conditions of overtime work shall be determined by the employer after
agreement with the employees’ representatives.

(20) An employee may work a maximum of 400 hours overtime in a calendar year.

(11) An employee who performs risky work cannot be assigned to overtime work.
Overtime work may be agreed with this employee exceptionally in the case of work
pursuant to paragraph (8) it is possible to agree exceptionally overtime work with the
employee who performs risk works for the reason of managing secure and fluent
production process after previous agreement of the representatives of employees.

(12) An employee whose job falls under the category of health care pursuant to relevant
regulation and who is over the age of 50 may not be ordered to perform overtime work.
Overtime work 1s admissible only with the employee’s agreement.

8§98
Night work

(1) Night work shall be work performed within the time period between 22:00 and 06:00
hours.

(2) For the purposes of this Act, an employee working at night shall be an employee

a) Performs work requiring regular performance at night, to the extent of at least three
consecutive hours or,
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b) presumably works at night, for a minimum of 500 hours per year.

(3) An employer shall be obliged to secure that an employee working at night undergoes
examination of his/her capacity of health for night work

a) prior to assignment to night work,
b) regularly as required, at least once per year,

c) at any time during the course of assignment to night work, for health defects induced
by performance of night work,

d) if so requested by a pregnant woman, a mother who has given birth within the last nine
months or a breastfeeding woman.

(4) Expenses for the examination of health capacity pursuant to paragraph 3 shall be
borne by the employer pursuant to special regulation.

(5) An employer shall be obliged to furnish a workplace where night work is performed
by means for the provision of first aid, including means for hailing prompt medical
assistance.

(6) An employer shall be obliged to negotiate regularly the organisation of night work
with the employees’ representatives. The employer shall be obliged to ensure safety and
health protection at work for employees working at night that corresponds to the nature of
their work, and to secure that protective and preventive services or facilities relating to
safety and protection of health at work shall always be at the disposal of employees
working at night, and that such are equivalent to those which other employees have at
their disposal.

(7) An employer who regularly employs employees at night shall be obliged to notify the
competent labour inspectorate and employees’ representatives of such fact, if they so
request.

(8) An employer shall be obliged, to arrange with an employee working at night, the
established weekly working time in such a way that the average length of a shift not
exceed 8 hours in a period of at most four consecutive calendar months, whereby the
calculation of the average length of a work shift of an employee working at night shall be
based on a five-day working week.

(9) The working time of an employee performing heavy physical work or strenuous
intellectual work, or work which could lead to threatening life or health may not exceed
eight hours in the course of 24 hours. An employer shall, after agreement with
employees’ representatives and in conformity with legal regulations on the provision of
safety and protection of health at work, limit the extent of heavy physical work or
strenuous intellectual work, or work which could lead to threatening of life or health.

(10) The precondition of performance of night work by an employee whose occupation is
classified as a nurse or midwife in health care pursuant to relevant regulation and who is
over the age of 50 shall require the agreement of the employee with the performance of
night work.
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899
Documentation

The employer must keep documentation of working time, overtime work, night work, the
active and inactive part of work standby of the employee including records of the start
and end of the time period in which the employee performed work or was on stand-by by
order or agreement.

§ 100
Paid holiday
Under the conditions established by this Act, an employee shall have the right to
a) paid holiday pertaining to a calendar year or a proportionate part thereof,
b) paid holiday for days worked,
c) supplementary paid holiday.
Annual paid holiday
§101

An employee who, during the continuous duration of an employment relationship with
the same employer, performed work for the employer for at least 60 days in the calendar
year shall be entitled to annual paid holiday, or a proportionate part thereof, unless the
employment relationship lasted continuously over the whole calendar year. A day shall
be considered as worked where the employee worked the greater part of his/her shift;
parts of shifts worked over various days shall not be summed up.

§102

The proportionate part of paid holiday for each whole calendar month of continuous
duration of the same employment relationship shall be one twelfth of annual paid holiday.

8103
Basic scope of paid holiday

(1) The basic scope of paid holiday shall be at least four weeks.

(2) The paid holiday of an employee who at the end of the relevant calendar year, will be
aged at least 33 he/she has claim to paid holiday at least five weeks.

(3) The paid holiday of the headmaster of a school, the director of a school upbringing
and education facility, the director of a special educational facilities and their deputies, a
teacher, a teaching assistant, a vocational training instructor and an educator shall be at
least eight weeks per calendar year.

§ 104

If an employee with uneven distribution of working time to individual weeks or to the
period of a whole calendar year (8 87) draws his/her paid holiday, he/she shall be entitled
to as many days of paid holiday as are pertinent to the period of his/her paid holiday on
the annual average.
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§ 104a
Paid holiday in flexible working time

If an employee with flexible working time draws paid holiday, a day of holiday shall be
deemed to have the average length of working time applicable to one day according to
the stipulated weekly working time for the employee and the employee shall be deemed
to work a five-day working week.

§ 105
Paid holiday for days worked

An employee who is not entitled to annual paid holiday nor proportionate part thereof, as
he/she has not performed at least 60 days of work in the calendar year with the same
employer, shall be entitled to paid holiday for days worked to the extent of one twelfth of
annual paid holiday for each 21days worked in the pertinent calendar year.

Supplementary paid holiday
8 106

(1) An employee working underground over the whole calendar year in the extraction of
minerals or driving tunnels or passages and an employee who performs particularly
difficult or health-endangering work, shall be entitled to supplementary paid holiday of
one week. If an employee works under such conditions for only part of the calendar year,
he/she shall be entitled to one twelfth of supplementary paid holiday for each 21days so
worked.

(2) Classification as an employee working in constrained or health detrimental conditions
or performing particularly difficult or health detrimental work for the purposes of
supplementary paid holiday by virtue of this Act shall also pertain to an employee who

a) permanently works in health-care facilities or in workplaces thereof, where patients
with a contagious form of tuberculosis or acquired immune deficiency syndrome
(HIV/AIDS) are treated,

b) is exposed, when working at a workplace with contagious materials, to a direct threat
of contagion,

c) to a significant degree is exposed to the adverse effects of ionisation radiation,

d) works in the direct treatment or attendance of the mentally ill or mentally handicapped,
to the extent of at least half the determined weekly working time,

e) works continuously for at least one year in a tropical area or other area that is
demanding on health,

f) performs exceptionally arduous work, whereby he/she is exposed to the influence of
damaging physical or chemical effects, to such extent that may adversely affect the
employee’s health to a significant degree,

g) works with known chemical carcinogens or in working processes posing the risk of
chemical carcinogenic effects.

(3) The types of particularly difficult or health detrimental work and workplaces or areas
where such work is performed shall be established by a generally binding regulation
issued by the Ministry of Labour, Social Affairs and the Family of the Slovak Republic
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upon agreement with the Ministry of Health of the Slovak Republic and the Ministry of
Foreign Affairs and European Affairs of the Slovak Republic.

§ 107

Wage compensation may not be provided for undrawn supplementary paid holiday; such
paid holiday must be drawn preferentially.

8§ 108 is deleted with effect from 1 January 2004
§ 109
Reduced paid holiday

(1) If an employee satisfies the condition of working at least 60 days in a calendar year
and receives paid holiday, the employer may reduce the length of the holiday by one
twelfth for the first 100 missed working days and by a further equally one twelfth for
every additional 21 missed working days, if the employee is absent from work for the
following reasons:

a) performance of extraordinary service during a state of crisis or alternative service
during wartime or in a state of war,

b) drawing of parental leave pursuant to § 166 paragraph (2),

c) long term leave for the performance of a public function or a trade union function
pursuant to § 136 paragraph (2),

d) substantive personal obstacles to work falling under § 141 paragraph (1) and (3) letter
(©).

(2) An employee’s holiday shall not be reduced for a period of temporary incapacity for
work resulting from an occupational injury or an occupational disease for which the
employer is responsible and for periods of maternity leave and parental leave pursuant to
§ 166 paragraph (1).

(3) For each unjustified lost shift (working day), the employer may reduce the
employee’s leave by one to two days; unjustified loss of smaller parts of individual shifts
shall be summed up.

(4) With the reduction of paid holiday under paragraph (1), an employee whose
employment relationship with the same employer lasted throughout the whole calendar
year must be provided with paid holiday to the extent of at least one week, and adolescent
employees to the extent of two weeks.

(5) An employee who did not work due to execution of a sentence of imprisonment shall
have annual paid holiday reduced by one twelfth for each 21working days thus lost. Paid
holiday shall be equally reduced for serving a period of detention, where the employee
was legally sentenced to such, or if the employee was acquitted of the indictment, or as
the case may be, if criminal prosecution against him/her was halted only due to the fact
that he/she was not criminally accountable for the committed crime, or if he/she was
granted a reprieve, or if the crime was pardoned.

(6) Paid holiday for days worked and supplementary leave may only be reduced for
reasons as laid down in paragraph (3).

(7) Paid holiday for which entitlement arose in the respective calendar year shall only be
reduced for reasons arising in such year.
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Common provisions on paid holiday
§110
(1) Seven consecutive calendar days shall be understood as one week paid holiday.

(2) Termination of the hitherto employment relationship and the directly following
establishing of a new employment relationship of the employee with the same employer
shall be deemed continuous duration of employment relationship.

§111

(1) The draw of paid holiday shall be determined by the employer upon negotiation with
the employee in accordance with the paid holiday time-table determined with the prior
consent of employees’ representatives in such a way that the employee may normally
draw his/her paid holiday as a whole and by the end of the calendar year. When
determining leave, it is necessary to take into account the employer’s tasks and the
justified interests of the employee. The employer must grant employees at least four
weeks leave per calendar year if they have a holiday entitlement and if obstacles to work
on the side of the employee do not prevent the granting of leave.

(2) Upon agreement with representatives of employees, an employer may set the
collective drawing of paid holiday if it is necessary for operational reasons.

(3) The collective drawing of paid holiday pursuant to paragraph (2) may not be set for
more than two weeks unless this act provides otherwise. Where there are serious
operational reasons of which employees are notified at least six months in advance, the
collective drawing of paid holiday may be set for three weeks.

(4) The collective drawing of paid holiday pursuant to paragraph (2) in professional arts
ensembles may not be set for more than four weeks. In a theatre or other arts institution
that performs musical works, the collective drawing of paid holiday may be set for its full
extent.

(5) Where paid holiday is provided in several parts, one part at least must be for the
minimum of two weeks unless the employee and employer agree otherwise. The
employer shall be obliged to announce the drawing of paid holiday to employees at least
14 days in advance; exceptionally, such period may be reduced provided the employee
grants his/her consent.

§112

(1) An employer shall be obliged to reimburse an employee for costs that arose to
him/her through no fault of his/her own as a result of the employer changing the
employee’s draw of leave, or due to calling him/her out from a paid holiday.

(2) An employer may not designate drawing of paid holiday for a period when an
employees acknowledged temporarily incapacitated to work due to disease or accident, or
for a period when an employee is on maternity leave and parental leave. For other periods
of work obstacles on the part of the employee, the employer may designate the drawing
of paid holiday for the employee at his/her request only.

(3) If during the employee’s paid holiday, a public holiday falls on a day that would
otherwise normally be a working day for him/her, such a day shall not be calculated in
the period of paid holiday.
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(4) If an employer designates for an employee time-off for overtime work or for work
performed on a public holiday in such a way that it would fall on his/her paid holiday, the
employer shall be obliged to determine time-off for the employee on a different day.

§113

(1) An employer may determine an employee’s drawing of paid holiday even if an
employee has not yet become eligible to claim leave, if there are grounds to believe that
the employee will become eligible by the end of the calendar year in which paid holiday
is drawn or by the termination of the employment relationship.

(2) If an employee is not able to draw all his/her paid holiday in a given year because
his/her employer does not determine its drawing, or because of obstacles to work on the
side of the employee, the employer shall be obliged to provide the employee paid holiday
so that it is completed no later than by the end of the following calendar year. If the
employer does not determine drawing of paid holiday by 30 June of the following
calendar year such that the employee shall draw the paid holiday by the end of this
calendar year, the employee may determine when paid holiday will be drawn. The
employee shall notify the employer of drawing paid holiday in writing at least 30 days in
advance; this period may be reduced with the consent of the employer.

(3) If an employee is unable to draw all her/his paid holiday due to the drawing of
maternity leave or parental leave even by the end of the following calendar year, her/his
employer shall provide the undrawn paid holiday after the end of maternity leave or
parental leave.

(4) If an employee is unable to draw all of her/his paid holiday because he/she is deemed
to be temporarily incapable for work by the end of the following calendar year as a result
of disease or an accident, his/her employer shall provide the paid holiday after the end of
the employee's temporary incapacity for work.

(5) If the employee is unable to draw all her/his paid holiday because of long-term leave
to perform a public function or trade union function, her/his employer shall provide the
undrawn part of the holidays after the end of the public function or trade union function.

§114

If an employee during the course of his/her paid holiday takes up service in the armed
forces, or if he/she was acknowledged temporarily as being incapacitated for work on
grounds of disease or accident, or if attending to a sick family member, the period of paid
holiday shall be interrupted. This shall not apply where the employer determines draw of
paid holiday for a period of attending to a sick family member at the request of the
employee. Paid holiday shall also be interrupted upon taking up maternity leave and
parental leave (8 166, paragraph (1)).

§115

If an employee was temporarily assigned to perform work for a different using employer,
he/she shall be provided with paid holiday (part thereof) by the employer for whom
he/she was released. If an employee does not draw leave prior to termination of the
period of release, the employer releasing the employee shall provide him/her with it.
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§116

(1) Employees shall be entitled to wage compensation in the amount of his/her average
earnings for the period of drawn leave.

(2) Employees shall be entitled to wage compensation at the rate of their average earnings
for paid leave in excess of the four weeks of basic paid leave that they are unable to take
before the end of the following calendar year.

(3) Employees shall not be paid wage compensation for leave that is not taken up to the
four weeks of basic paid leave except where they were unable to take this leave as a
result of termination of the employment relationship.

§ 117

An employee shall be obliged to return wage compensation paid to him/her for paid
holiday or part thereof, to which he/she lost entitlement or to which he/she was not
entitled.

Part Four
WAGE AND AVERAGE EARNING
Wage
8118

(1) An employer shall be obliged to provide an employee with a wage for work
performed.

(2) A wage shall be financial settlement or settlement of a financial value (wages in
kind), provided by an employer to an employee for work. The following items shall not
be deemed to be wages in particularly: wage compensation, severance allowances,
discharge benefit, travel reimbursement including non-mandatory travel reimbursement,
contributions from a social fund, contributions to supplementary pension saving funds,
contributions to an employee’s life insurance, revenues from capital holdings (shares) or
bonds, a tax bonus, income compensation for an employee’s temporary incapacity for
work, supplementary sickness insurance, compensation for work standby, monetary
compensation under 8 83a(4) and other payments provided to an employee in relation to
employment pursuant to this act, other relevant regulations, a collective agreement or an
employment contract which do not have the characteristics of wages.

(3) Also considered as wage shall be settlement provided by an employer to an employee
for work upon the occasion of his/her work anniversary or personal anniversary, if such is
not provided from net profit or from the social fund.

8119
(1) Wages may not be lower than the minimum wage determined by special regulation.

(2) Wage conditions shall be agreed by the employer and the competent trade union body
in a collective agreement, or with the employee in the employment contract. For
members of cooperatives in which employment relations are a condition of membership
according to its statutes, wage conditions may be arranged by resolution of a members’
meeting.
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(3) In the pay conditions, the employer shall agree in particular the form of employee
remuneration, the basic rate of pay and other types of compensation for work and the
conditions for their provision. The basic rate of pay is compensation provided according
to the length of time worked or the performance that is achieved.

§ 119a
Wage for equal work and for work of equal value

(1) Wage conditions must be agreed without any form of sex discrimination. The
provision of the first sentence applies to all remuneration for work and benefits that are
paid or will be paid in relation to employment according to the other provisions of this act
or special regulations.
(2) Women and men have the right to equal wage for equal work and for work of equal
value. Equal work or work of equal value is considered to be work of the same or
comparable complexity, responsibility and urgency, which is carried out in the same or
comparable working conditions and at producing the same or comparable capacity and
results of work in employment relationship for the same employer.
(3) If the employee implements a system of job evaluation, the evaluation must be based
on the same criteria for men and women without any sexual discrimination. In the
evaluation of the work of women and men, employers may use other objectively
measurable criteria in addition to those stated in Paragraph 2 if they can be implemented to
all employees without regard to sex.
(4) Paragraphs 1 to 3 shall also apply to employees of the same sex if they carry out equal
work or work of equal value.
8120
Minimum wage claims

(1) If employee remuneration is not set by collective agreement, the employer must pay
employees at least the minimum wage set for the degree of work difficulty (hereinafter
only “the degree”) of the relevant job. If an employee’s pay in a given month does not
reach the level of their minimum wage claim, the employer shall pay the employee an
additional payment amounting to the difference between the agreed wage and the amount
of the minimum wage claim set for the degree to which the employee’s job belongs.

(2) Wages in paragraph 1 shall not include pay for the inactive part of work standby in
the workplace (8 96(3)), pay for overtime work (8 121), pay supplements for work during
holidays (8§ 122), pay supplements for night work (8§ 123) and wage compensation for
difficult working conditions (8 124). The number of hours worked shall not include
overtime work or the inactive part of work standby in the workplace.

(3) A job according to Paragraph 1 is a set of working activities that an employee carries
out according to the type of work agreed in their employment contract. The employer
according to Paragraph 1 must assign each job to a degree in accordance with the
characteristics of degrees of difficulty of jobs given in Appendix 1, based on the most
difficult activities that the employee is required to perform in the type of work agreed in
the employment contract.

(4) The rate of minimum wage claim for each level is calculated by multiplying the
hourly minimum wage set for a working time of 40 hours per week, or the minimum pay
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in EUR for the month, if the employee is paid a monthly salary, set by special regulation,
by the minimum wage index:

Degree Minimum wage index
1 1.0

1.2

1.4

1.6

1.8

2.0

OO BlWIN

(5) If working time according to § 85 is less than 40 hours per week, the rate of minimum
wage claim in EUR rises proportionately.

(6) Where an employee is paid a monthly salary but has not worked fixed weekly
working time or has agreed a shorter weekly working time, the monthly rate of minimum
wage claim in EUR shall be reduced in proportion to the amount of time worked in the
month.

(7) The rate of the minimum wage claim defined in paragraph 4 in EUR per hour and the
rate of minimum wage claim in EUR per hour increased in compliance with paragraph 5
shall be rounded to four decimal places. The rate of the minimum wage claim defined in
paragraph 4 in EUR per month and the rate of minimum wage claim in EUR per month
reduced in compliance with paragraph 6 shall be rounded to the nearest ten eurocents.

8121
Wage for overtime work

(1) An employee shall be entitled to wages earned and a wage surcharge equal to at least
25% of his/her average earnings for the performance of overtime work. An employee
shall be entitled to wages earned and a wage surcharge equal to at least 35% of his/her
average earnings for the performance of risk work.

(2) An employer may agree with an executive employee reporting directly to the statutory
body or a member of the statutory body, with an executive employee reporting directly to
such an executive employee, or with an employee who performs planning, systems,
creative or methodological activities, who manages, organizes or co-ordinates complex
processes or an extensive set of very complex equipment that the employee’s wage will
take into account overtime up to a limit of 150 hours per calendar year. In such cases the
employee shall not be entitled to a wage or wage surcharge pursuant to paragraph (1) and
cannot draw substitute time-off for overtime work.

(3) An employer may agree on the drawing of substitute time-off for overtime work. An
employee shall be entitled to substitute time-off equal in length to the period of overtime
work; in this case the employee shall not be entitled to a wage surcharge pursuant to
paragraph (1).

(4) An employer shall provide substitute time-off to an employee at an agreed time. If the
employer and employee do not agree on the time when substitute time-off should be
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drawn, the employer shall be obliged to provide the employee with substitute time-off no
later than the end of four calendar months after the overtime work was performed.

(5) If the employer does not provide the employee with substitute time-off in accordance
with paragraph (4), the employee shall be entitled to a wage surcharge pursuant to
paragraph (1).

§122
Wage and wage compensation for public holiday

(1) For a period of work on a public holiday, an employee shall be entitled to wages
attained and a wage surcharge of at least 50 % of his/her average earnings. A wage
surcharge shall also be applicable to work performed on a public holiday that falls on a
day of continuous rest for an employee in the week.

(2) If the employer and the employee have agreed on the drawing the time-off for a
period of work performed on a public holiday, the employee shall be entitled to an hour-
off for each hour worked during the public holiday; in such a case, he/she shall not be
entitled to a wage surcharge. If the employer does not provide the employee with time-off
over a period of three months or other period as agreed upon following performance of
work on a public holiday, the employee shall be entitled to a wage surcharge pursuant to
paragraph (1). For drawing time off, the employee shall be entitled to wage compensation
in the amount of his/her average earnings. In the case of an employee who is paid a
monthly salary, substitute time-off drawn for work on a public holiday is deemed time
worked for which the employee is entitled to pay; such an employee shall not be entitled
to wage compensation for drawing time-off for work on a public holiday. It is possible to
agree in the collective agreement or the employment contract that the procedure in the
fourth sentence will also apply to employees paid a monthly salary.

(3) An employee who did not work for a reason that a public holiday fell on a normal
working day for him/her shall be entitled to wage compensation in the amount of his/her
average earnings if wages were lost as a result of the public holiday. With regard to an
employee who is remunerated monthly, a public holiday falling on his/her normal
working day shall be considered as a working day, for which he/she shall be entitled to a
wage; therefore the employee shall not be entitled to wage compensation for the public
holiday. In the collective agreement or in the employment contract, it may be agreed
that the procedure as per the first sentence shall also apply to employees who are
remunerated with a monthly wage.

(4) Wage compensation for a public holiday or a wage as per paragraph (3), second
sentence, shall not be applicable to an employee who unjustifiably missed a shift
immediately preceding the public holiday or immediately following such, or a shift
instructed by the employer on a public holiday, and as the case may be, part of any such
shifts.

(5) An employer and an executive employee may agree upon a wage in the employment
contract taking into account possible work on public holidays; a wage surcharge or
substitute time-off for a period of work on a public holiday shall not be applicable to the
executive employee in such a case.
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§123
Wage surcharge for night work

(1) For performance of night work, in addition to wages attained an employee shall be
entitled to a wage surcharge for each hour worked at night at the level of at least 20 % of
his/her minimum wage in EUR per hour according to separate regulation.

(2) 1t shall be possible to agree with an executive employee on a wage in an employment
contract taking into account possibility of night work. The executive employee shall not
be entitled to a wage surcharge in such a case.

§124
Wage compensation for performed work in difficult conditions

(1) Employee shall be entitled to wage compensation for work in difficult conditions
when carrying out the work activities stated in Paragraph 2 if a competent public health
body has placed such activities in the third or fourth categories in accordance with special
regulations, and where the intensity of the environmental factors requires that the
employee uses personal protective equipment despite the technical, organisational and
relevant protective and preventative measures taken in accordance with special
regulations.
(2) Employee shall be entitled to wage compensation in accordance with Paragraph 1 for
the performance of activities in environments affected by the following factors:

a) chemical factors,

b) carcinogenic and mutagenic factors,

c) biological factors,

d) dust,

e) physical factors (e.g. sound, vibration, ionizing radiation.
(3) The employee shall be entitled to wage compensation for work in difficult conditions
in addition to their earned pay amounting to at least 20% of the minimum wage in EUR
per hour according to separate regulation.
(4) Wage compensation may also be provided where there are other factors that create
difficult working conditions for the employee or have a negative effect on the employee
or where the factors in the working environment stated in Paragraph 2 apply at a lower
level of intensity.
(5) If wage compensation for difficult working conditions is agreed in accordance with
Paragraph 4, Paragraph 3 shall not apply.

§125
Wage for performance of other work

(1) If an employee is transferred to other work for reasons of a threat of occupational
disease, quarantine measures imposed on him/her pursuant to special regulations,
averting extraordinary events or for mitigation of their immediate consequences, and if
after the outplacement he/she attains, in calculation of the number of hours worked, a
wage lower than that if performing work pursuant to employment contract, he/she shall
be entitled to a supplementary pay at least to the level of the average earnings he/she
received before the outplacement. The supplementary pay shall be provided for the
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duration of the period of outplacement, for the maximum period of 12 consecutive
months from the day of being transferred.

(2) A supplementary pay for threats of occupational disease shall be applicable also
where an employee takes up employment relationship with another employer since
his/her hitherto employer has no other suitable work available for him/her. The
supplementary pay shall be provided to the employee by the employer who employs
him/her in the time to which the supplementary pay pertains. The employer with whom
the threat of occupational disease arose shall be obliged to reimburse the costs of the
supplementary pay to this employee.

(3) Costs of the supplementary pay for quarantine measures stipulated pursuant to special
regulations shall be reimbursed by the public health body to the employer who provided
it.

(4) Contributions to the insurance funds and contributions to old age pensions savings
shall be the part of the costs for the supplementary pay pursuant to paragraphs (2) and
(3), which the employer shall be obliged to pay pursuant to special regulations.

(5) The employer shall exercise a claim to payment against the public health body in a
written application within 30 days from the culmination of quarantine measures.

(6) The public health body shall not reimburse the costs of a supplementary pay if the
imposing of quarantine measures transpired in direct relation to breach of the employer’s
obligations to avert the rise and spread of infectious illnesses and to repress their
occurrence.

8 126 is deleted with effect from 1 September 2007
8127
Wage in kind

(1) An employee may be provided with a part of wages in kind, except in the case of
minimum wages. The employer may provide wages in kind only with the consent of the
employee and under conditions agreed with him/her.

(2) Products, operations, work and services may be provided as wages in kind. Provision
of wages in kind in the form of spirits or other addictive substances shall not be
permissible. Discounts on travel fares for a transport employee shall not be considered as
wages in kind.

(3) The extent of wages in kind shall be expressed in financial terms in the prices of
goods from the producer or the prices of services from the service provider, pursuant to
the price regulation current at the time of providing wages in kind.

(4) If within the frame of his/her premises an employer established commercial facilities
for the sale of goods or for the provision of services, he/she may not force the employee
to purchase the goods or use the services established thereof. In the case that the
establishment is detached and it is impossible for the employee to use another
commercial facility, an employer shall be obliged to secure that the sale of goods or
provision of services is not used for gaining of his/her profit or that the sale of goods and
provision of services is provided for prices in a place usual at the time of sale of goods or
provision of services.
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8128
Wage in foreign currency

An employee performing the work abroad pursuant to the employment contract may be
provided with wages or part thereof in a foreign currency. Currency conversion of wages
from euro to a foreign currency shall be executed according to the foreign exchange rate
set and announced by the European Central Bank or the National Bank of Slovakia which
is in effect on the date preceding the date set for payment of wages in compliance with
8 130 (2) or on another agreed day.

§129
Payment term of wage

(1) A wage shall be due in arrears for a monthly period, this by the end of the consequent
calendar month at the latest, unless agreed otherwise in the collective agreement or in the
employment contract.

(2) By request of an employee, a wage due while on leave must be paid to him/her prior
to commencement of this leave.

(3) Upon termination of employment relationship, the employer shall pay the employee
wages due for the monthly period on the day of termination of the employment
relationship, unless they agree otherwise, however no later than the next date for payment
following the termination of the employment relationship.

8130
Payment of wage

(1) Paid wages shall be rounded up to the nearest eurocent if the collective agreement or
an internal regulation of the employer does not establish a rounding procedure that is
more favourable for the employee. Wages shall be paid to employees in monetary form;
payment in other forms or payment in foreign currency is possible only in cases permitted
by this act or special regulations.

(2) Wage shall be paid on the payment days as agreed upon in the employment contract
or in the collective agreement. Agreement with an employee performing home work may
be concluded for wages to be paid also for supply of each completed job assigned.

(3) Between payment days, an employer may provide a wage advance on agreed dates.
By request of an employee, the employer may provide a wage advance on another day as
agreed upon with the employee.

(4) Wage shall be paid during working time and at the workplace, unless agreed
otherwise in the employment contract or collective agreement. If an employee is unable
to appear for payment of wages for substantive reasons or if he/she works at a remote
workplace, the employer shall forward him/her his/her wage such that he/she receives
payment of wages on the day determined for the payment, or on the nearest subsequent
working day at the latest, this at his/her own cost and at his/her own risk, unless they
agree otherwise.

(5) For the purposes of wage accounting, the employer shall be obliged to make out for
each employee a document containing information on every wage component, individual
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payments provided in relation to employment on the balance of the employee’s working
time account, if the employer operates working time accounts, wage deductions and the
overall price of work. A document pursuant to the first sentence shall be provided in
written form unless the employer and employee agree that it may be provided by
electronic means. The total price of work shall be constituted by the wage, including
wage compensation and standby work compensation and, in separate structuring, by the
settlement of advances to health insurance premiums, sickness insurance premiums, old-
age insurance premiums, invalidity insurance premiums, unemployment insurance
premiums, guarantee insurance premiums, accident insurance premiums and solidarity
reserve fund insurance premiums, and contributions to the old-age pension saving, paid
by the employer. On request of an employee, the employer shall present him/her such
documentation for his/her inspection upon which the calculation of wages was based.

(6) An employee may authorise another person in writing to receive his/her wage.
Without written authorisation, wages may be paid to a person other than the employee,
only if stipulated by special regulation.

(7) An employer shall not be entitled to restrict an employee in any way from freely
treating with his/her paid wage.

(8) An employer shall be obliged, after deductions are made in accordance with § 131, to
deposit wage or part thereof on the account in a bank or branch of a foreign bank in the
Slovak Republic as determined by an employee, on request of the employee if the
employer and the employee have agreed on such a procedure, so that the determined sum
of financial means shall be credited to the employee’s account at the latest on the day
prescribed for payment of wages. On request of the employee, the employer may forward
portions of wages determined to an employee to various accounts designated by the
employee.

Wage deductions and order of deductions
8131

(1) The employer shall make deductions from pay giving priority to deductions of
contributions to social insurance funds, advance payments of insurance for public health
care, arrears resulting from the annual calculation of advance payments for public health
insurance, contributions to supplementary pensions savings paid by the employer
according to special regulations, deductions for advance payments for tax or tax
payments, arrears on advance payments for tax, tax arrears, arrears resulting from errors
of the tax payer in advance payments for tax and tax payments including ancillary rights
and arrears for the annual calculation of advance payments for income tax from
dependent activities.
(2) After making the deductions specified in Paragraph 1, the employer may deduct from
pay only the following:
a) advance payments of wages, which the employee must return because the
conditions for payment of the wage were not fulfilled,
b) amounts seized by order of a court or administrative body,
¢) financial penalties and fines and also compensation that an employee is required
to pay as a result of an executable decision of a competent body,
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d) incorrectly received social insurance benefits and old age pensions savings
benefits or advance payments thereof, state social benefits, material need
assistance benefit and additional payments for material need assistance benefit,
financial compensation for the social effects of serious health disability if the
employee is required to return them as a result of an executable decision in
accordance with other regulations,

e) unused advance payments for travel expenses,

f) sick pay, or a part thereof that employees loses their entitlement to, or do not
become entitled to,

g) holiday pay that employees loses their entitlement to, or do not become entitled
to,

h) severance allowance or part thereof that the employee is required to return
pursuant to § 76 paragraph (4).

(3) Employer may only make other deductions from pay beyond those listed in
Paragraphs 1 and 2 based on a written agreement with the employee on deductions from
pay or if other regulations require the employer to make deductions from pay.

(4) Wage deductions pursuant to paragraphs (1) and (2) and deductions from wages in
accordance with § 20 (2) may only be executed to the extent provided for by special
regulations; with regard to liabilities for which the court or administrative body ordained
execution of a decision, the manner of executing deductions and their order shall be
governed by provisions on the execution of decisions on wage deductions.

(5) In cases of financial punishments (fines) and also settlements levied by executable
decisions of competent authorities and with overpayments from social security benefits,
the order of deductions shall be governed according to the day the executive decision of
the competent body was delivered to the employer.

(6) With regard to unaccounted advances on travel reimbursement, with regard to
alternative income in the event of the employee’s temporary incapacity for work, with
wage compensation for paid holiday, with wage advances or part thereof and with regard
to severance pay, which the employee is obliged to pay back because the conditions for
their admission were not discharged, the order of deductions shall be governed according
to the day execution of deductions began.

(7) With regard to deductions executed on the basis of an agreement on wage deductions,
the order shall be governed according to the day when such an agreement was concluded.
With regard to deductions executed on the basis of an agreement on wage deductions
concluded with another legal or natural person, the order of deductions shall be governed
according to the day such agreements were delivered to the employer.

(8) If an employee takes up an employment relationship with another employer, the order
that liabilities acquired as stipulated in paragraphs (4) and (5) shall remain preserved also
at the new employer. The obligation to execute deductions shall arise for the new
employer on the day on which he/she learns from the employee or former employer that
wage deductions were executed, including for which liabilities. The same shall apply to
execution of deductions pursuant to paragraph (7), if in the agreement on wage
deductions such an effect was not expressly disqualified.
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§132

The provisions of § 129 to 131 shall apply equally to all components of an employee’s
income provided by an employer as regards their terms, payment and execution of
deductions.

§133
Standards for work inputs

(1) An employer may stipulate standards for work inputs. Upon determining the required
volume of work and work tempos, he/she must take into consideration the work tempo
adequate to average physiological and neuro-psychic possibilities, legal regulations and
other regulations on provision of safety and health protection at work, time for personal
hygiene after termination of work and time for the natural needs of employees.

(2) An employer shall be obliged to secure that the requisites for applying standards for
work inputs are created prior to commencement of work. Standards in work demand and
changes to such must be announced to employees always prior to work commencing and
may not be applied with backdated effect.

(3) If the introduction or change of standards for work inputs are not agreed in the
collective agreement, the employer shall only introduce standards or make changes to
them after agreement with employees’ representatives; if no agreement is reached within
15 days of submission of a proposal, a decision will be taken by the competent labour
inspectorate in accordance with special regulation.

Average earnings for labour-law purposes
8134

(1) Average earnings for labour-law purposes (hereinafter referred to as ‘average
earnings’) shall be ascertained by an employer from wages accounted to an employee for
payment within a decisive period, and from the period worked by an employee in this
decisive period. For the purposes of the first sentence, wages accounted to an employee
shall not include pay for the inactive part of work standby in the workplace (§ 96(3)) and
the period worked by the employee shall not include the inactive part of work standby in
the workplace.

(2) The decisive period shall be the calendar quarter preceding the quarter in which
average earnings are ascertained. Average earnings shall be ascertained always by the
first day of the calendar month following the decisive period and shall be used during the
entire quarter-year, unless this act stipulates otherwise.

(3) In case an employee did not work at least 22 days or 170 hours during the decisive
period, probable earnings shall be used instead of average earnings. Probable earnings
shall be ascertained from wages that the employee has attained since the beginning of the
decisive period, or from wages that he/she would evidently attain.

(4) Average earnings shall be ascertained as average hourly earnings. Average earnings
shall be rounded to four decimal places. If by virtue of labour regulations average
monthly earnings are to be used, then the average hourly earnings shall be multiplied by
the average number of working hours pertaining to one month in the year, based on the
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weekly working time of an employee. Average monthly earnings shall be rounded to the
nearest eurocent upwards.

(5) If the average earnings of an employee are lower than the minimum wage to which
the employee would be entitled in the calendar month in which the need for applying
average earnings arose, the average earnings shall be increased to a sum corresponding to
this minimum wage. If compensation of employees is not agreed in a collective
agreement with an employer, and the average earning of an employee is lower than the
corresponding minimum wage claim (8 120, paragraph (4)), the average earnings shall be
raised to a sum corresponding to this minimum wage claim. If the employer shortens the
set weekly working time in accordance with 8§ 85 paragraph (5), the employer shall
increase the average earnings of the affected employees in inverse proportion to the
reduction in weekly working time from the date when the change takes effect; the
employer shall apply the reverse of this process in the event of an extension in the set
weekly working time.

(6) Where, pursuant to labour-law regulations, average earnings are used in connection
with the compensation of damages pertaining to pupils of basic school, students of
secondary school and students of higher education, or to employees with disabilities who
are not employed and whose vocational training (activity) is executed pursuant to special
regulations, the basis shall be the total of average earnings, determined pursuant to
paragraph (5), first sentence.

(7) If an employee in the decisive period is accounted, for the purpose of ascertaining
average earnings, a wage (part of a wage) that is provided for a period longer than one
calendar quarter, its proportionate part that pertains to the calendar quarter, shall be
determined. The remaining part (parts) shall be included to wages in ascertaining average
earnings for the consequent period (consequent periods). The employer shall calculate the
number of decisive periods according to the number of quarters for which a wage is
provided. Pay given to employees on the occasion of anniversaries in their work or life in
accordance with § 118 paragraph (3) is considered to be pay provided for a period of four
calendar quarters. When determining proportionate parts of wages, the employer shall
take into account the part of periods worked by an employee in the decisive period or in
other decisive periods from the fund of working time in the respective period.

(8) If an employee performs work in several employment relationships at the same
employer, wages for each working relationship shall be assessed individually.

(9) If an employee’s average monthly earnings are taken into consideration in a legal
settlement in accordance with legal regulations, such earnings shall be ascertained from
average monthly earnings net of payments of contributions for social insurance,
contributions to supplementary pensions savings, advance payments of contributions to
health insurance and advance payments of income tax calculated according to the
conditions and rates that apply to the employee in the month in which such earnings are
ascertained.

(10) The provisions of paragraphs (1) to (9) shall be applicable accordingly for the
purposes of ascertaining probable earnings.

(11) The particulars of ascertaining average earnings or probable earnings may be agreed
upon with representatives of employees.
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§135

Average earnings of an employee for the decisive period preceding the day this Act
enters into force shall also be ascertained from gross earnings accounted to an employee
for payment within the decisive period and from periods that the employee worked within
the decisive period, reduced by the number of hours corresponding to pertinent break
periods for eating and rest within the decisive period. Likewise, for ascertaining average
earnings for the consequent decisive period, the number of hours worked by an employee
from the start of the decisive period to the time this Act enters into force shall be
subtracted, if this Act enters into force during the course of the decisive period.

Part Five
OBSTACLES TO WORK
8136

Obstacles for reasons of general interest — Title is deleted with effect from 1 July
2003

(1) An employer shall provide an employee the time off from work for a necessary period
of time for performance of public functions, civil duties and other activities of general
interest if such an activity cannot be performed outside of working time. An employer
shall provide the time-off from work without wage compensation unless this Act, special
regulation or the collective agreement stipulates otherwise, or unless the employer and
the employee agree otherwise.

(2) An employer shall release an employee for a longer period of time for the
performance of a public function and performance of a trade union function. The
employee shall not be entitled to wage compensation from the employer with whom
he/she is in an employment relationship.

(3) An employer shall release an employee for a longer period of time for the
performance of a function in a trade union active at the employer on the conditions
agreed in the collective agreement, and for the performance of a function of a member of
the works council, after agreement with the works council.

8§ 137 (Title is deleted with effect from 1 July 2003)

(1) A public function, civil duty and other activities of general interest shall be for the
purposes of this Act activities stipulated by this Act or by a special regulation.

(2) For the purposes of this act, performance of a public office is the performance of
duties arising from the a function which is limited by term of office or time period and
occupied on the basis of direct election or indirect election or appointment in accordance
with other regulations.

(3) Employee who performs a public function alongside the performance of functions
relating to their employment relationship may be granted working leave for at most 30
working days or shifts during in the calendar year, if not stipulated by a special
regulation.

(4) Civil duty shall be particularly activity of:

a) witness, interpreter, expert, or other persons called to proceedings of the court or other
state body or local self-government bodies,
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b) administering of first aid,

c) obligatory medical examinations,

d) measures against infectious diseases,

e) other urgent measures of treatment and preventive care,
f) isolation for reasons of protective veterinary measures,

g) a citizen who is required to perform military service and who is required to perform
extraordinary service or alternative service during war time or a state of war,

h) special events,

i) such cases where a natural person shall be obliged pursuant to special regulations to
provide personal assistance,

j) mandatory participation of employees in remedial stays.
(5) Other acts in the public interest shall be particularly

a) donation of blood and plasma,

b) donation of other biological materials,

c) performance of a function in a trade union body,

d) activity of a member of a works council and works trustee,
e) participation of employees’ representatives in training,

f) activity of a member of electoral commissions during elections proclaimed by the
President of the National Council of the Slovak Republic and referenda, and activity as a
member of bodies in public voting for the removal of the President of the Slovak
Republic,

g) activity as a member of the mountain service or other organized rescue service, during
personal participation in rescue action,

h) activity of head of a camp for children or youth, its deputy for economic affairs and
deputy for health matters, a group leader, trainer, instructor, or health officer in a camp
for children or youth,

i) activity as a member of an advisory body of the Government of the Slovak Republic,
j) activity as a member of a remonstrance commission,
k) activity as intermediary or arbitrator in collective bargaining,

I) activity as a registered candidate for elections to the National Council of the Slovak
Republic, for President of the Slovak Republic, to bodies of local self-government.

8 138 (Title is deleted with effect from 1 September 2007)

(1) An employer shall provide an employee time off from work with pay amounting to
the employee’s average earnings where this is required for the employee to undergo
convalescence, for compulsory medical inspections and the participation of employees’
representatives in training.

(2) The employer shall also provide an employee time off from work with pay amounting
to their average earnings in order to give blood, to undergo apheresis or to give other
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biological materials. The time off from work shall include the necessary time required
including travel to the appropriate location and recovery time after the operation if these
fall within the employee’s working time. A doctor may decide, based on the character of
the operation and the health condition of the donor, that a longer time off from work is
needed for recovery up to 96 hours from the start of travel to the operation. If no
operation takes place, the employer shall provide time off from work with pay only for
the time of absence from work that is shown to be necessary.
§ 138a
Obstacle to work due to volunteering activity

(1) An employer may provide an employee, at his/her request, time off from work to
carry out, during working time, activity by virtue of an agreement on volunteering
activity according to special regulation; the employee shall not be entitled to a wage or
wage compensation for this time off from work. Time off from work provided pursuant
to the first sentence shall not be deemed the performance of work.
(2) Conditions for the provision of time off from work for employees to perform
volunteering activity according to special regulation may also be agreed with employees’
representatives; it is not possible to agree wages or wage compensation for this time off
from work.
8139
Wage compensation upon discharge of compulsory military service
and upon discharge of specialised training tasks in the armed forces

(1) If an employee is obliged to appear in person at the relevant district authority in the
seat of the self-governing region in relation to the performance military service, or to
attend a medical inspection, the employer shall provide the employee time off from work
for the necessary time.

(2) If an employee is obliged to appear in person at the military administration office for
specialist training, the employer shall provide the employee time off from work for the
necessary time.

(3) If an employee is obliged to attend specialist training in a location so distant from
their place of residence or workplace that the journey by public transport takes longer
than six hours, they shall be entitled to one day’s time off from work.

(4) On completion of specialist training the employer shall provide the employee with
wage compensation for the time spent in specialist training at the rate of the employee’s
average earnings, no later than the end of the following calendar month.

(5) The employee shall be entitled to one day’s time off from work for the journey from
the location where the employee completed specialist training to their place of residence
subject to the conditions given in Paragraph 3.

(6) The employee shall be entitled to wage compensation for the time off from work
provided under Paragraphs 1 to 3 and 5 at the rate of his/her average earnings.

(7) The employee must start work no later than the second day after the end of specialist
training.

(8) The relevant district authority in the seat of the self-governing region for the
employer’s area shall refund costs incurred by the employer in providing wage
compensation for time off from work granted under Paragraph 1.
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(9) The military administration office for the area in which the employee underwent
specialist training shall refund costs incurred by the employer in providing wage
compensation for time off from work granted under Paragraph 2, 3 and 5.

8§ 140
Increasing qualification

(1) Participation in further education, by which an employee is to gain the preconditions
pursuant to legal regulations or to fulfil the requirements for proper performance of the
work agreed in the employment contract, shall be an obstacles to work on the part of the
employee.

(2) An employer may provide an employee the time off from work and wage
compensation in the amount of his/her average earnings if there is the presumption of
increasing his/her qualification compliant to the needs of the employer. Increasing the
level of qualification shall also be understood as its acquisition or expansion.

(3) An employer shall provide time off from work pursuant to paragraph (2) at least
a) to the extent necessary for participation in tuition,
b) two days for preparation and performance of each examination,

c) five days to prepare for and take final tests and examinations,
d) 40 days in total to prepare for and take all state exams or dissertation exams at each
level of university education,

e) ten days for elaboration and oral defence of final work, thesis work or dissertation
work.

(4) An employer shall provide an employee who performs health care occupation
pursuant to special regulation five days of time off from work in the calendar year for the
purposes of systematic training, and wage compensation equal to the employee’s average
earnings.

(5) No entitlement to wage compensation shall be applicable for performance of
repeating examinations.

(6) Overtime work in excess of the limit set in 8 97 shall entitle an employee who
performs health care occupation pursuant to special regulation to substitute time-off from
work. Substitute time-off from work shall be provided no later than two months after the
performance of overtime work.

(7) If an employer does not provide substitute time-off from work to an employee who
performs health care occupation pursuant to special regulation according to paragraph (6)
and if for this reason the employee’s overtime exceeds the limit set in § 97 or the
employee’s performance of work in health care occupation contravenes the requirements
for the staffing of health care facilities laid down in special regulation, the employer shall
provide the employee with time off from work for continuing education of the same
extent as the overtime work in excess of the limit set in § 97, or wage compensation equal
to the employee’s average earnings; the provisions of § 121 shall not apply.

(8) Time off from work pursuant to paragraph (6) shall not include time off from work
for systematic training under paragraph (4).
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8141
Substantive personal obstacles to work

(1) An employer shall excuse the absence from work of an employee for periods of the
employee’s temporary incapacity to work due to disease or accident, periods of maternity
leave and parental leave (§ 166), quarantine, attending to a sick family member and
during periods of caring for a child younger than ten years of age who for substantive
reasons may not be in the care of a children’s educational facility or school which the
child is otherwise in the care of, or if the person who otherwise cares for the child fell ill
or was ordered to quarantine (quarantine measures), or who underwent examination or
treatment in a medical facility, which it was not possible to arrange outside of the
working time of the employee. During such periods, an employee shall not be entitled to
wage compensation unless special regulation stipulates otherwise.

(2) The employer must grant the employee time off from work for the following reasons
and in the following scope:

a) examination or treatment of an employee in a medical facility

1. time off from work with wage compensation shall be provided for a necessary period
of time, at most for seven days in a calendar year, if the examination or treatment
could not be performed out of working time,

2. further time off from work without wage compensation shall be provided for a
necessary period of time, if the examination or treatment could not be performed out
of working time,

3. time off from work with wage compensation shall be provided for a necessary period
of time for preventative medical examination connected with pregnancy, if the
examination or treatment could not be performed out of working time.

b) the birth of the employee’s child; time off from work with wage compensation shall be
provided for the time necessary to transport the mother of the child to a medical facility
and back,

C) accompanying

1.a family member to a medical facility for examination or treatment upon sudden disease
or accident, and for predetermined examination, treatment or cure; time off from work
with wage compensation shall be provided to only one family member for a necessary
period of time, at the most seven days in a calendar year, if such an accompanying was
necessary and the relevant activities could not be performed out of working time,

2.a handicapped child to a social care facility or special school; time off from work with
wage compensation shall be provided to only one family member for a necessary
period of time of maximum ten days in the calendar year,

d) death of a family member

1.time off from work with wage compensation for two days upon the death of a spouse or
child, and one additional day for attending the funeral of the deceased,
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2.time off from work with wage compensation for one day to attend the funeral of a
parent or sibling of the employee, parent or sibling of the employee’s spouse, and the
spouse of an employee’s sibling, and an additional day if the employee is arranging
the funeral of such deceased,

3.time off from work with wage compensation for a necessary period of time of
maximum one day, to attend the funeral of the employee’s grandparent or grandchild,
or grandparent of his/her spouse, or other person who although not belong to among
the above relatives but lived with the employee at the time of death in a household,
and an additional day if the employee is arranging the funeral of such deceased,

e) wedding; one day’s time off from work shall be granted for the employee’s own
wedding and one day’s time off from work without wage compensation shall be granted
for the employee to attend the wedding of their child or parent,

f) prevented journey to work due to reasons of weather, by specific means of transport
that an employee with disability uses; time off from work with wage compensation shall
be provided for a necessary period of time of maximum one day,

g) unexpected breakdown of transport or delay of public transport means; time off from
work without wage compensation shall be provided for a necessary period of time if an
employee was unable to reach the place of work by other appropriate means,

h) moving house of an employee who possesses his/her own furniture; time off from
work without wage compensation shall be provided for a necessary period of time of
maximum one day for relocation within the same locality and two days upon relocation to
another locality; if concerning relocation in the interest of the employer, time off from
work shall be provided with wage compensation,

i) seeking a new work post upon termination of employment relationship; time off from
work without wage compensation shall be provided for a necessary period of time of
maximum one half a day per week, for a period corresponding to the period of notice; to
the same extent, time off from work with wage compensation shall be provided where
termination of employment relationship with notice served by the employer or by
agreement for reasons pursuant to § 63, paragraph (1), letters a) to c); time off from work
may be combined upon agreement with the employer.

(3) An employer may provide an employee with

a) additional time off from work for the reasons stated in paragraph (2) with wage
compensation or without wage compensation,

b) time off from work for reasons other than those stated in paragraph (2) with wage
compensation or without wage compensation,

c) time off from work at the employee’s request with wage compensation or without
wage compensation,

d) time off from work with wage compensation that the employee will perform additional
work as compensation for later.

(4) One day shall be deemed to be a period corresponding to the length of working time
that the employee was distributed to work on the day in question under the distribution of
stipulated weekly working time.

(5) For the purposes of setting the total extent of time off from work provided to an
employee in the calendar year for an obstacle to work falling under paragraph (2) letter
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(a) and (c), an one day shall be deemed to be period corresponding the average length of
working time applicable to one day according to the stipulated weekly working time for
the employee and the employee shall be deemed to work a five-day working week.
(6) An employer may determine that if an employee’s employment relationship began
within a calendar year, time off from work and wage compensation provided for the
reasons stipulated in paragraph 2 (a) point (1) and (c) point (1) will be provided in the
extent of at least one third of the claim for a calendar year for each third of a year or part
thereof that the employee is employed. The overall claim pursuant to the first sentence
shall be rounded to whole calendar days upwards.
(7) Wage compensation shall be equal to the employee’s average earnings.
(8) Employer must excuse the absence of employees from work if he/she is taking part in
a strike relating to the exercise of their economic and social rights; employee shall not be
entitled to pay or wage compensation. If an employee takes part in a strike after a court
has ruled it to be unlawful, his/her absence from work shall not be considered to be
excusable.
§ 141a
Temporary suspension of work performance

If there are grounds to suspect that an employee has committed a grave breach of labour
discipline and his/her continued performance of work would threaten a significant
interest of the employer, the employer can, after consultation with employee
representatives, suspend an employee from performing work temporarily for at most one
month. The employee shall be entitled to wage compensation equal to 60% of his/her
average earnings for the duration of the temporary suspension of work performance; if a
grave breach of labour discipline is not proven, the employee shall be entitled to an
additional payment up to the full amount of his her average earnings.

§142
Obstacles on the part of employer

(1) If an employee is unable to perform work due to a temporary lack of such caused by a
breakdown in machinery, in the supply of primary materials or powering forces, faulty
working documentation, or other similar operational causes (stoppage) and if the
employee was not upon agreement transferred to other work, he/she shall be entitled to
wage compensation in the amount of his/her average earnings.

(2) If an employee is unable to perform work due to adverse effects of weather, the
employer shall provide him/her with wage compensation in the amount of at least 50 %
of his/her average earnings.

(3) If an employee is unable to perform work due to obstacles on the part of the employer
other than those stipulated in paragraphs (1) and (2), the employer shall provide him/her
with wage compensation at the sum of his/her average earnings.

(4) If an employer determined in a written agreement with employees’ representatives
substantive operational reasons that prevent the employer from designating an employee
work, this shall constitute an obstacle on the part of the employer for which an employee
shall be entitled to wage compensation in the amount stipulated in the agreement, being a
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minimum of 60 % of average earnings. The agreement according to the first sentence
may not be substituted by the decision of the employer.

(5) If an employee cannot perform work for serious operational reasons, the employer
may proceed according to § 87a; the provisions of 8 90 paragraph (9) need not apply in
this case.

8143
Obstacles to work in case of flexible working time

(1) Obstacles to work on the part of the employer, in the application of flexible working
time, shall be considered as performance of work with wage compensation only to the
extent to which it interfered with the basic working time. To the extent to which they
interfered with flexible working time, they shall be considered as excusable obstacles to
work, but not as performance of work, and wage compensation shall not be provided for
them.

(2) If this Act or the collective agreement establishes for obstacles to work on the part of
the employer the exact length of a necessary period of time to which an employee is
entitled to time off from work, it shall be considered as performance of work for this
entire time; as one day shall be considered a period corresponding to the average length
of a work shift pursuant to the fixed weekly working time of an employee.

(3) Obstacles to work on the part of an employer shall be deemed as the performance of
work at most for the length of operational time in the fixed flexible working period.

(4) If an employee has not worked the full operational time in the flexible working period
as a result of an excusable obstacle to work on the employee’s side under the second
sentence of paragraph (1), the employee shall be obliged to work the unworked part of
working time without unnecessary delay after the expiry of the obstacle to work within
working days, unless he/she agrees otherwise with his/her employer. The additional work
can be performed only during optional working time, unless another period is agreed, and
additional work shall not be deemed overtime work.

§ 144
Common provisions on obstacles to work

(1) If an obstacle to work on the part of an employee is known in advance, the employee
is obliged to ask the employer for time off from work with sufficient notice. In other
cases, the employee shall be obliged to inform the employer of the obstacle to work and
its expected duration without unnecessary delay.

(2) An employee is obliged to prove the existence and duration of any obstacle to work to
the employer. Documentation of the existence of an obstacle to work and its duration
must be certified by a competent facility.

(3) If the employee claims time off from work without wage compensation, the employer
shall be obliged to allow him/her to work to make up the lost time if this is not prevented
by operational conditions.

8§ 144a
Performance of work

(1) Performance of work shall be deemed to include also the following periods:
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a) periods when an employee does not work due to an obstacles to work, unless this act
states otherwise,

b) time off from work that the employee later performs work to balance,

c) substitute time off from work for overtime work, for work on a public holiday, for the
inactive part of work standby in the workplace or substitute time-off from work provided
in accordance with § 96b,

d) obstacles in work due to unfavourable climatic conditions,

e) paid holiday,

f) a period when an employee does not work because it is a public holiday for which the
employee is entitled to wage compensation or for which his/her monthly wage (salary) is
not reduced,

g) which an adolescent employee spends in vocational training within a system of
theoretical or practical training.

(2) Performance of work shall be deemed not to include the following periods:

a) the performance of work for which time off from work was granted in advance,

b) overtime work, the inactive part of work standby in the workplace if substitute time off
from work is provided for such work,

¢) during which an employee performs work to balance an obstacle to work caused by
unfavourable climatic conditions,

d) time off from work provided at the employee’s request under § 141 paragraph (3)
letter (c),

e) performance of extraordinary service during a state of crisis or alternative service
during wartime or in a state of war,

f) inexcusable late arrival for a work shift or a part thereof,

g) a period for which an employer grants an employee long term time off from work to
perform a public function or a trade union function pursuant to § 136 paragraph (2).

(3) For the purposes of paid holidays, in addition to the periods listed in paragraph (2),
the performance of work shall not be deemed to include the following:

a) an employee’s temporary incapacity for work due to illness or an accident unless the
employee’s temporary incapacity for work is caused by an occupational accident or
occupational disease for which the employer is responsible,

b) parental leave pursuant to § 166 paragraph (2),

c) mandatory quarantine (a quarantine measure),

d) care for a sick family member,

e) care for a child under ten years of age where there are serious reasons why the
children’s education facility or school in whose care the child usually is cannot provide
care, or where the person who would otherwise take care of the child is sick or subject to
a mandatory quarantine (quarantine measures) or is undergoing examination or treatment
in a health care facility that cannot be provided outside the employee’s working time.

(4) To determine whether an employee has satisfied conditions for entitlement to paid
holidays where the employee has working time set on a weekly basis, the employee shall
be deemed to work five days per week even if his/her working time is not scheduled on
all working days in the week. This condition shall also apply when calculating a
reduction in holidays except in the case of inexcusable absence from work.

(5) Paragraphs 1 to 3 shall not be applied when assessing wage (remuneration)
entitlements for work performed.

85



(6) The employer shall decide whether or not an absence from work is excusable after
negotiation with representatives of employees.

§ 145

Reimbursement of expenses provided to employees in connection with the
performance of work

(1) An employer shall, under conditions and to the extent established by special
regulation, provide an employee with travel reimbursement, relocation costs
reimbursement and other expenses that he/she sustains while performing working
obligations.

(2) Under the conditions agreed in the collective agreement or employment contract, an
employer shall provide an employee with compensation for the use of his/her own tools,
equipment and instruments necessary for the performance of work, if such are used with
the employer’s consent.

Part Six
LABOUR PROTECTION
Labour protection
8 146

(1) Labour protection constitutes a system of measures arising from legal regulations,
organisational measures, technical measures, health-care measures and social measures
aimed at the creation of working conditions for ensuring occupational health and safety,
preserving the health and working aptitudes of an employee. Labour protection is an
integral part of labour-law relations.

(2) Care for the occupational health and safety and for the improvement of working
conditions as a fundamental part of labour protection, shall be a commensurate and
integral part of the planning and performance of employment duties. Occupational health
and safety is the status of working conditions which eliminate or minimise the effects of
dangerous and harmful agents in the working process and working environment on the
health of an employee.

(3) An employer, employees or employees’ representatives for occupational health and
safety and trade union organisations shall jointly co-operate in the planning and execution
of measures in the area of labour protection.

(4) Knowledge of legal and other regulations for ensuring occupational health and safety
is an integral and permanent part of qualification preconditions. Upon assessing work
results, it is necessary to take into account adherence to legal regulations and other
regulations for ensuring occupational health and safety.

(5) A specialist employee entrusted with performance of duties in securing occupational
health and safety, the employees’ representative for occupational health and safety, and
employees, may not be subject to damage while performance of duties for securing
occupational health and safety.
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8 147
Obligations of employer

(1) Within the scope of his/her capacity, an employer shall be obliged to permanently
secure the occupational health and safety, and to take the necessary measures including
securing prevention, necessary funds and appropriate system of labour protection
management. An employer shall be obliged to improve the level of labour protection in
all activities and to accommodate the level of labour protection to changing
circumstances.

(2) Further obligations of an employer in the area of occupational health and safety are
stipulated by a special law.

§ 148

Employees’ rights and obligations

(1) Employees shall have the right to occupational health and safety secured, to
information on dangers arising from the working process and working environment and
on measures for protection against effects thereof. Employees shall be obliged to mind
their occupational health and safety and the health and safety of persons affected by their
activities.

(2) Further obligations of employees in the area of occupational health and safety are
stipulated by a special law.

8 149
Inspection carried out by trade union body

(1) At an employer where a trade union organisation is active, the trade union body shall
have the right to carry out inspections on the state of occupational health and safety. In
particular it shall have the right

a) to inspect how the employer performances his/her obligations with regard to care of
occupational health and safety, and whether he/she systematically creates conditions for
work that is non-damaging to safety and to health, to regularly examine the employer’s
workplaces and facilities for employees and to check the employer’s management of
personal protective work tools,

b) to inspect whether an employer properly investigates the causes of occupational
accidents, and to participate in the ascertaining of causes of occupational accidents and
occupational diseases, or to investigate such by itself,

c) to request the employer to correct deficiencies in operations, machinery and equipment
or in working procedures, and to stop work if there is an imminent grave threat to the life
or health of persons in the area or in the employer’s work place with their knowledge,

d) to inform an employer on overtime work and work at night that would threaten the
occupational health and safety of employees,

e) to participate in negotiations on matters of occupational health and safety.

(2) The trade union body must prepare a report on the deficiencies identified in
accordance with Paragraph 1 (c). The report shall include identification of the union body
that carried out the inspection, the date and time when inspection took place and the
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deficiencies that the inspection identified in operations, in machinery or equipment or in
working procedures and the trade union body requests the removal of. If there is an
imminent grave threat to life or health, the report shall also include a request that work be
suspended, identifying the work and the time from which work should be suspended. The
report shall also include the opinion of the employer on the identified deficiency.

(3) The trade union body must inform a competent body of the labour inspectorate or a
competent body of the state mining authority of the request for suspension of work under
Paragraph 1 (c¢) without unnecessary delay. The union body’s request for suspension of
work lasts until the employer removes the deficiency or until the end of the investigation
carried out by a competent body of the labour inspectorate or a competent body of the
state mining authority.

(4) In a co-operative where membership also involves a labour-law relation of member to
the co-operative, inspection of occupational health and safety conditions pursuant to
paragraphs (1) and (3) shall be performed in relation to such a member of the co-
operative by a special body of the co-operative elected by the meeting of members.

(5) Expenses incurred in the execution of inspections over occupational safety and health
shall be borne by the state.

8 150
Labour inspection
(1) Labour inspection shall be carried out according to a special law.

(2) Employees who suffer damages in consequence of violations of obligations resulting
from labour-law relations and the representatives of employees of an employer of whom
where control activity pursuant to 8 239 detects a violation of labour-law regulations may
lodge a complaint at the competent labour inspection body.

Part Seven
EMPLOYER’S SOCIAL POLICY
§151
Working conditions and living conditions of employees

(1) For improvement in the culture of work and working environments, employer shall
create adequate working conditions and shall attend to the appearance and arrangement of
workplaces, social facilities and personal sanitation amenities.

(2) An employer shall establish, maintain and improve the level of social facilities,
sanitation amenities, and pursuant to special regulations also medical facilities for
employees.

(3) An employer shall be obliged to ensure safe custody, of particularly personal effects
and personal items usually brought to the workplace by employees, as well as usual
transportation devices, if employees use them on the road to work and back, with the
exception of motor vehicles. The employer may, after agreement with representatives of
employees, determine conditions under which the employer will be also liable for motor
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vehicles parked on the premises. Such obligation of the employer shall also apply to
every other person acting for him at his workplace.

8§ 152
Employees’ catering

(1) The Employer must provide catering based on correct nutritional principles for
employees in all shifts either within the workplace itself or in close proximity to it. This
obligation shall not apply in the case of employees sent on business trips, other than
employees sent on business trips who have spent more than four hours in their regular
workplace. The obligation on employers under the first sentence shall not apply to
employees carrying out work in the public interest abroad.
(2) The employer shall provide catering in accordance with Paragraph 1 primarily in the
form of hot food accompanied by a suitable drink served to employees during the
working shift in the employer’s own catering facilities, or the catering facilities of
another employer or obtain catering services for employees through a legal entity or
natural person licensed to broker catering services if they broker them through a legal
entity or natural person who is licensed to provide catering services. Employees shall be
entitled to catering if they perform work for more than four hours in a working shift. If a
working shift lasts longer than 11 hours, the employer may arrange provision of another
hot meal.
(3) The employer shall pay at least 55% of the cost of catering provided in accordance
with Paragraph 2 though no more than 55% of the meals allowance provided for business
trips lasting 5 to 12 hours in accordance with other regulations. The employer shall also
provide additional payments in accordance with other regulations.
(4) When providing catering for employees through a legal entity or natural person
licensed to broker catering services, the price of food shall be understood as the value of
the meal vouchers. The value of the meal vouchers must be at least 75% of the meals
allowance provided for business trips lasting 5 to 12 hours under other regulations.
(5) When catering is provided through the services of a legal person or natural person
with a licence to mediate catering services by means of meal vouchers, the amount of the
fee for mediating catering services must not exceed 3% of the value shown on the meal
vouchers.
(6) The employer shall make a contribution to the employee of the amount stated in
Paragraph 3 only if the employer is unable to perform their duty to provide catering for
employees as a result of the conditions in which work is performed in the workplace or if
the employer cannot arrange catering in accordance with Paragraph 2 or if the employee
presents a medical certificate from a specialist doctor stating that for health reasons they
cannot use any of the methods of catering for employees that the employer offers.
(7) The employer shall also provide a financial payment for meals in accordance with
Paragraph 6 to employees who work from home or who telework if they do not provide
catering in accordance with Paragraph 2 or if catering provided in accordance with
Paragraph 2 would be contrary to the character of the home work or telework performed.
(8) After negotiation with employees’ representatives the employer may

a) change the conditions under which it provides catering for employees during

holidays, obstacles for work or other excused absence from work,
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b) make catering available to employees who work outside the schedule of
working shifts for the same conditions as for other employees.

c) expand the range of natural persons for whom the employer provides catering
and for whom it will contribute to meal costs in accordance with Paragraph 3.

Education of employees
§ 153

An employer shall attend to deepening the employees’ qualification, or to its increase. An
employer shall negotiate with employees’ representatives measures aimed at attending to
the employees’ qualification, its deepening and increase.

§154

(1) An employer shall secure acquisition of qualification by means of training or tuition
for an employee who takes up an employment relationship without qualification. Upon
completion of training or tuition, the employer shall issue the confirmation of such for the
employee.

(2) An employer shall be obliged to retrain an employee who is to be transferred to a new
workplace or to a new type of work or manner of working, if such is necessary,
particularly with regard to changes in work organisation or to other rationalising
measures.

(3) An employee shall be obliged to systematically deepen the qualification for work
performance agreed in the employment contract. Deepening of qualification shall also be
its up-keeping and updating. An employer shall be obliged to instruct an employee to
undergo further education with the aim of deepening his/her qualification. Participation in
education shall be the performance of work, for which an employee shall be entitled to
wage compensation.

§ 155

(1) An employer may conclude an agreement with an employee by which the employer
commits himself/herself to enabling the employee for increasing his/her qualification by
providing time off, wage compensation and reimbursement of other costs pursuant to
study, and the employee commits himself/herself to remaining in an employment
relationship with the employer for a determinate period upon completion of study, or to
repay costs associated with the course of study, even when the employee terminates the
employment relationship prior to the completion of study. The agreement must be in
writing, otherwise it is invalid.

(2) An agreement pursuant to paragraph (1) must contain
a) the type of qualification and way of its increase,
b) the study field and school credentials,

c) the period for which the employee commits himself/herself to remaining in the
employment relationship with the employer,
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d) the type of costs and their total sum which the employee shall be obliged to repay to
the employer if he/she do not fulfil his/her commitment to remain in the employment
relationship with the employer for the duration of the agreed period.

(3) The total agreed period for remaining in an employment relationship may not exceed
five years. If an employee fulfils his/her commitment in part, the obligation to repay costs
shall be reduced proportionately.

(4) The period of remaining in the employment relationship shall not include periods of

a) performance of extraordinary service during a state of crisis or alternative service
during wartime or in a state of war,

b) maternity leave and parental leave pursuant to § 166,

c) absences from work due to serving an unconditional sentence of imprisonment and
detention, if a valid sentence was passed.

(5) An employer may conclude an agreement pursuant to paragraph (2) with an employee
also with regard to reinforcing a qualification, if the expected costs amount to at least
EUR 1 700. In this case an employee cannot be set reinforcement of his/her qualification
as a duty.

(6) The obligation of an employee to repay costs shall not arise, particularly if

a) the employer during the course of increasing qualification ceased to provide time off
from work and wage compensation because the employee, through no fault of his/her
own, became long-term incapacitated to perform such work for which he/she was
increasing his/her qualification,

b) the employment relationship was terminated by way of notice given by an employer
for reasons pursuant to 8 63 paragraph (1) letters a) and b) or by agreement for these
same,

c) the employee is unable, according to medical opinion to perform the work for which
he/she increased his/her qualification, or if he/she lost the long-term capacity to continue
performing the hitherto work for reasons pursuant to 8 63, paragraph (1), letter c),

d) the employer did not utilise, for a period of at least 6 months in the preceding 12
months, the qualification that the employee increased,

e) the employer violated the provisions of this act in relation to an employee performing
health care occupation according to special regulation and this violation was identified by
a relevant labour inspectorate and by a court has been lawfully decided on this violation.

Securing for employee upon temporary incapacity to work, in old age and
employment upon return to work

§ 156

Securing for an employee upon temporary incapacity to work as a result of illness,
accident, during pregnancy, maternity and parenthood, security for an employee in old-
age, upon invalidity or security of survivors upon the death of an employee, and
preventive and therapeutic care shall be governed by special regulations.
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§ 157

(1) Where a female employee returns to her work after maternity leave, or where a male
employee returns to his work after parental leave subject to 8§ 166 paragraph 1, the
employer shall be obliged to assign them to their original work and the workplace. Where
the assignment to the original work and workplace is not possible, the employer shall be
obliged to assign them to different work corresponding to their contract of employment.
The employer shall be obliged to assign the female and male employees under conditions
that will not be less favourable for them than those they had enjoyed at the time of
proceeding on their maternity leave or parental leave, subject to § 166 paragraph 1, and
they shall have the right of benefiting from any improvement to the working conditions to
which they would have been entitled if they did not take up their maternity leave or
parental leave subject to § 166 paragraph 1.

(2) Where a female employee and male employee return to work after termination of
parental leave, subject to § 166 paragraph 2, the employer shall be obliged to assign them
to their original work and the workplace. Where the assignment to the original work and
workplace is not possible, the employer shall be obliged to assign them to a different
work corresponding to their contract of employment. Upon termination of parental leave
subject to § 166 paragraph 2, the female employee and the male employee shall have the
right, to have all their rights that they had acquired or that were arising to them at the
time of starting parental leave maintained in the original scope; these rights shall be
claimed, including the changes resulting from the legal regulations, collective agreement
or from the customary procedures of the employer.

(3) Where an employee returns to work after termination of the performance of a public
function or an activity for the trade union organisation, after training, the completion of
special service or alternative service, or where the employee returns to work after
temporary incapacity for work or quarantine (quarantine measure), the employer shall be
obliged to assign him or her to their original work and the workplace. Where the
assignment to the original work and workplace is not possible, the employer shall be
obliged to assign the employee to different work corresponding to the contract of
employment.

§ 158
Employees with health disability

(1) An employer shall be obliged to employ employees with health disability in suitable
positions, and to enable them training or study to attain the necessary qualification and
shall also be obliged to attend to the development of such qualification. Furthermore, an
employer shall be obliged to create conditions for employees to have the possibility of
applying themselves in work and to improve the facilities of workplaces so that, where
possible, they may attain the same work results as other employees, and for their work to
be made as easy as possible.

(2) For an employee with health disability whom it is not possible to employ under usual
working conditions, an employer may reserve or set up a protected workshop or protected
workplace.
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(3) Obligations of an employer relating to employment of an employee with health
disability pursuant to paragraphs (1) and (2) shall be governed in more detail by special
regulation.

§ 159

(1) The employer shall enable an employee with health disability with theoretical or
practical preparation (requalification) with the aim of maintaining, increasing, expanding
or amending his/her hitherto qualification, or adjust it to technical development towards
the goal of retaining the employee in an employment relationship.

(2) Requalification, which the employer implements in the interest of continued work
application of employees with health disability shall be carried out on the basis of a
written agreement concluded between the employer and the employee.

(3) Requalification of an employee with health disability shall be carried out during
working time and shall be deemed an obstacle to work on the part of the employee. The
employee shall be entitled to wage compensation at the amount of his/her average
earnings for such a period. Requalification shall be performed outside of working time
only if such is necessary by virtue of the method of its provision.

(4) An employer shall negotiate measures with employees’ representatives to create
conditions for employing employees with health disability and also fundamental
questions over the care of such employees.

Working conditions of women and men caring for children
8160

An employer shall be obliged to establish, maintain and improve the level of social
facilities and personal sanitation facilities for women.

§ 161

(1) Pregnant women, mothers until the end of the ninth month of confinement and the
breastfeeding women must not be employed in works that are physically inappropriate for
them or harm their organism. Lists of work and workplaces that are prohibited for
pregnant women, mothers until the end of the ninth month of confinement and
breastfeeding women shall be stipulated by the Regulation of the Government of the
Slovak Republic (hereinafter referred to as “government regulation™).

(2) A pregnant woman may not be employed even in such works that according to
medical opinion jeopardise her pregnancy due to health causes pertinent to her person.
Such shall apply commensurately to a mother up to the end of the ninth month following
childbirth and a nursing woman.

§ 162

(1) If a pregnant woman performs work that is prohibited to pregnant women, or which
according to medical opinion threatens her pregnancy, the employer shall be obliged to
implement a temporary change to working conditions.

(2) If a change to working conditions for woman pursuant to paragraph (1) is not
possible, the employer shall temporarily transfer a woman to work that is suitable to her
and in which she may attain the same earnings as that for the hitherto work within the
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scope of the employment contract, and where such is not possible, he/she shall transfer
her upon agreement to a different type of work.

(3) If a woman, in work she was transferred to by no fault of her own attains earnings
lower than that attained by the hitherto work, for the purpose of balancing of the
difference she shall be provided with a compensation benefit in pregnancy and in
motherhood pursuant to special regulation.

(4) If transfer of a pregnant woman to a position with day work or transfer to other
suitable work is not possible, the employer shall be obliged to provide a pregnant
employee with time off and wage compensation.

(5) Provisions of paragraphs (1) to (4) shall apply commensurately to a mother to the end
of the ninth month following childbirth and a nursing woman.

8 163 is deleted with effect from 1 September 2007
Arrangement of working time
8 164

(1) When designating employees to work shifts, an employer shall be obliged to take into
account the needs of pregnant women, women and men continuously caring for children.

(2) If a pregnant woman, men and women continuously caring for a child younger than
15 years of age requests a reduction in working time or other arrangement to the fixed
weekly working time, the employer shall be obliged to accommodate their request if such
is not prevented by substantive operational reasons.

(3) A pregnant woman, a woman or man continuously caring for a child younger than
three years old, a lone man or woman continuously caring for a child younger than fifteen
years old may be employed for overtime work only with their agreement. Work stand-by
may only be agreed upon with.

§ 165

Provisions of § 164, paragraph (2), shall also apply to an employee who personally
continually care for a close person who is mostly or completely helpless and is not
provided with care in social care facilities or institutional care in health-care facilities.

Maternity leave and parental leave
8 166

(1) In connection with the childbirth and care for a new born child, the woman shall be
entitled to maternity leave for the duration of 34 weeks. A lone woman shall be entitled
to maternity leave for the duration of 37 weeks, and a woman who gave birth to two or
more children simultaneously shall be entitled to maternity leave for the duration of 43
weeks. In connection with the care for a new born child, the man shall also be entitled to
parental leave from the birth of the child, in the same scope, provided he cares for the
new born child.

(2) To deepen the care for the child the employer shall be obliged to provide a woman or
a man upon their request with parental leave until the day the child turns three years old.
Where a child with long-term unfavourable health state is involved requiring special care,
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the employer shall be obliged to provide the woman and the man, upon their request, with
parental leave until the day the child turns six years old. This leave shall be provided for
the length requested by the parent, as a rule for not less than one month.

(3) A woman and a man shall give their employer at least one month’s notice in advance
of the expected date of proceeding on maternity leave and parental leave, the expected
date of suspension, termination and any changes regarding proceeding on, suspension,
and termination of maternity leave and parental leave.

(4) An employer may agree with an employee that parental leave pursuant to paragraph
(2) can be provided at most until the child’s fifth birthday and, in the case of a child with
a long term unfavourable health condition requiring individual care, until the child’s
eighth birthday, and in an extent not exceeding the undrawn part of leave of the period
specified in paragraph (2).

8§ 167

(1) In general, a woman shall commence maternity leave at the beginning of the sixth
week prior to the expected day of childbirth, at the earliest however, from the beginning
of the eighth week prior to such a day.

(2) If a woman has drawn less than six weeks maternity leave prior to giving birth, for
reason of the birth occurring earlier than was determined by a physician, she shall be
entitled to maternity leave from the day of commencement up to expiry of the period as
stipulated in § 166, paragraph (1). If awoman has drawn less than six weeks of her
maternity leave before confinement for another reason, she shall be provided maternity
leave from the day of confinement until the completion of 28 weeks; a lone woman shall
be provided maternity leave until the completion of 31 weeks and a woman that has given
birth to two and more children simultaneously shall be provided maternity leave until the
completion of 37 weeks.

§ 168

(1) If for reasons of health a child was taken into the care of a nursing institution or other
treatment establishment, and the female and male employee in the meantime appears to
work, maternity leave and parental leave shall be interrupted by such, at the earliest from
expiration of the sixth week following the day of childbirth. The woman and man shall be
provided with the undrawn part of maternity leave and parental leave commencing from
the day they take the child from the institution back into their own care and therefore
stops working, not however longer than to the child’s three years of age.

(2) A woman and man who has stopped caring for a new born child and whose child for
such a reason was taken into care surrogating the care of parents, likewise a woman or
man whose child is in the temporary care of a foster home or similar institution for
reasons other than health, shall not be entitled to maternity leave and parental leave for
the period during which they do not care for the child.

(3) If a child is born dead, a woman shall be entitled to maternity leave for a period of 14
weeks.

(4) Maternity leave in connection with childbirth may never be shorter than 14 weeks and
may not in any case whatsoever be terminated or interrupted prior to the elapse of the
sixth week from the day of giving birth.
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(5) If a child dies in the period when a woman is on maternity leave or a woman or man
on parental leave, they shall be provided such leave for a further two weeks from the day
of the child’s death, at the longest till the time when the child would have reached one
year of age.

§ 169

(1) Claim to maternity leave and parental leave shall be held by a woman and man who
on the basis of legal decision of the competent body took into care surrogating parental
care a child which was entrusted to them by decision of the competent body for later
adoption or for fostering care, or a child whose mother died.

(2) Maternity leave or parental leave, subject to 8 166 paragraph 1, shall be provided to a
woman and a man from the day of their taking in of the child for the duration of 28
weeks, a lone woman and a lone man for the duration of 31 weeks, and to a woman and a
man having taken in two or more children for the duration of 37 weeks, not longer than
until the day the child turns three years of age. Parental leave subject to § 166 paragraph
2 shall be provided for the duration of three years from the day of completion of
maternity leave or parental leave subject to the first sentence, or from the day the child is
taken in that will reach three years of age, but not longer than until the day the child turns
six years of age. If a child with a long-term unfavourable health state is involved,
requiring special care, parental leave shall be provided for the duration of six years from
the day of completion of maternity or parental leave subject to the first sentence, or from
the day of taking in of the child that will reach three years, not longer than until the day
the child turns six years of age.

(3) An employer may agree with an employee that in the case of a child with a long term
unfavourable health condition requiring individual care, parental leave can provided at
most until the child’s eighth birthday and in an extent not exceeding the undrawn part of
leave of the period specified in the third sentence of paragraph (2).

8170
Breaks for breast-feeding

(1) An employer shall be obliged to provide a mother who breast-feeds her child, in
addition to breaks in work, special breaks for breast-feeding.

(2) A mother who waorks for the fixed weekly working time shall be entitled to two half-
hour breaks per child for breast-feeding until the child reaches sixth months of age, and in
the succeeding six months one half-hour break for breast-feeding per shift. These breaks
may be combined and provided at the beginning or end of the shift. Where working with
a shorter working time, however for at least half of the fixed weekly working time, she
shall be entitled to only one half-hour break for breast-feeding per child until the end of
the sixth month of the child’s age.

(3) Breaks for breast-feeding shall be calculated to working time and shall be provided
with wage compensation in the amount of her average earnings.
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Working conditions for adolescent employees
§171

(1) An employer shall be obliged to create favourable conditions for the overall
development of the physical and mental aptitudes of adolescent employees as well as
specific arrangement of their working conditions. Upon resolving significant matters
pursuant to adolescents, an employer shall closely co-operate with the legal
representatives of the adolescents.

(2) An employer shall be obliged to keep records of adolescent employees whom he/she
employs in an employment relationship. Records shall also include the dates of birth of
adolescent employees.

§172

Information on the notice given to adolescent employees and immediate notice of an
adolescent employee from an employment relationship from the side of the employer
must also be submitted to his/her legal representatives. If the employment relationship is
terminated by notice from an adolescent employee, by immediate termination of the
employment relationship, in the probation period or if the working relationship is to be
terminated by agreement, the employer shall be obliged to request the opinion of the legal
representative.

§173

An employer may only employ adolescent employees for such works that are appropriate
to their physical and mental development, which do not jeopardise their morality and
shall provide them with increased care at work. This shall also apply commensurately to
schools or citizens’ associations pursuant to special regulation if within the scope of their
participation in the education of young people, they organise work of adolescents.

§174
Prohibition of overtime work, night work and work stand-by

(1) An employer may not employ adolescent employees for overtime work or night work,
and work stand-by may not be ordered on them or agreed upon with them. Exceptionally,
adolescent employees older than 16 years of age may perform night work not in excess of
one hour, if such is necessary for their vocational training. Night work by an adolescent
employee must be directly linked to his/her work during the day according to the
timetable of work shifts.

(2) An employer may not use such a method of remuneration for work that would lead,
through increases in work performance, to endangering the safety and health of
adolescent employees.

(3) If an employer may not employ an adolescent employee for work for which he/she
received a vocational education because its performance is prohibited to the adolescent
employee, or because according to medical opinion such work threatens his/her health,
the employer shall be obliged, for the period until the adolescent employee is able to
perform such work, to provide him/her with other appropriate work corresponding where
possible to his/her qualification.
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8175
Work prohibited to adolescent employees

(1) An adolescent employee may not be employed for work underground in the extraction
of minerals or drilling of tunnels and passages.

(2) An adolescent employee may not be employed for work which, taking into account
the anatomic, physiological and mental individualities at this age, is inappropriate, or
dangerous for him/her or damaging to his/her health.

(3) Lists of work and workplaces that are prohibited to an adolescent employee shall be
established by a Government regulation.

(4) An employer may employ adolescent employees neither for work at which they are
exposed to an increased risk of accident nor the performance of which could seriously
endanger the safety and health of co-employees or other persons.

8176
Medical preventative examination in relation to work

(1) An employee shall be obliged to secure that adolescent employees are assessed on the
suitability of their health condition for work based on the results of a medical
preventative examination

a) before an adolescent employee is transferred to other work,

b) regularly, as required, at least once per year, unless relevant legislation provides
otherwise.

(2) An adolescent employee shall be obliged to undergo a set medical preventative
examination relating to work.

(3) An employer shall take medical assessments into consideration when assigning
adolescent employees to work.

Part Eight
COMPENSATION FOR DAMAGES
Averting damages
8§ 177

(1) An employer shall be obliged to secure his/her employees with such working
conditions providing them with possibility to properly performance their working duties
without threatening life, health and property. If he/she ascertains deficiencies, he/she
shall be obliged to take such measures for their eradication.

(2) In order to protect his/her property, an employer shall be authorised to carry out to
necessary degree inspections on items which employees bring to the workplace or take
away from the workplace. More detailed conditions shall be stipulated by the employer in
the work rules. In checks and inspections, regulations on the protection of personal
liberty must be adhered to, and human dignity may not be degraded.

§178

(1) An employee shall be obliged to act so that no threat to life, health and property, or
destroy of property, nor unwarranted enrichment occurs.

98



(2) If there is a threat to damage, an employee shall be obliged to notify the superior of
such. If immediate intervention is necessary for averting the threat to damages to the
employer, the employee shall be obliged to intervene. Such an obligation shall not apply
to him/her if he/she is prevented from this by substantive circumstances, or if he/she
would expose himself/herself or other employees by it, or persons in the vicinity, to a
serious threat. If an employee ascertains that he/she does not have the necessary working
conditions created, he/she shall be obliged to notify the superior of it.

General accountability of employee for damages
8179

(1) An employee shall be accountable to the employer for damages which he/she caused
him/her by deliberate breach of obligations upon performance of work duties or in direct
relation to them. The employer shall be obliged to prove the fault of the employee,
excepting cases pursuant to § 182 and § 185.

(2) An employee shall also be accountable for damages that he/she caused by deliberate
action in contradiction with good morals.

§180

An employee who is affected by a mental handicap shall be held accountable for damages
that he/she causes only if he/she is in control of his/her actions and able to adjudge the
consequences of his/her actions. An employee who induces such a state by his/her own
fault so that he/she is unable to control his/her actions or adjudge the consequences of
his/her actions shall be accountable for damages caused while in such a state.

§181

(1) An employer may demand an employee who knowingly did not warn a superior about
impending damages or who did not intervene against such, even though he/she would
have prevented the direct occurrence of damages by such intervention, to contribute to
settlement of such damages to the extent appropriate to the circumstances of the case, if it
cannot be settled otherwise. Account shall thereby be taken in particular of the
circumstances which prevented performance of obligations. The level of compensation
for damages may not however, exceed an amount equal to four times his/her average
monthly earnings.

(2) An employee shall not be accountable for damages that he/she caused while averting
damages jeopardising the employer or danger directly threatening life or health, if he/she
himself/herself did not invoke such a state of affairs deliberately and if he/she acted
thereby in a manner appropriate to the circumstances.

(3) An employee shall not be accountable for damage resulting from economic risk.
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Accountability for a shortage in entrusted values which employee shall be obliged to
account

§182

(1) If an employee, pursuant to an agreement on material accountability, has accepted
accountability for entrusted cash, valuables, goods, material stocks or other values
determined for circulation or turnover which he/she is obliged to account, he/she shall be
accountable for shortages arising therefrom. It may also be concurrently agreed with
employees in agreements that if they work at a workplace with a number of employees
who have concluded agreements of material accountability, they shall be collectively
accountable for shortages (collective material accountability).

(2) An agreement of material accountability must be concluded in writing or shall
otherwise be invalid.

(3) An employee shall be exempt of accountability in full or in part, if demonstrating
those shortages arose in full or in part due to no fault of his/her own.

(4) If deficiencies arise in the working conditions of employees with collective
accountability in connection with another employee or other superior or deputy superior
being transferred to their workplace, or in connection with certain employees resiling
from the agreement on material accountability, the employer shall be obliged to eliminate
such deficiencies without undue delay.

§ 183

(1) An employee who concluded an agreement on material accountability may resile from
it if he/she is transferred to other work, transferred to another workplace, is moved, or if
the employer within a period of one month from delivery of his/her written notice does
not eliminate such deficiencies in working conditions that prevent proper management of
entrusted valuables. In the case of collective material accountability, an employee may
also resile from the agreement if another employee is transferred to the workplace or
another superior or deputy superior was appointed to the workplace. Resiliency must be
announced to the employer in writing.

(2) An agreement of material accountability shall expire on the day of terminating the
employment relationship or the day of resiliency from such an agreement.

§184

(1) Stock-taking must be performed upon concluding an agreement of material
accountability, upon its expiry, upon the transfer of an employee to other work or other
workplace, upon his/her being moved and upon termination of the employment
relationship.

(2) At workplaces where employees with collective material accountability work, stock-
taking must be carried out upon conclusion of agreements of material accountability with
all employees collectively accountable

a) upon termination of all such agreements,
b) upon transfer to other work or moving of all collectively accountable employees,
c) upon a change in the functions of a superior or his/her deputy,
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d) upon the request of any of the collectively accountable employees in the case of a
change in their collective group,

e) upon resiliency of certain employees from an agreement of material accountability.

(3) If an employee having collective material accountability whose employment
relationship is terminated or who is transferred to other work or another workplace or
who was moved, does not concurrently request performance of stock-taking, he/she shall
be accountable for possible shortages ascertained at the next stock-taking of his/her
former workplace.

(4) If an employee who is transferred to a workplace where employees with collective
accountability work, does not concurrently request performance of stock-taking, he/she
shall, provided he/she has not withdrawn from the agreement of material accountability,
be accountable for possible shortages ascertained at the next stock-taking.

§185

Employee’s accountability for loss of entrusted articles

(1) An employee shall be accountable for the loss of tools, protective work tools and
other similar articles entrusted to him/her by the employer on the basis of written
confirmation.

(2) An employee shall be exempt of accountability in full or in part, if there is a proof
that losses occurred in full or in part due to no fault of his/her own.

(3) An employer may, after agreement with representatives of employees, define a circle
of employees with whom it is possible to agree a duty to insure an item that the employer
entrusts to them as defined in paragraph (1) against loss or destruction, and a group of
employees for whom it will insure an article entrusted pursuant to paragraph (1) against
loss and destruction.

Scope and manner of compensating for damages
8 186

(1) An employee who is accountable for damages shall be obliged to compensate the
employer for the damages, and this in financial means, if he/she does not remove the
damage by its return to previous state, and if the employer demands it from the employee.

(2) The compensation for damages caused by negligence that an employer demands from
an employee may not, for individual employees, exceed an amount equal to four times
his/her average monthly earnings prior to breach of obligations that led to such damages.
Such a restriction shall not be applicable if there is a specific accountability of the
employee pursuant to § 182 to 8 185 or if damages were caused by inebriation or
following use of narcotic substances or psychotropic substances.

(3) If damages were caused deliberately, an employer may in addition to actual damages
demand compensation for loss of profit, if non-settlement of it would be contrary to good
morals.
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§ 187

(1) If damages were caused also by an employer breaching the obligations, the employee
shall be obliged to settle a proportionate part of damages pursuant to the level of his/her
liability.

(2) If several employees are accountable to an employer for damages, each of them shall

be obliged to settle a proportionate part of such damages pursuant to the extent of his/her
fault.

§188

Upon determining the level of damages to articles, the values at the time damages or
losses occurred shall be applicable.

§189

(1) An employee who is accountable for the damage or for the loss of articles shall be
obliged to compensate for the damages or loss to the full extent.

(2) With regard to collective accountability for shortages, the share of damages for
individual employees shall be determined according to the proportion of their average
earnings, whereas the earnings of their superior and his/her deputy shall be calculated as
a twofold sum.

(3) The share of compensation determined pursuant to paragraph (2) may not for
individual employees, excepting the superior and his/her deputy, exceed the amount
equal to their average monthly earnings prior to the occurrence of damages. If such
determined shares do not cover the whole of damages, the superior and his/her deputy
shall be obliged to settle the remaining portion according to the proportion of their
average earnings.

(4) If it is ascertained that shortages or parts thereof were brought about by a certain
collectively accountable employee, shortages shall be settled by this an employee
pursuant to the degree of his/her fault for it. The remaining part of shortages shall be
settled by all collectively accountable employees in portions as determined pursuant to
paragraphs (2) and (3).

8 190 is deleted with effect from 1 September 2007
§191

(1) An employer may demand compensation from an employee for damages, for which
the employee is liable to him/her. The demanded compensation shall be determined by
the employer.

(2) An employer shall negotiate the demanded compensation for damages with the
employee and notify him/her of it within one month at the latest from the day it was
ascertained that damages had occurred and that the employee was liable for it.

(3) Where an employee acknowledges the liability to settle damages to a determined sum
and the employer agrees with him/her on the manner of settlement, the employer shall be
obliged to conclude the agreement in writing, or it shall otherwise be invalid. Specific
written agreement shall not be necessary if damages were already settled.
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(4) The employer shall be obliged to negotiate with employees” representatives in
advance the demanded compensation for damages and the contents of the agreement on
the manner of its settlement, except compensation for damages not in excess of
EUR 50.00.

§192
General accountability of employer for damages

(1) An employer shall be accountable to an employee for damages caused due to
violation of legal obligations or deliberate action against good morals to the employee in
the performance of work tasks or in direct relation to it.

(2) An employer shall also be accountable to an employee for damages sustained to
him/her due to violation of legal obligations within the performance of an employer’s
tasks by employees acting in the name of the employer.

(3) An employer shall not be accountable to an employee for damages to a motor vehicle,
to his/her own tools, equipment and articles that are necessary for the performance of
work which he/she used in the discharge of work tasks, or in direct relation to it, without
a written consent of the employer.

8193

Employer’s accountability for damages to deposited articles

(1) An employer shall be accountable for damages to articles that an employee deposited
at a predetermined place in the employer’s premises in the discharge of work tasks or in
direct relation to it, and if such a place is not determined then at a place where such
articles are usually placed. With regard to articles that are not usually brought to work,
the employer shall only be accountable if they were taken into safekeeping, otherwise to
a maximum sum of EUR 165.97.

(2) The right to compensation for damages shall expire if the employee failed to notify
the employer of it in writing without undue delay, within 15 days at the latest from the
day he/she became aware of damages.

§ 194

Employer’s accountability for averting damages

An employee who, in averting damages threatening the employer, sustains material
damages, shall be entitled to compensation from the employer for it and to compensation
for purposeful outlay of costs, if such a danger was not induced deliberately by the
employee himself/herself and if he/she acted thereby in a manner appropriate to the
circumstances. An employee who so averted a danger threatening life or health shall also
be entitled to such compensation, if the employer would be accountable for such
damages. If the employee sustained damages to his/her health, such damage shall be
adjudged as an occupational accident.
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Employer’s accountability for damages in case of occupational accident and
occupational disease

§195

(1) If in the discharge of work tasks or in direct relation to it, an employee sustains
damage to his/her health or suffers death by way of accident (occupational accident),
accountability for damages arising from it shall fall to the employer with whom he/she
was in an employment relationship at the time of the accident.

(2) An occupational accident shall be the damage to health sustained by an employee
while discharging his/her work tasks or in direct relation to it, independent of his/her will,
by short-term, sudden and forceful effects of external influences.

(3) An occupational accident is not an accident that was sustained by an employee while
on his/her way to and from work.

(4) Accountability for damages sustained by an employee by way of occupational disease
shall fall to the employer for whom the employee last worked, prior to its ascertaining, in
an employment relationship under conditions inducing the occupational disease that the
employee has been affected with. Occupational diseases are diseases as listed in legal
regulations on social security (List of Occupational Diseases), if arising under conditions
stated therein.

(5) An employer shall be accountable for damages even when he/she adhered to
obligations arising from special regulations and other regulations for securing safety and
protection of health at work, unless exempted from such accountability pursuant to 8 196.

§ 196

(1) An employer shall be fully exempted of accountability if demonstrating that the single
reason for damage was the fact that

a) the damage was caused in such a way that the affected employee by his/her own fault
was in violation of legal regulations or other regulations for securing safety and
protection of health at work or instructions for securing safety and protection of health at
work, even though he/she was properly and demonstratively acquainted with them and
that knowledge and adherence to them were systematically demanded and checked, or

b) damage was caused by the affected employee due to his/her inebriation or as a result of
abusing narcotic substances or psychotropic substances, and the employer was unable to
prevent such damage.

(2) An employer shall be exempted of accountability in part if demonstrating that

a) the affected employee was by his/her own fault in violation of legal regulations or
other regulations or instructions for securing safety and protection of health at work, even
though he/she was properly and demonstratively acquainted with them, and that such a
violation was one of the causes of damage,

b) one of the causes of damage was the inebriation of the affected employee or the abuse
of narcotic substances or psychotropic substances by the affected employee,
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c) damage was sustained by the employee due to his/her acting in contradiction to the
usual manner of conduct in such a way that it is clear that although not in violation of
legal regulations, other regulations or instructions for securing safety and protection of
health at work or special regulations, he/she acted heedlessly and whereby must have
been aware, with respect to his/her qualification and experience, that this might lead to
harm to health.

(3) If an employer is exempted of accountability in part, the part of damages that is to be
borne by the employee shall be determined according to the extent of his/her fault. In the
case stated in paragraph (2), letter c), the employer shall be reimbursed at least one third
of damages.

(4) Upon considering whether an employee was in violation of legal regulations or other
regulations for securing safety and protection of health at work (paragraph (1), letter a)
and paragraph (2), letter a)) or special regulations, it shall not be possible to only refer to
general provisions pursuant to which each person has to act in order not to endanger
his/her health and the health of others.

(5) Ordinary carelessness and conduct arising from the risk of work cannot be considered
heedless action pursuant to paragraph (2), letter c).

§ 197

An employer may not be exempted of accountability if an employee sustained an
occupational accident while averting damages jeopardising this employer, or a danger
directly threatening life or health, provided the employee did not intentionally invoke
such a state himself/herself.
8198

(1) An employee who sustained an occupational accident or in whom an occupational
disease was ascertained shall have the right, to the extent to which the employer is
accountable for the damage, to provision of compensation for material damage; provision
of § 192, paragraph (3) shall apply equally.

(2) An employer shall be obliged to negotiate the extent of accountability according to
paragraph (1) without undue delay with the employees’ representatives and with the
employee.

8 199 to § 213 are deleted with effect from 1 January 2004
Accountability for damages in certain special cases
8 214 is deleted with effect from 1 September 2009

§215

(1) With regard to a natural person performing a public function, accountability for
damage arising during performance of the function or in direct relation to it, shall fall on
the organisation for whom the person was active; natural persons shall be accountable to
this organisation for damage. If, in performance of his/her functions or in direct relation
to them, an official of trade union organisation assists concurrently with discharging of
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public, economic or social tasks of the employer with whom he/she is in an employment
relationship, such an employer shall be accountable to him/her for damages.

(2) With regard to a citizen with disability who is not in an employment relationship and
whose vocational (activity) preparation is performed pursuant to special regulations, the
employer with whom such vocational preparation is carried out shall be accountable for
damages arising during this preparation.

8 216 is deleted with effect from 1 September 2007
Common provisions on employer’s accountability
§ 217

(1) An employer shall be obliged to compensate an employee for actual damages and this
in cash form, provided damages are not liquidated by restoration to former integrity. If
concerning damage to health for reason other than occupational accident or occupational
disease, regulations on accidents at work shall be applicable for determining the manner
and the extent of compensation, with the restriction that a lump sum reimbursement to
survivors shall not be applicable.

(2) Price of an article at the time damages were sustained shall be applied when
determining damages to articles.

§218

If an employer demonstrates that damage was also caused by the aggrieved employee,
his/her accountability shall be limited proportionately. With regard to accountability for
damages upon occupational accident or occupational diseases, the procedure pursuant to
§ 196 shall apply.

§219

An employer who compensated damages to an aggrieved party shall be entitled to
reimbursement from the party who is liable to the aggrieved party for such damages
pursuant to special regulation, and this to the extent that corresponds to the level of such
accountability towards the aggrieved party, unless otherwise agreed upon in advance.

Discharge of work tasks and direct relation to such discharge
§ 220

(1) Discharge of work tasks means the performance of work obligations issuing from a
labour-law relation, other activity performed by order of the employer, and an activity
that is the subject of a business trip.

(2) In direct relation to discharge of work tasks are such actions that are necessary for the
performance of work, and actions that are during work usual or necessary prior to
commencement of work or upon its completion. Such actions shall not however include
journeys to and from work, catering, examinations or treatment in a health-care facility,
neither journeys to and from such. Examination in a health-care facility performed by
order of the employer, or treatment by first aid, as well as the outward- and return
journey, are actions in direct relation to discharge of work tasks.
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(3) An accident that an employee sustained in the discharge of work tasks shall also be
deemed an occupational accident.
§221

(1) A journey to and from work shall be the journey from the employee’s place of
residence (accommodation) to the place of entrance to the premises of the employer or
other place determined for the discharge of work tasks, and the journey back. In case of
an employer in agriculture, forestry and construction, this shall also be the journey from
the place of residence to the determined assembly point and back.

(2) A journey from the municipality of an employee’s residence to the work place or
place of accommodation in another municipality that is the destination of a business trip,
if it is not concurrently the municipality of his/her regular workplace, and the return
journey, shall be adjudged as a necessary action prior to commencement of work or upon
completion of work.

§222
Unwarranted enrichment

(1) If an employee unwarrantedly enriches himself/herself to the detriment of the
employer or an employer unwarrantedly enriches himself/herself to the detriment of an
employee, such enrichment must be surrendered.

(2) Unwarranted enrichment for the purposes of this Act means property gain acquired by
settlement lacking legal cause, settlement pursuant to an invalid legal action, settlement
pursuant to a legal cause that was annulled, as well as property gain acquired from
dishonourable sources.

(3) The subject of unwarranted enrichment must be surrendered to the party to whose
detriment such was acquired. Everything that was acquired by way of unwarranted
enrichment must be surrendered. If this proves impossible, particularly because the
enrichment comprised of actions, financial reparation must be provided.

(4) Together with the subject of unwarranted enrichment, all benefits from such
enrichment must also be surrendered, if the party that acquired enrichment has not acted
in good will.

(5) The party surrendering the subject of unwarranted enrichment shall be entitled to
compensation of necessary costs expended on the article.

(6) An employer may demand repayment of an unjustly paid sum from the employee,
only if the employee was aware or had to conclude from the circumstances that it
concerned wrongly allocated sums or sums paid in error, such for a period of three years
from its payment.
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Part Nine

AGREEMENTS ON WORK PERFORMED OUTSIDE EMPLOYMENT
RELATIONSHIP

Agreements on work performed outside employment relationship
§223

(1) In order to perform their tasks or to provide for their needs, employers may conclude
agreements with natural persons on work performed outside an employment relationship
(,,work performance agreements®, ,,agreements on work activities* and ,,agreements on
temporary jobs for students*) for work that is limited in its results (,,work performance
agreement®) or occasional activities limited by the type of work (,,agreement on work
activities®, ,,agreement on temporary work for students*).

(2) Labour-law relation based on agreements on work performed outside an employment
relationship shall be subject to the provisions of part one, § 85 paragraphs (1) and (2), 8
90 paragraph (10), § 91 to § 95, § 98, § 119 paragraph (1) and part six. The working time
of employees who perform work under agreements on work performed outside an
employment relationship must not exceed 12 hours within any 24-hour period and in the
case of adolescent employees it must not exceed 8 hours within any 24-hour period. It is
not permissible to order or agree work stand-by and overtime work in the case of
employees who perform work under agreements on work performed outside an
employment relationship. If an employee is absent for reasons specified in § 141
paragraph (1) and paragraph (2) letters (a) to (g) during time that the employer has set for
the performance of work, the employer shall excuse the employee’s absence from work.
The employee shall not be entitled to remuneration for this time.

(3) Such agreements may only be concluded with an adolescent employee if such shall
not jeopardise his/her healthy development, safety, morality or vocational preparation.

(4) Such agreements may not be concluded for activities that are a subject of protection
pursuant to copyright law.

(5) Disputes pursuant to such agreements shall be dealt with equally to disputes pursuant
to employment relationships.

§ 224

(1) On the basis of concluded agreements pursuant to § 223, employees shall be obliged
in particular

a) to perform work conscientiously and properly and to adhere to the conditions
concluded in such an agreement,

b) to perform works personally,

c) to adhere to legal regulations relating to the work performed by him/her, in particular
legal regulations for securing occupational health and safety; to adhere to other
regulations relating to the work performed by him/her, in particular regulations pursuant
to securing occupational health and safety with which he/she was properly acquainted,
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d) to properly manage entrusted resources and to protect the property of the employer
against damage, loss, destruction and abuse.

e) to notify the employer in writing without unnecessary delay of all changes affecting
his/her labour-law relation and relating to his/her person, in particular any change of
name, surname, permanent residence or temporary residence, address for the delivery of
correspondence, health insurance and if payment is made to the employee’s account in a
bank or branch of a foreign bank with the employee’s consent, also any change in
banking details.

(2) On the basis of agreements concluded pursuant to § 223, an employer shall be obliged
in particular

a) to create appropriate working conditions for the employee securing the proper and safe
performance of work, in particular to provide necessary fundamental resources, materials,
tools and personal protective work aids,

b) to inform employees of legal and other regulations relating to the work performed by
them, in particular regulations for securing safety and health protection at work,

c) to provide the employee with the agreed remuneration for work performed, and to
adhere also to other concluded conditions; as the case may be, other concluded
entitlements of an employee or other settlement to his/her benefit may not be concluded
for the employee more favourably than are similar entitlements to settlement arising from
an employment relationship,

d) to keep records of agreements on works performed outside employment relationship in
the sequential order of their conclusion,

e) to keep working time records of employees performing work on a basis of an
agreement on temporary job of students and on a basis of an agreement on work
activities, so as to record the start and end of the time period in which the employee
performed the work and to keep a record of the work performed by employees
performing work under a work performance agreement, so that for each day there is a
record of the time period in which work was performed.

(3) Prohibition of work and workplaces for pregnant women, mothers who have given
birth within the last nine months and breastfeeding women and adolescents shall also be
applicable to work performed on the basis of these agreements.

§225

(1) An employee shall be accountable to the employer with whom he/she concluded a
work performance agreement pursuant to § 223 for damages caused due to breach of
obligations in the performance of work or in direct relation to such, equally to that of an
employee in an employment relationship. Compensation for damages caused by
negligence may not exceed a third of actual damages and may not be greater than one
third of the remuneration concluded for performance of such work, except cases pursuant
to § 182 to § 185.

(2) The employer shall be accountable to an employee for damages that the employee
sustained in the performance of work according to the concluded agreement or in direct
relation to such, equally to that of an employee in an employment relationship.
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§ 226
Work performance agreement

(1) An employer may conclude a work performance agreement with a natural person if
extent of work (work tasks) for which the agreement is concluded is not in excess of 350
hours in a calendar year. The period of work shall include work performed by the
employee for the employer pursuant to a different work performance agreement.

(2) A work performance agreement shall be concluded in writing, otherwise this
agreement is invalid. The work performance agreement must include the definition of the
work tasks, agreed remuneration for performance of it, the period in which the work task
is to be performed and the extent of work, if its extent is not directly influenced by the
definition of the work task. A written agreement on work performance shall be concluded
at the latest on the day preceding the day of the work performance commencement.

(3) Work tasks must be performed within the period as concluded, otherwise the
employer may withdraw from the agreement. An employee may withdraw from an
agreement if unable to discharge the work tasks because the employer has not created the
working conditions as agreed upon for him/her. The employer shall be obliged to
compensate the employee for damages arising from such.

(4) Remuneration for performance of a work task shall be due upon completion and
submission of the work. The parties may agree that part of remuneration shall be due
upon performance of a determined part of the work task. The employer may appropriately
reduce the amount of remuneration upon negotiation with the employee if the performed
work does not correspond to the conditions as concluded.

(5) If an employee dies prior to performance of the work task yet the employer may
utilise the results of such, entitlement to remuneration appropriate to the work performed
and entitlement to compensation for essential outlay of costs shall not be annulled but
shall become part of inheritance.

8§ 226a is deleted with effect from 1 July 2003

Agreement on temporary job of students

8227
(1) An employer may conclude an agreement on temporary job of students with a natural
person who has the status of a secondary school pupil or a student in full-time higher
education under applicable legislation who is under 26 years of age. Work can be
performed under an agreement on temporary job of students no later than the end of the
calendar year in which the natural person reaches 26 years of age.
(2) Work under an agreement on temporary job of students shall not exceed 20 hours per
week on average; the average for the purposes of the maximum admissible working time
shall be calculated from the whole period covered by the agreement up to a maximum of
12 months.

8228

(1) An employer shall be obliged to conclude an agreement on temporary job of students
in writing, otherwise it shall be invalid. The agreement must state: the agreed work, the
agreed reward for the work performed, the agreed extent of working time and the period
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for which the agreement is concluded. The employer shall be obliged to issue the
employee with one copy of the agreement on temporary job of students.

(2) An agreement on temporary job of students shall be concluded for a determined
period or for an undetermined period of time. The method of termination of the
agreement may be agreed in the agreement. Confirmation of the status according to the §
227 paragraph 1 shall constitute an inseparable part of the agreement. Immediate
termination of the agreement may only be agreed in cases where an employment
relationship may be terminated immediately. If the method of termination does not follow
directly from the agreement concluded, it may be terminated by the agreement of
participants as of the agreed date, and unilaterally only by giving notice without stating a
reason with a 15-day notice period beginning on the day when the written notice was
delivered; this shall not apply if an agreement is concluded in the period from the end of
study at secondary school or the end of the summer semester in higher education no later
than by the end of October of the same calendar year.

§ 228a
Agreement on work activity

(1) Work activities may be performed for up to 10 hours per week on the basis of an
agreement on work activities.

(2) An employer must conclude an agreement on work activities in writing otherwise it
shall be invalid. The agreement on work activities must state the agreed work, the agreed
remuneration for work performed, the agreed extent of working time and the period for
which the agreement is concluded. The employer must give one counterpart of the
agreement on work activities to the employee.

(3)An agreement on work activities may be concluded for a definite or indefinite period.
The agreement may include an agreement on the method of its termination. Termination
of the agreement with immediate effect may be agreed only for those circumstance in
which an employment relationship may be terminated with immediate effect. If the
method of termination of the agreement is not agreed in the agreement itself, termination
is possible by agreement of the contracting parties as of an agreed date, and may be
terminated by a single party only with notice without stating a reason with a 15-day
notice period starting from the date on which written notice is delivered.

Part Ten
COLLECTIVE LABOUR-LAW RELATIONS

8229
Participation of employees in labour-law relations and its forms

(1) With the view of securing just and satisfactory working conditions, employees shall
participate in decision-making of the employer concerning their economic and social
interests, either directly or by means of competent trade union body, of the works council
or the works trustee; employees* representatives shall mutually cooperate closely.

(2) Employees shall have the right to the provision of information on the economic and
financial situation of the employer and on the presumed development of its activities, and
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this in an understandable manner and in a suitable time. Employees shall have the right to
voice their comments on such information and to projected decisions, to which they may
submit their suggestions.

(3) Employees of employers specified in § 241, paragraph (1) shall be entitled to
supranational information and to negotiation of interests concerning employees to the
extent stipulated in the provisions on European Works Council and on proceedings for
supranational information and negotiation.

(4) Employees shall participate by means of competent trade union body, works council
or the works trustee in the creation of just and satisfactory working conditions by

a) joint decision-making,
b) negotiation,

c) right to information,
d) inspection activities.

(5) Employees shall be entitled through employees* representatives to apply their right
following from labour-law relations or similar labour relations, unless the law stipulates
otherwise.

(6) Employees shall have the right to collective bargaining only through the competent
trade union body.

(7) If both trade union body and a works council or works trustee operate alongside each
other in an employer’s organisation, the trade union body shall have the right to
participate in collective bargaining, to joint decision making, to carry out control activity
and to receive information, a works council or works trustee shall have the right to
negotiate and right to receive information, unless this act stipulates otherwise.

(8) If at an employer a trade union body and a works council both exist, a representative
of the trade union body may participate at meetings of the works council if an absolute
majority of the members of the works council agree to this.

Trade union organisation

8§ 230
(1) A trade union organisation is a civil association governed by separate regulations. The
trade union shall be obliged to inform the employer of the start of its activities in the
employer’s organisation and present a list of members of the trade union body to the
employer.

(2) An employer shall be obliged to allow the operation of trade union organisations at
the workplace.

(3) The employer must allow also persons who are not employees of the employer access
to the premises of the employer related to the purpose of access if they are acting in the
name of a trade union organisation of which an employee of the employer is a member,
for the purposes of exercising the rights of employees; such a person must abide by the
requirements and measures set for the area of health and safety, other regulations and the
internal regulations of the employer to the extent necessary taking into consideration the
purpose of access. The trade union body must inform the employer of the person who
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acts in the name of the trade union body, the purpose and the date when he/she will enter
the employer’s premises.

§231
(1) A trade union body shall conclude a collective agreement with an employer, which
shall regulate working conditions including wage conditions and conditions of
employment, relations between employers and employees, relations between employers
or their organizations and one or more employees’ organizations on more favourable
terms than those stipulated in this Act or other labour-law regulation, except where by
this Act or other labour-law regulation is not expressly prohibited to such terms or where
deviation from such terms is not impossible.
(2) Claims to which individual employees are entitled under a collective agreement shall
be exercised and satisfied in the same way as other claims of employees resulting from
employment relationship.
(3) An employment contract shall be invalid in any part that entitles an employee to a
claim with a lesser scope than a claim pursuant to the collective agreement.
(4) The procedure for concluding collective agreements is stipulated in relevant
regulation.
(5) In a co-operative where membership includes a labour relation between the member
and the co-operative, the collective agreement defined in paragraph 1 shall be replaced by
a resolution of the meeting of members.

8232

(1) If several trade union organisations operate alongside each other concurrently with
one employer, in cases concerning all employees or the greater number of them and if
generally binding legal regulations or the collective agreement demand negotiation with
or the consent of a trade union body, the employer must discharge such obligations
towards the competent body of all trade union organisations involved, unless agreeing
with them otherwise. If the bodies of all involved trade union organisations are not in
concordance, at the latest by 15 days from the request as to whether consent shall be
granted or not, the decisive position shall be that of the body of the trade union
organisation with the greatest number of members at the employer.

(2) If several trade union organisations operate alongside each other concurrently at one
employer, the competent trade union body of the trade union organisation of which an
individual employee is a member shall be his/her representative in labour-law relations
and similar labour relations relating to such an employee.

(3) In the case stated in paragraph (2), the body of the trade union organisation with the
greatest number of members at the employer shall be the representative in labour-law
relations and other similar labour relations relating to an employee who is not trade
organised, unless the employee determines otherwise.

§233
Works council and works trustee

(1) Works council shall be a body, which represents all the employees of an employer.
(2) Works council may act at an employer, which employs at least 50 employees.
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(3) At an employer, which employs less than 50 employees but more than three
employees may operate a works trustee. The rights and duties of a works trustee shall be
equal to the rights and duties of a works council.

(4) A works council or a works trustee shall have the right to negotiate in the form of an
agreement or in the form of granting previous consent pursuant to this Act only if the
working conditions or conditions of employment by which negotiations with the works
council or a works trustee are not arranged by a collective agreement.

Election of works council members, election of works trustee and term of
office — Title is deleted with effect from 1 July 2003

§234

(1) An employer shall be obliged to secure elections of the members of the works council
if such is requested in writing by at least 10 % of the employees. A works council at an
employer who has

a) from 50 to 100 employees shall comprise at least three members,

b) from 101 to 500 employees shall comprise at least one additional member for each 100
employees,

c) from 501 to 1000 employees shall comprise at least one additional member,

d) from 1001 and more employees shall comprise at least one additional member for each
1000 employees.

(2) The right to elect members to the works council or as works trustee shall be held by
all employees of an employer, if working for the employer for at least three months.

(3) Eligibility to be elected as a member of the works council or as works trustee shall be
applicable to each employee of the employer over 18 years of age, who is without
reproach, who is not a close person to the employer, and who has worked for the
employer for at least three months.

(4) Members of the works council shall be elected directly by secret ballot on the basis of
a list of candidates proposed by at least 10 % of the employees or the competent trade
union body. The elections shall be valid if at least 30% of all employees who have the
right to vote participate in the voting for members of the works council. Members of the
works council shall be those candidates who receive the greatest number of votes. An
elections committee shall determine the number of members of the works council in
advance, after agreement with the employer. If the necessary number of members is not
elected to the works council, the employer shall secure a further round of elections within
three weeks. If, even after the execution of the repeat voting the necessary number of
candidates is not elected, the works council shall not be established. New elections to the
works council shall be held after the expiry of 12 months from the holding of the repeat
voting.

(5) The first election of members to the works council at an employer shall be organised
by an election committee composed of at least three employees and at most seven
employees who have signed the request for the formation of a works council. The
employer shall determine the number of members of the election committee, in
dependence on the number of employees and the internal structure of the employer.
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Further elections shall be organised by the works council.

(6) A works trustee shall be elected directly by secret ballot, requiring an absolute
majority of the employees present at the voting.

(7) Expenses incurred in the holding of elections of the works council and the works
trustee shall be borne by the employer.

(8) The period in office of the woks council and the works trustee shall be four years.
§ 235 (Title is deleted with effect from 1 July 2003)

(1) A works council shall cease to exist
a) upon expiration of the term of office,

b) by resignation of the works council, if such resignation was accepted at the employees’
assembly,

c) by the works council being recalled by a simple majority of employees present for the
vote, if at least 30% of all employees took part in voting,

d) by decrease of the number of employees at an employer to less than 50.
(2) Paragraph (1) shall apply appropriately also to the works trustee.

§ 236 (Title is deleted with effect from 1 July 2003)

(1) Membership in the works council shall cease to exist
a) upon termination of the employment relationship with the employer,
b) by resignation from membership in the works council,

c) by recall from the function as member of the works council by an absolute majority of
the employees, if at least 30% of all employees took part in the voting.

(2) The term of office of the works trustee shall expire
a) by termination of the employment relation with the employer,
b) resigning of the position,

c) recall from the position of works trustee by an absolute majority of employees, if at
least 30% of all employees took part in the voting.

§ 237
Negotiation (Title is deleted with effect from 1 July 2003)

(1) Negotiations shall be an exchange of opinions and dialogue between the employees’
representatives and the employer.

(2) The employer shall negotiate in advance with employees’ representatives on mainly

a) the state, structure and presumed development of employment and planned measures,
mainly if employment is threatened,

b) principled issues the employer’s social policy, measures for the improvement of
hygiene at work and the work environment,
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c) decisions which may lead to basic changes in the organization of labour or in
contractual conditions,

d) organizational changes which could be considered the limiting or cessation of the
activities of the employer or its part, amalgamation, incorporation, splitting or change to
the legal form of the employer,

e) measures for the avoidance of the occurrence of injuries and occupational disease, and
for the health protection of employees.

(3) Negotiations shall be held in an understandable manner and in an appropriate time,
with adequate contents and in the goal of achieving agreement.

(4) For the purposes stated in paragraph (2), the employer shall provide the employees’
representatives with the necessary information, negotiation and documentation and,
within its possibilities, take into account their viewpoints.

8238
Right to information

(1) Information shall be the provision of data by the employer to the employees’
representatives, in the goal of acquainting them with the contents of the information.

(2) The employer shall inform in an understandable manner and in an appropriate time
the employees’ representatives on its economic and financial situation and on the
presumed development of its activities.

(3) The employer may refuse to provide information, which could harm the employer, or
may require that this information be regarded as confidential.

8239
Control activity

Representatives of employees shall inspect compliance with labour-law regulations
including wage regulations and obligations resulting from a collective agreement; for this
purpose they shall be authorized in particular to

(a) enter the employer’s workplace in a time agreed with the employer, and if it
does not reach an agreement with the employer within three working days of
informing the employer of the entry to the workplace § 230 paragraph (3) shall
be used as appropriate,

(b) request necessary information and documentation from executive employees,

(c) submit proposals for the improvement of working conditions,

(d) request that the employer remove discovered faults,

(e) propose to the employer or to another body empowered with control of the
maintenance of labour-law regulations that appropriate measures as regards the
executive employees who breach labour-law regulations or the duties resulting
for them from the collective agreement be applied,

(F) request from the employer information on what measures have been executed
for the removal of faults discovered during the performance of inspection.
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§ 240
Conditions of activity of employees’ representatives and their protection

(1) An activity of the employees’ representatives, which is in direct relation to
performance of tasks of employer, shall be deemed performance of work for which the
employee shall be entitled to wages.

(2) An employer shall provide time off from work pursuant to § 136, paragraph (1) for
performance of the position of employees’ representatives or for their participation in
education as secured by the body of the competent trade union body, works council and
employer provided such shall not be prevented by substantive operational reasons.

(3) The employer shall provide time off from work with wage compensation for a
member of the trade union body to perform activities of the trade union organisation, for
a member of the works council to perform activity of the works council and for a works
trustee to perform his/her activity, for the time agreed between the employer and the trade
union organisation or between the employer and the works council or works trustee. If no
agreement is reached, the employer shall provide time off from work with wage
compensation distributed according to the sixth sentence to members of the trade union
body for activities of the trade union organisation and to members of the works council
for activities of the works council or to the works trustee for his/her activities for an
overall period equal to the average number of employees working for the employer in the
previous calendar year multiplied by fifteen minutes. If the employer had no employees
in the previous calendar year, the calculation of time off from work shall be based on the
number of employees as at the last day of the calendar month preceding the calendar
month in which time off from work is provided. If multiple employees’ representatives
operate in the employer’s undertaking, they shall notify the employer in writing of the
distribution of time off from work pursuant to the first sentence or second sentence. If the
employees’ representatives do not agree on the distribution of time off from work, the
distribution of time off from work shall be set by an arbitrator of their choice; until
written notice of the distribution of time off from work is delivered to the employer the
employees’ representatives shall not be entitled to time off from work. The distribution of
time off from work between individual members of a trade union body shall be decided
by the trade union body and its distribution between individual members of the works
council shall be decided by the works council; the trade union body and works council
shall notify the employer of the distribution in writing. A collective agreement or an
agreement with employees’ representatives may set conditions entitling a trade union
organisation, works council or works trustee to monetary compensation for undrawn time
off from work under the first sentence and second sentence.

(4) An employer has the right to check whether an employee uses time off from work
provided under paragraph (3) for the purpose for which it was provided. The collective
agreement or an agreement with employees’ representatives may set conditions for the
performance of the check defined in the first sentence.

(5) Pursuant to its operational possibilities, an employer shall provide employees’
representatives, for necessary operational activities, free of charge and to the adequate
extent, facilities with the necessary equipment, and settle expenses connected with their
maintenance and technical operation.
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(6) Employees’ representatives and experts fulfilling tasks for the employees’
representatives shall be obligated to maintain secrecy on events which they discovered in
the performance of their position and which were designated by the employer as
confidential. This duty shall also apply during one year following the termination of the
performance of their position, unless special regulation stipulates otherwise.

(7) Employees’ representatives may not be, in the fulfilment of tasks resulting from their
position, disadvantaged or otherwise sanctioned by the employer.

(8) Employees’ representatives, during their term in office and for Six months after its
termination, shall be protected against measures which could damage them, including the
termination of the employment relationship and which could be motivated by their
position or activity.

(9) The employer may give notice to or terminate immediately the employment of a
member of the relevant trade union body, a member of a works council or a works trustee
only with the prior consent of these employees’ representatives. As previous agreement
shall be considered as also failure by the employees’ representatives to grant consent in
writing to the employer within 15 days of receiving the employer’s request. The
employer may only make use of this previous consent within a period of two months
from its being granted.

(10) If the employees’ representatives refuse to grant consent pursuant to paragraph 9, the
notice or immediate termination of the employment relationship from the side of the
employer shall be, for this reason, invalid; if the other conditions for the notice or
immediate termination of the employment relationship fulfilled, and the court in the
conflict finds pursuant to § 77 that it cannot be justly requested of the employer that it
continue to employ the employee, the notice or immediate termination of the employment
relationship shall be valid.

(11) Equal conditions of activity and protection pursuant to paragraphs 1, 2, and 5 to 10
shall apply to the employees’ representatives for safety and health protection at work
pursuant to special regulation.

The right to transnational information and negotiation
§ 241

(1) The right of employees of an employer operating in the territory of the Members
States of the European Union and the European Economic Area (hereinafter referred to as
“the Member State”), and of a group of employers operating in the territory of the
Members States to transnational information and negotiation shall be exercised through a
European Works Council or through other procedure of employee information and
negotiation.

(2) Exercising the right to transnational information and negotiation shall not affect the
information and negotiation provided under § 29, § 73, § 237 and § 238.

(3) If a special regulation so provides, this act shall apply to the exercise of the right to
transnational information and negotiation in a European company and in a European
cooperative company.

§ 241a
(1) For the purposes of exercising the right to transnational information and negotiation
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a) an employer operating in the territory of the Member States means any employer
employing at least 1, 000 employees within the Member States and at least 150
employees in each of at least two Member States,

b) a group of employers means a controlling employer and its controlled employers,

c) a group of employers operating in the territory of the Member States means a group of
employers together employing at least 1,000 employees within the Member States, of
which at least two employers of the group of employers operate in two different Member
States and of which at least one employer of the group employs at least 150 employees in
one Member State and at least one other employer employs at least 150 employees in
another Member State,

d) employees’ representatives at an employer or at an employer’s organisational unit with
headquarters or place of business (hereinafter referred to as “headquarters”) in the
territory the Slovak Republic means the employees™ representatives under Section 230
and 233, the member of the special negotiating body, the member of the European
Works Council and the representative of employees ensuring other procedure of
employee information and negotiation,

e) the central management means the central management of an employer operating in
the territory of the Member States or the central management of the controlling employer
in case of a group of employers operating in the territory of the Member States; where a
central management does not have its headquarters in a Member State, a representative of
the central management in a Member State to be appointed shall be deemed to be the
central management, if needed, and where such representative is not appointed, the
management of the organisational unit of an employer or group of employers employing
the greatest number of employees in any one Member State shall be regarded as the
central management,

f) a special negotiating body shall be established in accordance with Section 244, with a
view to negotiating with the central management over setting up of a European Works
Council or introducing another procedure for employee information and negotiation,

g) the European Works Council shall be set up under Sections 245 or 246, with a view to
informing and negotiating employees,

h) information means the transmission of data by the employer to the employees’
representatives in order to enable them to acquaint themselves with the subject matter
and examine it; information shall take place at such time, in such fashion or with such
content as to enable them to thoroughly assess the potential consequences following out
of the provided information and, where appropriate, prepare for negotiation with the
competent body of the employer operating in the territory of the Member States or the
group of employers operating in the territory of the Member States,

1) negotiation is a dialogue and an exchange of views between the central management or
other appropriate level of management and the employees’ representatives at such time,
in such fashion and with such content as to enable the employees, based on the
information provided, to express their position within appropriate terms on measures
proposed regarding negotiation, a position that can be taken into account within the
decision-making of the employer operating in the territory of the Member States or a
group of employers operating in the territory of the Member States without prejudice to
other duties of the management,
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J) transnational issues mean the issues that affect an employer operating in the territory of
the Member States, or a group of employers operating in the territory of the Member
States as a whole, or at least two employers or organisational units of the employer or a
group of employers located in two different Member States.

(2) For the purposes of this act controlling employer means an employer that can exercise
a dominant influence over a controlled employer or a controlled group of employers,
particularly by virtue of ownership, property, financial participation, or the rules that
govern it.

(3) A controlling employer shall, without prejudice to the proof to the contrary, always be
the employer that in relation to the controlled employer, directly or indirectly,

a) owns the majority of the subscribed capital of that employer,

b) controls the majority of votes attached to that employer’s issued share capital, or

c) can appoint more than half of that employer’s members of the administrative,
management or supervisory body.

(4) For the purposes of paragraph 3 sub-paragraphs b) and c), the rights of the controlling
employer to vote or to appoint shall also include the rights of every employer controlled
by it and the rights of every person or the body acting in their own name but in the
interest of the controlling employer, or any other employer controlled by the controlling
employer.

(5) A dominant influence shall not be presumed to be exercised solely by virtue of the
fact that an office holder is exercising the functions of the preliminary administrator,
trustee in bankruptcy, liquidator, or other public officer in case of winding up,
liquidation, insolvency, cessation of payments, composition, or analogous proceedings.
(6) An employer shall not be deemed to be a controlling employer with respect to another
employer in which it has holdings, where the former employer is a company referred to in
Article 3 paragraph 5, sub-paragraph a) or c) of Council Regulation (EC) No. 139/2004
of 20 January 2004 on the control of concentrations between undertakings.

(7) The law applicable in order to determine whether an employer is a controlling
employer shall be the law of the Member State, which governs that employer. Where the
law governing that employer is not that of a Member State, the applicable law shall be the
law of the Member State within whose territory the representative of the employer, or, in
the absence of such a representative, the central management of the organisational unit of
employer or group of employers, which employs the greatest number of employees in any
of the Member States, is situated.

(8) Where, owing to a conflict of laws in the application of paragraph 3, two or more
employers from a group of employers satisfy one or more of the criteria, the employer
which satisfies the criterion under paragraph 3 sub-paragraph c) shall be regarded as the
controlling employer, without prejudice to proof that another employer is able to exercise
a dominant influence.

(9) For the purposes of paragraph 1 sub-paragraphs a) and c), the minimum number of
prescribed employees is based on the average number of employees, including part-time
employees, employed with the employer operating in the territory of the Member States
or a group of employers operating in the territory of the Member States, during the
previous two years.
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§ 242

(1) The duty to provide transnational information and negotiate under this act shall apply
to
a) an employer operating in the territory of the Member States and an employer of a
group of employers operating in the territory of the Member States having its
headquarters in the Slovak Republic,
b) an organisational unit of an employer operating in the territory of the Members States
or an employer of the group of employers operating in the territory of the Member States
having its headquarters in the Slovak Republic,
c) the central management of an employer operating in the territory of the Member States
and an employer of a group of employers operating in the territory of the member States
having its headquarters in the Slovak Republic.
(2) The agreement under § 245 paragraph 1, or § 245a paragraph 1, may provide that the
scope, the powers and competence of a European Works Council and the scope of other
information and negotiation procedures shall also cover an organisational unit of an
employer operating in the territory of the Member States that has headquarters outside the
territory of the Member States, and an employer of the group of employers operating in
the territory of the Member States that has its headquarters outside the territory of the
Member States.

§243
(1) For the exercise of the right to transnational information and negotiation, a European
Works Council or any other procedure for informing and negotiating employees shall be
established under the conditions provided for under this act, in every employer operating
in the territory of the Member States and every group of employers operating in the
territory in the territory of the Member States, with a view to ensuring effective
information of employees’ representatives or the employees directly and negotiating
them in such a way as to enable efficient decision-making of the employer operating in
the territory of the Members States or the group of employers operating in the territory of
the Members States to be maintained.
(2) Where a group of employers operating in the territory of the Member States
comprises one employer or more employers operating in the territory of the Member
States or groups of employers operating in the territory of the Member States, a European
Works Council shall be established at the level of the group of employers operating in the
territory of the Member States, unless, the agreement pursuant to Section 245 paragraph 1
provides otherwise. Provision of paragraph 1 shall not be affected.
(3) The relevant level at which the information and negotiation shall take place between
the management and the employees’ representatives shall be determined on the basis of
the subject matter of the information and negotiation.

(4) Information and negotiation shall be limited to transnational issues. To this end the
power of a European Works Council, or the scope of other employee information and
negotiation procedure must be different from the power of the employees’ representatives
at national level.
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§ 243a
Conditions for the setting up of a European Works Council or for establishing of
other employees information and negotiation procedure

(1) The central management shall be responsible for creating the conditions and means
necessary for the setting up of a European Works Council or the establishment of other
employee information and negotiation procedure in an employer operating in the Member
States or a group of employers operating in the territory of the Member States.

(2) The management of every employer belonging to a group of employers operating in
the territory of the Members States and the central management shall be obliged, upon
request, to acquire and provide the parties concerned with the information necessary to
determine whether a European Works Council can be set up or other employee
information and negotiation procedure can be established, and to initiate the negotiations
pursuant to Section 244. This involves, in particular, the information regarding the
structure of the employer or a group of employers and their employees, including the
information regarding the number of employees pursuant to Section 241a paragraph 1,
sub-paragraphs a) and c), in order to be able to determine whether the employer in which
the employees carry out work, is an employer operating in the territory of the Members
States or belongs to a group of employer operating in the territory of the member States.
(3) Unless the parties concerned agree otherwise, the central management shall be
obliged to cover reasonable cost of

a) setting up of and the activity of a special negotiating body, a European Works Council,
a select committee, or the establishment of other employee information and negotiation
procedure,

b) the organisation of negotiations, interpreting, travelling expenses and accommodation
of members of a special negotiating body, a European Works Council, a select
committee, or the employees’ representatives ensuring other employee information and
negotiation procedure and at least one invited expert.

§ 244
Special negotiating body

(1) The central management shall initiate negotiations for the establishment of a
European Works Council or the introduction of other employee information and
negotiation procedure on its own initiative, or at the written request of at least 100
employees in at least two employers, or in at least two organisational units of an
employer or employers in at least two different Member States, or based on a written
request of their representatives.

(2) For the purposes of negations referred to in paragraph 1, a special negotiating body
shall be established to negotiate, on behalf of employees, over the setting up of the
European Works Council or the introduction of other employee information and
negotiation procedure.

(3) Members of a special negotiating body shall be employees of an employer operating
in the territory of the Members States or of a group of employers operating in the
Member States. Members of a special negotiating body shall be elected or appointed in
proportion to the number of employees working in every Member State of an employer
operating in the territory of the Members States or a group of employers, operating in the
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Member States, with each Member State being allocated one seat in proportion of
employees working in that Member State, comprising 10 % of employees totally
employed in all Member States, or a certain fraction of this proportion.

(4) Members of a special negotiating body for the employees employed in the Slovak
Republic shall be appointed and removed by the employees’ representatives from among
the employees of employers or their organisational units employed in the Slovak
Republic. Where in an employer or an organisational unit thereof there are no employees’
representatives, the employees shall elect members of the special negotiating body by
direct ballot. If employees’ representatives fail to reach agreement, the employees’
representatives representing the greatest number of employees employed in the Slovak
Republic shall decide. Votes to be divided shall be fixed in proportion to the number of
employees being represented.

(5) The special negotiating body shall inform the central management and the employers
concerned of its composition. The central management shall inform the competent
recognised European organisations of employers and employees with which the European
Commission negotiates the issues, subject to Article 154 of the Treaty on the Functioning
of the European Union, on the composition of a special negotiating body and on the
initiation of negotiations.

(6) The central management and the special negotiating body shall be obliged to
negotiate and cooperate, with regard to their reciprocal rights and obligations, with a
view to reaching an agreement, subject to Section 245 paragraph 1, or Section 245a
paragraph 1.

(7) For the purpose of concluding an agreement in accordance with Section 245
paragraph 1, or Section 245a paragraph 1, the central management shall convene a
meeting with the special negotiating body and shall inform the employers concerned
accordingly.

(8) The central management and the special negotiating body may decide not to conclude
an agreement in accordance with Section 245 paragraph 1, and let the European Works
Council be governed under Sections 246 to 248.

(9) The special negotiating body shall have the right, before and after every meeting with
the central management, to meet without the central management being present. For the
purpose of the negotiations, the special negotiating body may ask for assistance of
experts, including representatives of the competent recognised European employees’
organisations, subject to paragraph 5, who may, at the request of the special negotiating
body, participate in the meetings on the setting up of a European Works Council or the
establishment of other employee information and negotiation procedure, in the capacity
of advisers.

(10) Any expenses relating to the setting up of the special negotiating body and its
activity and the negotiations shall be borne by the central management so as to enable the
special negotiating body to carry out its task in an appropriate manner.

(11) The special negotiating body shall adopt its conclusions by a majority of its
members’ votes, with the participation of the majority of its members present. For the
purpose of concluding an agreement, subject to Section 245 paragraph 1, or Section 245a
paragraph 1, the special negotiating body shall decide by a majority of votes of all its
members. The special negotiating body may decide, by at least two-thirds of the votes of
all members, not to open negotiations pursuant to Section 245 paragraph 1, or Section
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245a paragraph 1, or to terminate the negotiations already opened. Where a decision has
been taken in pursuance of the third sentence, Sections 246 to 248 shall not apply.

(12) A new request to convene the special negotiating body may be made at the earliest
two years after the day the decision has been taken subject to paragraph 11, third
sentence, unless the parties concerned agree a shorter period.

§ 245
The agreement on the setting up of European Works Council

(1) The agreement on the setting up of a European Works Council between the central
management and the special negotiating body must be concluded in writing and must
determine, in particular:

a) all the employers and the employer’s organisational units which are covered by the
agreement,

b) the composition of the European Works Council, the number of its members, the term
of office and the allocation of seats, which, where possible, takes account of the need for
a balanced representation of employees by their activities, categories and sex,

c) the tasks, rights and obligations of the European Works Council, the procedure for the
information and negotiation of the European Works Council,

d) the way of linking between the information and negotiation at transnational level and
the information and negotiation of employees’ representatives at national level,

e) the venue, frequency and duration of meetings of the European Works Council,

f) the composition, the way of appointing, the tasks and the rules of procedure for the
select committee, where needed,

g) the financial and material resources to be allocated to the European Works Council,

h) the day of effect of the agreement and the duration for which it has been concluded,

i) the conditions under which the agreement may be amended or terminated,

j) the cases in which the agreement should be renegotiated and the procedure for its
repeated conclusion, including, where appropriate, the case of a change to the structure of
the employer operating in the territory of the Members States or the group of employers
operating in the territory of the Member States.

(2) Where an agreement has been concluded pursuant to paragraph 1, Sections 246 to 248
shall not apply, unless agreed otherwise.

(3) A European Works Council may be extended with employees’ representatives of an
employer or a group of employers from other than the Member States, if the central
management and the special negotiating body so agree.

§ 245a
The agreement on establishing other employees information and negotiation
procedure

(1) The central management and the special negotiating body may agree to establish one

or more employee information and negotiation procedures instead of a European Works
Council. This agreement must be in writing and must contain, in particular,

124



a) the stipulation of transnational questions which affect important employees’ interests,
which must be the subject of the information and negotiation,

b) the way and the provision for the right of employees’ representatives to jointly
negotiate the information conveyed to them,

c) the linking between the information and negotiation at transnational level and the
employee information and negotiation at national level,

d) procedures for the information and negotiation where an adoption of decisions is
expected on substantial organisational changes.

(2) Where an agreement has been concluded pursuant to paragraph 1, § 246 to § 248 shall
not apply, unless agreed otherwise.

8§ 246
The European Works Council set up by law

(1) A European Works Council shall be set up by law, where
a) the central management and the special negotiating body has agreed to jointly,
b) the central management refuses to initiate negotiations or does not open negotiations
over the setting up of a European Works Council, or the establishment of other
employee information and negotiation procedure within six months of the submission of
a request, subject to Section 244 paragraph 1, or
¢) within three years of the submission of the request, subject to Section 244 paragraph
1, the central management and the special negotiating body have not concluded an
agreement, subject to Section 245 paragraph 1, or Section 245a paragraph 1, and the
special negotiating body has not taken a decision on the termination of negotiations,
subject to Section 244 paragraph 11.
(2) Where a European Works Council has been set up in pursuance of paragraph 1, the
procedure to be followed shall be pursuant Sections 247 and 248; in such a case, Sections
245 and 245a shall not apply.
8§ 247
Composition of the European Works Council set up by law

(1) Members of the European Works Council shall be the employees of an employer
operating in the territory of the Member States or a group of employers operating in the
territory of the Member States. Members of a European Works Council shall be elected
or appointed in proportion to the number of employees employed by an employer
operating in the territory of the Member States or a group of employers operating in the
territory of the Members States in each Member State, with every Member State being
allocated one seat per share of employees employed in that Member State, comprising 10
% of employees employed in total in all Member States or a certain fraction of this share.
(2) Members of the European Works Council on behalf of the employees employed in the
Slovak Republic shall be elected and removed by the employees’ representatives from
among the employees of employers or organisational units of employers employed in the
Slovak Republic. Where in an employer or an organisational unit of an employer there
are no employees’ representatives, the employees shall elect members of the European
Works Council by direct ballot. If employees’ representatives fail to reach agreement,
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the employees’ representatives representing the greatest number of employees employed
in the Slovak Republic shall decide. Ballots division shall be fixed in proportion to the
number of employees being represented.

(3) The European Works Council shall inform the central management and any other
appropriate level of management of its composition. The central management shall
inform employers and employees’ representatives or directly employees in the absence of
employees’ representatives in an employer of the composition of the European Works
Council.

(4) For the purpose of coordination of its activity the European Works Council shall elect
from its ranks a select committee of maximum five members. The select committee shall
adopt its own rules of procedure. The select committee must have conditions created to
enable it to carry out activity periodically.

(5) After completion of four years of its setting up, the European Works Council shall
consider whether it will negotiate with the central management over the conclusion of an
agreement, subject to Section 245 paragraph 1 or Section 245a paragraph 1, or it will
continue as a European Works Council set up by law. Where a decision has been taken to
open negotiations, the European Works Council shall have the status of a special
negotiating body.

(6) The European Works Council and the select committee may request assistance by
experts, in so far as this is necessary for it to carry out its tasks.

§ 248
Information and negotiation of the European Works Council set up by law

(1) The central management shall inform the European Works Council in particular on
the organisational structure, economic and financial situation of the employer operating
in the territory of the Member States and the group of employers operating in the territory
of the Member States and the probable development of the activities, production and sale.
(2) The European Works Council shall be informed and negotiated by the central
management, in particular, of

a) the situation and the probable trend of employment,

b) the situation of investments, substantial changes concerning organisation, introduction
of new working methods or production processes,

c¢) relocations of the employer or a part thereof, amalgamation, merger, subdivision,
change to the legal form of the employer, reduction of business, closure or dissolution of
the employer, or significant parts thereof, transfers of production,

d) collective redundancies.

(3) Negotiation shall take place in such a way as to enable employees’ representatives to
meet the central management and obtain a reasoned response from the central
management to any opinion the employees’ representatives might formulate.

(4) The European Works Council shall have the right to meet with the central
management once a year, in order to be informed and negotiated, on the basis of a report
drawn up by the central management, on the progress of the business of the employer
operating in the territory of the Member States or a group of employers operating in the
territory of the Member States and its prospects; the affected employers shall also be
informed in an appropriate manner.
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(5) Where there are exceptional circumstances, or where decisions are taken that affect
the employees’ interests to a considerable extent, the select committee, or where no such
committee has been set up, the European Works Council shall have the right to be
informed. The select committee, or where no such committee has been set up, the
European Works Council shall have the right in such cases, to meet, at its request, with
the central management or any other more appropriate level of management within the
employer operating in the territory of the Member States or a group of employers
operating in the territory of the Member States, having its own powers of decision, so as
to negotiate this information.
(6) Exceptional circumstances or decisions that affect the employees’ interests to a
considerable extent shall be in particular
a) closure, dissolution or transfer of an employer, or a part thereof,
b) collective redundancies.
(7) Those members of the European Works Council who have been elected or appointed
on behalf of the employees of employers or organisational units of employers which are
directly concerned by the exceptional circumstances or decisions that affect the
employees’ interests to a considerable extent, subject to paragraphs 5 and 6, shall also
have the right to participate in the meetings with the select committee, subject to
paragraph 5.
(8) The meeting for the purposes of information and negotiation, subject to paragraphs 5
and 7, shall take place, without unnecessary delay, on the basis of a report drawn up by
the central management or any other appropriate level of management of the employer
operating in the territory of the Member States or a group of employers operating in the
territory of the Member States; at the end of the meeting, or within a reasonable time of
its conclusion, an opinion may be delivered.
(9) Before any meeting with the central management, the European Works Council, or
the select committee shall be entitled to meet without the management concerned being
present.
8 249
Information of representatives of employees of an employer in the territory of the
Slovak Republic and the way of linking between the transnational and national
levels

(1) The special negotiating body, the European Works Council or the employees’
representatives responsible for other employee information and negotiation procedure
shall inform the employees’ representatives in an employer or in organisational unit of an
employer with headquarters in the Slovak Republic, or in the absence of representatives,
the workforce as a whole, of the content and outcome of the information and negotiation.

(2) The ways of linking between the information and negotiation at transnational level
and the information and negotiation at national level shall be stipulated in the agreement,
subject to Section 245 paragraph 1 or Section 245a paragraph 1. Where these ways of
linking have not been stipulated and where a decision is to be taken that would lead to
substantial changes concerning the organisation of work or the industrial relations, the
central management shall be obliged, in addition to informing and negotiating the
European Works Council, also inform the employees’ representatives at national level, or
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directly the workforce, in the absence of employees’ representatives in an employer, and
negotiate this information with them.

§ 249a
Protection of information

(1) The central management with headquarters in the territory of the Slovak Republic is
not obliged to transmit information when its nature is such that, according to objective
criteria, it would seriously jeopardise the activity of the employers concerned, or would
seriously harm them. Where the central management designates information to be the
information under the first sentence, the parties concerned may take it to the court to
determine that the information the transmission of which was refused by the central
management is not the information subject to the first sentence.

(2) Members of a special negotiating body, members of a European Works Council,
representatives of employees carrying out other employee information and negotiation
procedure and any experts who assist them are not authorised to reveal any information
which has expressly been provided to them in confidence, both during their terms of
office and after the expiry of their terms of office. This obligation shall apply irrespective
of the place in which these persons are currently located.

8 250
Protection of members of a special negotiating body, members of a European Works
Council and representatives of employees carrying out other employees information
and negotiation procedure

(1) In the exercise of their functions, 8§ 240 shall apply accordingly to members of the
special negotiating body, members of the European Works Council and to employees’
representatives carrying out other employee information and negotiation procedure in an
employer, or an organisational unit of an employer with headquarters in the Slovak
Republic.

(2) Members of the special negotiating body and members of the European Works
Council shall be provided training with pay, in the scope necessary for the performance
of their employee representative function.

(3) Members of a special negotiating body, members of a European Works Council and
employees’ representatives carrying out other employee information and negotiation
procedure shall, in the performance of their functions, have available the means for
collective representation of the employees’ interests of an employer operating in the
territory of the Member States or a group of employers operating in the territory of the
Member States arising from the exercise of the right to transnational information and
negotiation and, for this purpose, they shall be granted capability to be party to courts
proceedings.
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§ 250a
Procedure in the change to the structure of the employer

(1) Where the structure of an employer operating in the territory of the Members States or
a group of employers operating in the territory of the Member States gets substantially
changed, particularly by reason of consolidation, merge, or subdivision, the European
Works Council, or the European Works Councils must adjust to these changes. The
provisions of the agreement or agreements on the setting up of the European Works
Council shall govern the adjustment, unless the contracting parties agree otherwise.

(2) Where the valid agreement on setting up of the European Works Council in cases
subject to paragraph 1 does not contain the necessary provisions on the adjustment to
changes, or in the case of conflict between the provisions of two or more applicable
agreements on the setting up of a European Works Council, the central management shall
start negotiations subject to § 244, on its own initiative, or upon request in writing of at
least 100 employees in at least two employers, or in employer’s organisational units in at
least two different Member States, or upon request in writing of their representatives.

(3) Members of the special negotiating body shall include, together with the members
elected or appointed subject to § 244 paragraph 3, also at least three members of the
European Works Council or of each of the European Works Councils.

(4) During the negotiations, subject to § 244, the European Works Council or the
European Works Councils shall continue their action, in accordance with the conditions
adjusted on the basis of the agreement between the members of the of the European
Works Council or European Works Councils and the central management.

Part Eleven
TRANSITIONAL AND FINAL PROVISIONS
Transitional provisions
8§ 251

(1) Provisions of this Act shall also govern labour-law relations which arose prior to 1
April 2002, unless stipulated otherwise hereafter. Claims resulting from such and legal
actions executed prior to 1 April 2002 shall be adjudged in accordance with the hitherto
provisions.

(2) Provisions concerning compensation for loss of earnings upon termination of
incapacity to work or in recognition of invalidity or partial invalidity (§ 201, paragraph
(1)) and provisions concerning compensation for expenses for subsistence of survivors (8
207) shall also be carried out with employees and survivors entitled to compensation
before 31 March 2002; this shall also apply to compensations legally decided upon before
31 March 2002 or compensations the amount of which was agreed upon.

(3) If an employer applies hourly wage for the purpose of remuneration of employees
he/she shall be obliged to increase the hourly wage rates in proportion between the
determined weekly time prior to the date of effectiveness of this Act and the weekly
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working time established pursuant to 8§ 85, paragraph (8). The monthly wage shall not be
altered by this reason.

§ 252

(1) Employment relationships that were established by election or appointment pursuant
to § 27, paragraphs (3) to (5) of the Labour Code prior to the day of this Act entering into
force shall be considered as employment relationships established by an employment
contract pursuant to this Act.

(2) Working time of an employee, including overtime work stipulated in § 85, paragraph
(9), shall, in the period from 1 April 2002 to 31 December 2003, be the maximum of 58
hours per week.

(3) The provisions of § 87, paragraphs (1), (2), and (4), § 90 through 93, § 94, paragraphs
(2), (3) and (4), and § 96 shall not, in the period from 1 April 2002 to 31 March 2004,
apply to the working time and rest periods of employees in transport sector whose
working time is unevenly distributed. Such working time shall, in the period from 1 April
2002 to 31 June 2003, be arranged by the Ministry of Transport, Posts and
Telecommunications of the Slovak Republic upon agreement with the competent higher
trade union body.

§ 252a

(1) The provisions of this Act shall also govern labour-law relations arising prior to July
1, 2003, if not further stipulated otherwise. The arising of labour-law relations as well as
claims arising prior to July 1, 2003 shall be governed pursuant to regulations valid as to
June 30, 2003.

(2) If notice was given prior to July 1, 2003, the employment relationship shall terminate
with the expiry of the notice period pursuant to regulations valid as to June 30, 2003.

(3) Labour-law relations based on an Agreement on Working Activity concluded prior to
July 1, 2003 as well as claims arising before July 1, 2003 shall be governed pursuant to
labour-law regulations valid as to June 30, 2003 and shall terminate at the latest as to
December 31, 2003.

8 252b
The provisions of this act shall also govern labour-law relations established before 1
September 2007 except where it shall be stated otherwise below. Legal acts executed
before 1 September 2007 and claims made under them shall be judged according to the
legal regulation in force until 31 August 2007.

§ 252¢c
Transitional provisions with effect from 1 March 2009

(2) If in the period from 1 March 2009 to 31 December 2012 there are serious operational
reasons that prevent an employee from carrying out work, the employer may, after
agreement with employee representatives according to 8 230, give the employee time off
work, for which the employer shall pay the employee no less than the basic wage
component specified in 8 119 (3). In the event of the removal of the obstacle to work on
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the side of the employer under the first sentence, the employee shall be obliged to work a
period equivalent to the provided time of work without entitlement to the pay provided
under the first sentence, unless the contracting parties agree more favourable conditions
for employees.

(2) If an employee works in excess of the set weekly working time when working to
replace time off work that the employee provided under paragraph 1, this shall not be
considered to be overtime work.

(3) Time off work provided to the employee under paragraph 1 shall be considered the
performance of work.

(4) The employer shall keep records of time off work provided under paragraph 1 and
records of working time in which the employee worked to replace time off work provided
under paragraph 1; records shall specify the start and end of the time when the employee
performed work.

(5) When determining average earnings in compliance with § 134 (1), wages paid to an
employee under the first sentence of paragraph 1 shall not be counted as wages accounted
to an employee; the number of hours worked shall not include time when the employer
performs work in compliance with the second sentence of paragraph 1.

§ 252d
Transitional provisions with effect from 1 March 2010

(1) Provisions of this act shall also apply to labour-law relations established before 1
March 2010. Legal acts carried out before 1 March 2010 and claims arising from them
shall be assessed according to legal regulation in effect to 28 February 2010.

(2) Fixed term employment relationships concluded before 1 March 2010 shall terminate
at the end of the period for which they were agreed.

§ 252e
Transitional provision with effect from 1 January 2011

A woman starting her maternity leave before 1 January 2011, and a man starting his
parental leave subject to 8§ 166 paragraph 1 before 1 January 2011, whose entitlement to
the leave continues as of 1 January 2011, shall be entitled to this leave under the
legislation effective from 1 January 2011.
8 252f
Transitional provision with effect from 6 June 2011

(1) Provisions of 8§ 241 through § 250, effective from 6 June 2011, shall not apply to an
employer operating in the territory of the Members States or a group of employers
operating in the territory of the Member States in which there was an agreement ensuring
the transnational information and negotiation signed or changed between 5 June 2009 to
5 June 2011, unless the contracting parties agree otherwise. This shall also apply to the
case in which the contracting parties agree that the agreement, subject to the first
sentence, shall be substantially changed, prolonged or renewed after 5 June 2011.
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(2) The legislation effective until 5 June 2011 shall apply to the agreements, subject to
paragraph 1.

§ 252¢g
Transitional provisions with effect from 1 September 2011

(1) The provisions of this act shall also govern labour-law relations established before 1
September 2011. Legal acts done before 1 September 2011 and claims resulting from
them shall be assessed according to legal regulation in effect to 31 August 2011.

(2) Fixed term employment relationships concluded before 1 September 2011 shall
terminate at the end of the period for which they were agreed.

(3) The provision of § 252c shall not be used from 1 September 2011. The rights and
duties resulting from the agreements concluded under § 252c before 1 September 2011
shall be assessed according to legal regulation in effect to 31 August 2011.

(4) The right of a trade union organization operating in an employer’s workplaces before
1 September 2011, to autonomously represent all employees of the employer shall be
assessed until 31 December 2012 according to legal regulation in effect to 31 August
2011; an employer may implement the procedure referred to in § 230 paragraph (3) in
relation to the trade union organization from 1 January 2013.

§ 252h
Transitional provisions effective from 1 January 2013

An employee may perform work under an agreement on temporary job of students
concluded before 1 January 2013 that does not comply with the conditions laid down in §
227 effective from 1 January 2013 until 31 January 2013 at latest. An agreement on
temporary job of students under the first sentence shall terminate no later than by 31
January 2013.

8 252i
Transitional provisions
effective from 1 January 2013

(2) This act shall also regulate labour-law relations established before 1 January 2013.

(2) A probationary period beginning before 1 January 2013, shall be assessed according
to the regulations in effect to 31 December 2012.

(3) A fixed-term employment relationship concluded before 1 January 2013 shall
terminate on expiry of the period for which it was agreed and it shall not terminate before
the end of this period.

(4) Notice given by an employer to an employee before 1 January 2013 and the claims
resulting from it shall be assessed according to the regulations in effect to 31 December
2012. An agreement on the termination of employment relationship concluded before 1
January 2013 and the claims resulting from it shall be assessed according to regulations
in effect to 31 December 2012.

(5) Discharge benefit at termination of an employment relationship ending before 1
January 2013 shall be assessed according to regulations in effect to 31 December 2012.
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(6) The performance of additional work as compensation for time off from work granted
to an employee before 1 January 2013 in accordance with § 142a in effect to 31
December 2012, for which the employer provided the employee with the basic wage
component, shall be regulated by the regulations in effect to 31 December 2012. Time off
from work granted in accordance with § 142a paragraph (1) in effect to 31 December
2012 for which additional work was not performed as compensation before 31 December
2012 can be transferred to the negative side of an employee’s working time account
pursuant to § 87a after 31 December 2012.

(7) From 1 January 2013 the provisions of 8 252¢g paragraph (4) shall not apply.

§ 253

Percentages and the period for which average earnings decisive for calculation of
compensation for loss of earnings are arranged, following a period of temporary
incapacity to work due to accident at work or occupational disease as per the hitherto
provisions, shall be applicable to the period prior to the day this Act enters into force.

§ 254

(1) The term "pay" used in generally binding legal regulations shall be "wage" according
to this Act.

(2) All forms of the words “health protection bodies” in the whole text of the Act shall be
replaced by the words “state administration bodies in the field of public health”, and all
forms of the words “employee with altered capacity for work” in the whole text of the
Act shall be replaced by the words “employee with health disability”.

Final provisions
§ 254a

This act takes over the legal binding acts of the European Union listed in Annex 2.
8 255
Repeal provisions
The following are hereby repealed:

1. Act No. 65/1965 Coll. the Labour Code as amended by Act No. 88/1968 Coll., Act No.
153/1969 Coll., Act No. 100/1970 Coll., Act No. 159/1971 Coll., Act No. 20/1975 Coll.,
Act No. 72/1982 Coll., Act No. 111/1984 Coll., Act No. 22/1985 Coll., Act No. 52/1987
Coll., 8 18 of the Act No. 98/1987 Coll., Act No. 188/1988 Coll., Act No. 81/1990 Coll.,
Act No. 3/1991 Coll., Act No. 297/1991 Coll., Act No. 231/1992 Coll., Act No. 264/1992
Coll., Act of the National Council of the Slovak Republic No. 10/1993 Coll., Act of the
National Council of the Slovak Republic No. 275/1993 Coll., Act of the National Council
of the Slovak Republic No. 304/1995 Coll., Act of the National Council of the Slovak
Republic No. 90/1996 Coll., Act of the National Council of the Slovak Republic No.
206/1996 Coll., Act of the National Council of the Slovak Republic No. 330/1996 Coll.,
Act No. 379/1997 Coll., Act No. 43/1998 Coll., Act No. 190/1998 Coll., Act No.
297/1999 Coll., Act No. 95/2000 Coll., Act No. 244/2000 Coll., Act No. 245/2000 Coll.,
Act No. 154/2001 Coll. and Act No. 158/2001 Coll.,
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2. Act No. 120/1990 Coll., regulating certain relations between trade union organisations
and employers in the wording of Act No. 3/1991 Coll. and Act of the National Council of
the Slovak Republic No. 55/1996 Coll.,

3. Act No. 195/1991 Coll. on severance allowance provided upon termination of
employment relationship in the wording of Act of the National Council of the Slovak
Republic No. 10/1993 Caoll.,

4. Act No. 1/1992 Coll. on wages, remuneration for work stand-by and on average
earning in the wording of Act of the National Council of the Slovak Republic No.
10/1993 Coll., Act of the National Council of the Slovak Republic No. 52/1996 Coll., Act
of the National Council of the Slovak Republic No. 90/1996 Coll., Act No. 248/1997
Coll., Act No. 190/1998 Coll. and Act No. 105/1999 Coll.,

5. Regulation of the Government of the Czechoslovak Socialist Republic No. 75/1982
Coll. on specific supplementary paid holiday for workers working in the underground
depths of coal and lignite mines,

6. Regulation of the Government of the Czechoslovak Socialist Republic No. 25/1985
Coll. on specific supplementary paid holiday for certain workers in organisations of
constructional production,

7. Regulation of the Government of the Slovak Socialist Republic No. 27/1985 Coll. on
different granting of uninterrupted rest in the week for certain workers in the wording of
Regulation of the Government of the Slovak Socialist Republic No. 230/1988 Coll.,

8. Regulation of the Government of the Czechoslovak Socialist Republic No. 99/1987
Coll., on labour-law relations of workers in international economic organisations,

9. Regulation of the Government of the Czechoslovak Socialist Republic No. 223/1988
Coll. implementing the Labour Code in the wording of legislative measures of the Chair
of the Federal Assembly No. 362/1990 Coll., Regulation of the Government of the Czech
and Slovak Federal Republic No. 13/1991 Coll., Act No. 231/1992 Coll., Regulation of
the Government of the Slovak Republic No. 645/1992 Coll., Act of the National Council
of the Slovak Republic No. 162/1993 Coll., Regulation of the Government of the Slovak
Republic No. 190/1994 Coll., Regulation of the Government of the Slovak Republic No.
153/1995 Coll., Act of the National Council of the Slovak Republic No. 330/1996 Coll.
and Act No. 297/1999 Coll.,

10. Regulation of the Government of the Czech and Slovak Federative Republic No.
121/1990 Coll. on labour-law relations with regard to private enterprise of citizens, in the
wording of Regulation of the Czech and Slovak Federative Republic No. 14/1991 Coll.,
Act No. 231/1992 Coll. and Act of the National Council of the Slovak Republic No.
206/1996 Coll.,

11. Regulation of the Government of the Czech and Slovak Federative Republic No.
406/1991 Coll. on prolonged leave for rest in organisations that do not exercise business
activities,

12. Regulation of the Government of the Czech and Slovak Federative Republic No.
43/1992 Coll. on the establishment of minimum wage tariffs and wage allowances for
work in constrained and health detrimental working environments and for night work, in
the wording of Regulation of the Government of the Slovak Republic No. 645/1992 Caoll.,

134



Regulation of the Government of the Slovak Republic No. 249/1993 Coll., Regulation of
the Government of the Slovak Republic No. 84/1996 Coll., Regulation of the
Government of the Slovak Republic No. 2/1998 Coll., Regulation of the Government of
the Slovak Republic 65/1999 Coll., Act No. 105/1999 Coll., Regulation of the
Government of the Slovak Republic 374/1999 Coll. and Regulation of the Government of
the Slovak Republic 299/2000 Coll.,

13. Regulation of the Government of the Slovak Republic No. 294/1997 Coll. on
conditions for settlement of an employer’s expenses for subsidies to wages or pay upon
transfer of an employee to work with lower wages or pay for reasons of quarantine
measures,

14. Regulation of the Government of the Slovak Republic No. 335/1997 Coll., which in
the guidance of wages shall adjust the qualitative indicators, proportionality of growth in
wages to the qualitative indicators, level of regulative levy, data for its calculation,
validity of levy, method of its settlement and evaluated period,

15. Decree of the State Planning Commission No. 62/1966 Coll. on principles for
shortening work time and for arrangement of work and operational modes, in the wording
of Act No. 1/1992 Coll.,

16. Decree of the Ministry of Labour and Social Affairs No. 63/1968 Coll. on principles
for shortening weekly work time and for adopting operational and work modes with a
five-day working week, in the wording of Decree No. 200/1968 Coll., Act No. 188/1988
Coll., Act No. 3/1991 Coll. and Act No. 1/1992 Coll.,

17. Decree of the Ministry of Education No. 140/1968 Coll. on work concessions and
economic security for those studying concurrent to employment, in the wording of Act
No. 188/1988 Coll.,

18. Decree of the Central Council of Trade Unions and the Federal Ministry of Finance
No. 172/1973 Coll. on the release of workers from employment for performance of a
function in the Revolutionary Union Movement in the wording of Decree No. 3/1991
Coll.,

19. Decree of the Federal Ministry of Labour and Social Affairs No. 121/1982 Coll. on
certain adjustments of working time,

20. Decree of the Federal Ministry of Labour and Social Affairs No. 45/1987 Coll. on
principles for reducing working time without reduction in wages for health reasons of
workers under 21 years of age in underground depths of mines in the wording of Act No.
235/1992 Coll.,

21. Decree of the Federal Ministry of Labour and Social Affairs No. 95/1987 Coll. on
supplementary paid holiday for workers working with chemical carcinogens in the
wording of Act No. 235/1992 Coll.,

22. Decree of the Federal Ministry of Labour and Social Affairs No. 96/1987 Coll. on
principles for reducing working time without a reduction in wages for health reasons of
workers working with chemical carcinogens, in the wording of Decree No. 108/1989
Coll. and Act No. 235/1992 Coll.,
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23. Decree of the Federal Ministry of Labour and Social Affairs No. 196/1989 Coll. on
flexible working time, in the wording of Act No. 1/1992 Coll.,

24. Decree of the Federal Ministry of Labour and Social Affairs No. 18/1991 Coll. on
other acts of general interest.

25. Edict of the Federal Ministry of Economy of 12 October, 1990 on Ban on Work in the
Underground of Deep Mines for Workers Younger than 21 Years of Age (registered in
the issue No. 77/1990 Coll.).

8 256
Entry into effect

This Act shall enter into force on 1% April 2002, with the exception of § 5 (2) to (5), and
§ 241 to § 250, which entered into effect upon accession of the Slovak Republic to the
European Union.

Act No. 165/2002 Coll. amending Act No. 313/2001 Coll. on Public Service as amended
by later regulations and amendment of the Act No. 311/2001 Coll., Labour Code entered
into effect on 1% April 2002.

Act No. 408/2002 Coll. amending Act No. 313/2001 Coll. on Public Service, as amended
by later regulations and on amendment of certain Acts, entered into effect on 1% January
2003 with the exception of Articles Il and Il which entered into effect on the day of
promulgation (on 25" July 2002), and Article 1V which entered into effect on 1%
September 2002.

Act No. 413/2002 Coll. on Social Insurance entered into force on 1% July 2003 with the
exception of § 122 (4) which entered into effect upon entering into force of Treaty on
Accession of the Slovak Republic to the European Union, and § 277 which entered into
effect on the day of promulgation.

Act No. 639/2002 Coll. in relation to § 278 point 27 and § 279 of Labour Code.

Act No. 210/2003 Coll. amending Act No. 311/2001 Coll. Labour Code as amended by
later regulations entered into effect on 1% July 2003, with the exception of Article 1, point
6, which entered into effect on the day of entry into force of Treaty on Accession of the
Slovak Republic to the European Union and the one hundred and ninth, one hundred and
tenth, and one hundred and eleventh points, which entered into effect on 1% January 2004.

Act No. 461/2003 Coll. on Social Insurance entered into effect on 1* January 2004 with
the exception of § 122(4) to (6), 123(3) to (5), 8 272(7), § 286(2), § 291(3) to (4) and §
293 which entered into effect on the day of entry into effect on the day of promulgation, 8
120(4) which entered into effect on the day of entry into force of Treaty on Accession of
the Slovak Republic to the European Union.

Act No. 5/2004 Coll. on Employment Services and on amendment of certain Acts entered
into effect on 1% February 2004 (Article 11 of the Act amends certain provisions of the
Labour Code), with the exception of Article | § 72 (9) and (10) which entered into effect
on the day of entry into effect on the day of promulgation, 8 120(4) which entered into
effect on the day of entry into force of Treaty on Accession of the Slovak Republic to the
European Union.
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Act No. 365/2004 Coll. on Equal Treatment in Certain Areas and on the Protection
against Discrimination and on Amending and Supplementing Certain Acts
(Antidiscrimination Act) entered into effect on 1% July 2004 (Article Il of the Acts
amends § 13 of the Labour Code).

Act No. 82/2005 Coll. on Illegal work and Illegal Employment, and on amendment of
certain Acts, entered into force on 1% April 2005 (Article IV of the Act amends certain
provisions of the Labour Code) with the exception of Article 1l and V which entered into
effect on 1* February 2006.

Act No. 131/2005 Coll. amending the Act No. 553/2003 Coll. on the Remuneration of
Certain Employees Performing in Public Interest and on amendment of certain Acts, as
amended by later regulations and on amendment of the Act No. 311/2001 Coll. the
Labour Code, as amended by later regulations, entered into effect on 1% July 2005
(Article 11 of the Act amends § 103(3) of the Labour Code).

Act No. 244/2005 Coll. amending the Act No. 280/2002 Coll. on the Parental Allowance
as amended by later regulations, and on amendment of certain Acts, entered into effect on
1% July 2005 (Article 1V of the Act amends the Labour Code with the exception of Article
Il point 10 which entered into effect on the day of promulgation.

Act No. 570/2005 Coll. on the Conscription duty and on amendment of certain Acts,
entered into effect on 1% January 2006 (Article V of the Act amends the Labour Code).

Act No. 124/2006 Coll. on Safety and Protection of Health at Work and on amendment of
certain Acts, entered into effect on 1% July 2006 (Article IV of the Act amends the Labour
Code).

Act No. 231/2006 Coll. amending the Act No. 312/2001 Coll. on Civil Service and on
amendment of certain Acts as amended by later regulations, entered into effect on 1% June
2006 (Avrticle 11 of the Act amends the Labour Code).

Act No. 348/2007 Coll. amending the Act No. 311/2001 Coll. Labour Code as amended
by later regulations, and on amendment of certain Acts, entered into effect on 1%
September 2007, except from Article IV the second and third point that entered into
effect on 1% January 2008.

Act No. 200/2008 Coll. amending the Act No. 311/2001 Coll. Labour Code as amended
by later regulations entered into effect on the date of promulgation.

Act No. 460/2008 Coll. amending acts within the competence of the Ministry of Labour,
Social Affairs and Family with regard to the changeover to the euro in the Slovak
Republic entered into effect on 1% January 2009.

Act No. 49/2009 Coll. amending Act No. 5/2004 Coll. on Employment Services and the
amendment of certain acts, as amended by later regulations, and amending Act No.
311/2001 Coll. the Labour Code, as amended by later regulations entered into effect on
1* March 2009.

Act No. 184/2009 Coll. on Vocation Education and Preparation and the amendment of
certain acts (Article 11 amends Act No. 311/2001 Coll. Labour Code) entered into effect
on 1% September 2009.
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Act No. 574/2009 Coll. on the amendment of Act No. 311/2002 Coll. Labour Code as
amended by later regulations entered into effect on 1% March 2010.

Act No. 543/2010 Coll. by which amends and supplements the Act No. 461/2003 Coll. on
social insurance as amended by later regulations and the amendment of certain acts
(Article VI amends Act No. 311/2001 Coll. Labour Code) entered into effect on 1°
January 2011.

Act No. 48/2011 Coll. by which amends and supplements the Act No. 311/2001 Coll.
Labour Code as amended by later regulations and the amendment of certain acts (Article
| amends Act No. 311/2001 Coll. Labour Code) entered into effect on 1% April 2011 with
the exception of Article | fifth point, tenth to twenty first points, which shall enter into
effecton 6 June 2011.

Act No. 257/2011 Coll. by which amends and supplements the Act No. 311/2001 Coll.
Labour Code as amended by later regulations and the amendment of certain acts (Article
| amends Act No. 311/2001 Coll. Labour Code) entered into effect on 1"September 2011
with the exception for the eighty-eighth point in Article | and the first and fourth point in
Acrticle VI, which shall enter into effect on 1 January 2012.

Act No. 406/2011 Coll. on Volunteering and by which amends and supplements the Act
No. 311/2001 Coll. Labour Code as amended by later regulations and the amendment of
certain acts (Article 11 amends Act No. 311/2001 Coll. Labour Code) entered into effect
on 1% December 2011.

Act No. 512/2011 Coll. by which supplements the Act No. 578/2004 Coll. on Providers
of Health Care, Health Care Personnel, Professional Organisations in Health Care and on
the amendment of certain acts, as amended by later regulations and on the amendment of
certain acts (Article 11 amends Act No. 311/2001 Coll. Labour Code) entered into effect
on 1* January 2012.

Act No. 251/2012 Coll. on Energetics and by which amends and supplements the Act No.
311/2001 Coll. Labour Code as amended by later regulations and the amendment of
certain acts (Article 11 amends Act No. 311/2001 Coll. Labour Code) entered into effect
on 1% September 2012.

Act No. 252/2012 Coll. by which amends and supplements the Act No. 461/2003 Coll. on
Social Insurance as amended by later regulations and the amendment of certain acts
(Article 11 amends Act No. 311/2001 Coll. Labour Code) entered into effect on 1°
January 2013.

Act No. 345/2012 Coll. on Some Measures in Local State Administration and by which
amends and supplements the Act No. 311/2001 Coll. Labour Code as amended by later
regulations and the amendment of certain acts (Article Il amends Act No. 311/2001 Coll.
Labour Code) entered into effect on 1% January 2013.
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Act No. 361/2012 Coll. by which amends and supplements the Act No. 311/2001 Coll.
Labour Code as amended by later regulations and the amendment of certain acts (Article
Il amends Act No. 311/2001 Coll. Labour Code) entered into effect on 1% January 2013.

President of the Slovak Republic s. m.
President of the National Council of the Slovak Republic s. m.
Prime Minister of the Slovak Republic s. m.

Annex No. 1 to Act No. 311/2001 Coll.
Ratings of degrees of difficulty of work posts

Work posts are, according to the rate of complexity, responsibility and laboriousness of
work for qualification of employee, determined by ratings as follows:

a) work post corresponding to the first degree of difficulty of work is characterised by the
performance of assistant, preparatory or handling works according to exact procedures
and instructions;

b) work post corresponding to the second degree of work difficulty is characterised by the
performance of purposeful service repetitive work or professional repetitive controllable
work according to set procedures or operating regimes or works connected with material
responsibility; performance of simple craft works; performance of sanitary work in health
care; performance of repeated, controllable works of administrative, economic-
administrative, operating-technical or economic kind according to instructions or set
procedures;

c) work post corresponding to the third degree of work difficulty is characterised by
performance of various professional or purposeful professional works or independent
execution of less complicated agendas; independent performance of individual creative
craft works; management or operative execution of the work of equipment or operating
processes connected with higher intellectual exertion with possible responsibility for
health and safety of other persons or for damages recoverable only with difficulty;

d) work post corresponding to the fourth degree of work difficulty are characterised by
the independent execution of professional agendas or the performance of partial
conceptual, systematic and methodical works connected with higher intellectual exertion;
provision of health care, expert activities in health care with responsibility for the health
of people; management, organisation or the coordination of complicated processes or an
extensive range of very complicated equipment with possible responsibility for the lives
and health of other persons;
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e) work post corresponding to the fifth degree of work difficulty are characterised by
performance of specialised systematic, conceptual, creative or methodical works with
high intellectual exertion; complete organisation of the most complicated sections and
agendas with determination of new procedures within the system; the performance of
expert and specialised activity in the a relevant area of health care with responsibility for
the health of people; management, organisation and coordination of very complicated
processes and systems including selection and optimisation of procedures and means of
solution;

f) work post corresponding to the sixth degree of work difficulty are characterised by the
solution of creative tasks in an unusual way with unspecified outputs with high rate of
responsibility for damages with the broadest social consequences; the provision of
specialised and certified activities in health care with responsibility for people's health
and lives; management, organisation and coordination of the most complicated systems
with responsibility for unrecoverable material and moral damages with considerable
demands on the capacity to solve complicated and conflictive situations usually
connected with general threat to the broadest group of persons.

Annex No. 1a to Act No. 311/2001 Coll.

Types of retail sales whose performance may be assigned to employees or agreed
with employees on the days stipulated in the law

1. retail sales at petrol stations with fuels and lubricants,

2. retail sales and the filling of prescriptions in pharmacies,

3. retail sales at airports, harbours, other public transport facilities and hospitals,
4. the sale of travel tickets,

5. the sale of souvenirs.

Annex No. 2 to Act No. 311/2001 Coll.
The list of transposed legally binding acts of the European Union

1. Council Directive 91/383/EEC of 25 June 1991 supplementing the measures to
encourage improvements in the safety and health at work of workers with a fixed-
duration employment relationship or a temporary employment relationship (OJ L
206, 29.7.1991).

2. Council Directive 91/533/EEC of 14 October 1991 on an employer's obligation to
inform employees of the conditions applicable to the contract or employment
relationship (OJ L 288, 18.10.1991)

3. Council Directive 92/85/EEC of 19 October 1992 on the introduction of measures
to encourage improvements in the safety and health at work of pregnant workers
and workers who have recently given birth or are breastfeeding (tenth individual
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10.

11.

12.

13.

14.

15.

16.

Directive within the meaning of Article 16 (1) of Directive 89/391/EEC) (OJ L
348, 28.11.1992)

Council Directive 94/33/EC of 22 June 1994 on the protection of young people at
work (OJ L 216, 20.8.1994)

Council Directive 94/45/EC of 22 September 1994 on the establishment of a
European Works Council or a procedure in Community-scale undertakings and
Community-scale groups undertakings for the purposes of informing and
negotiating employees (OJ L 254, 30.9.1994) as amended by Council Directive
97/74/EC of 15 December 1997 (OJ L 10, 16.1.1998) and as amended by Council
Directive 2006/109/EC of 20 November 2006 (OJ L 363, 20.12.2006).

Council Directive 96/34/EC on the framework agreement on parental leave
concluded by UNICE, CEEP and the ETUC (OJ L 145, 19.6.1996) as amended by
Council Directive 97/75/EC of 15 December 1997 (OJ L 10, 16.1.1998).

Directive 96/71/EC of the European Parliament and of the Council of 16
December 1996 concerning the posting of workers in the framework of the
provision of services (OJ L 18, 21.1.1997)

Council Directive 97/81/EC of 15 December 1997 concerning the Framework
Agreement on part-time work concluded by UNICE, CEEP and the ETUC (OJ L
14, 20.1.1998) as amended by Council Directive 98/23/EC of 7 April 1998 (OJ L
131, 5.5.1998).

Council Directive 98/59/EC of 20 July 1998 on the approximation of the laws of
the Member States relating to collective redundancies (OJ L 225, 12.8.98).
Council Directive 99/70/EC  of 28 June 1999 concerning the framework
agreement on fixed-term work concluded by ETUC, UNICE and CEEP (OJ L 14,
20.01.1998)

Council Directive 2000/43/EC of 29 June 2000 implementing the principle of
equal treatment between persons irrespective of racial or ethnic origin (OJ L 180,
19.07.2000).

Council Directive 2000/78/EC of 27 November 2000 establishing a general
framework for equal treatment in employment and occupation (OJ L 303,
2.12.2000)

Council Directive 2001/23/EC of 12 March 2001 on the approximation of the
laws of the Member States relating to the safeguarding of employees' rights in the
event of transfers of undertakings, businesses or parts of undertakings or
businesses. (OJ L 82, 22.3.2001).

Directive 2002/14/EC of the European Parliament and of the Council of 11 March
2002 establishing a general framework for informing and negotiating employees
in the European Community (OJ L 80, 23.3.2002).

Directive 2003/88/EC of the European Parliament and of the Council of 4
November 2003 concerning certain aspects of the organisation of working time
(OJ L 299, 18.11.2003)

Directive 2006/54/EC of the European Parliament and of the Council of 5 July
2006 on the implementation of the principle of equal opportunities and equal
treatment of men and women in matters of employment and occupation (recast)
(OJ L204, 26.7.2006, p. 23).
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17. Directive 2008/94/EC of the European Parliament and of the Council of 22
October 2008 on the protection of employees in the event of the insolvency of
their employer (codified version) (OJ L 283, 28. 10. 2008).

18. Directive 2008/104/EC of the European Parliament and of the Council of 19
November 2008 on temporary agency work (OJ L 327, 5. 12. 2008).

19. Directive 2009/38/EC of the European Parliament and of the Council of 6 May

2009 on the establishment of a European Works Council or a procedure in

Community-scale undertakings and Community-scale groups of undertakings for the

purposes of informing and negotiating employees (Recast) (OJ EU L 122, 16 May

2009).

20. Council Directive 2010/18/EU of 8 March 2010 implementing the revised

Framework Agreement on parental leave concluded by BUSINESSEUROPE,

UEAPME, CEEP and ETUC and repealing Directive 96/34/EC (OJ EU L 68, 18

March 2010).

Translation:
Ministry of Labour, Social Affairs and Family of the Slovak Republic - Foreign Relations and Protocol
Department

Bratislava
February 2013
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311/2001 Z. z.
ZAKON
z 2. jala 2001

ZAKONNIK PRACE
Zmena: 165/2002 Z.
Zmena: 408/2002 Z.
Zmena: 210/2003 Z.
Zmena: 461/2003 Z.
Zmena: 5/2004 Z. z.
Zmena: 365/2004 Z.
Zmena: 82/2005 Z. z.
Zmena: 131/2005 Z.
Zmena: 244/2005 Z.
Zmena: 570/2005 Z.
Zmena: 124/2006 Z.
Zmena: 231/2006 Z.
Zmena: 348/2007 Z.
Zmena: 200/2008 Z.
Zmena: 460/2008 Z.
Zmena: 49/2009 Z. z.
Zmena: 184/2009 Z. z.
Zmena: 574/2009 Z. z.
Zmena: 543/2010 Z. z.
Zmena: 48/2011 Z. z.
Zmena: 257/2011 Z.
Zmena: 406/2011 Z.
Zmena: 512/2011 Z.
Zmena: 251/2012 Z.
Zmena: 252/2012 Z.
Zmena: 345/2012 Z.
Zmena: 361/2012 Z.
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PREHLAD
Zakonnika prace

Zakladné zasady CI. 1 — 11

PRVA CAST VSEOBECNE USTANOVENIA
Posobnost’ Zakonnika prace § 1 — 6
Zamestnavatel’ § 7 — 10

Zamestnanec § 11
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Zéstupcovia zamestnancov § 11a

Zéstupcovia zamestnancov § 12

Z&kaz diskriminacie § 13— nadpis zruseny od 1. jula 2004
Riesenie sporov § 14

Pravne ukony § 15 — 16

Neplatnost’ pravneho ukonu § 17

Zmluva 8 18 — 19

Zabezpecenie prav a povinnosti
z pracovnopravnych vzt'ahov § 20

Platobna neschopnost’ zamestnavatel’a
a uspokojovanie narokov zamestnancov
z pracovneho pomeru pri platobnej
neschopnosti zamestnavatel'a § 21
Informacné povinnost’ § 22

§ 23 az § 26 saruSia od 1. januara 2004

Prechod préav a povinnosti
z pracovnopravnych vztahov § 27 — 31

Dohoda o spornych narokoch § 32 — 34
Smrt’ zamestnanca § 35

Zanik prava § 36

Pocitanie casu § 37

Dorucovanie § 38

Vyklad niektorych pojmov § 39 — 40
DRUHA CAST PRACOVNY POMER
Predzmluvné vztahy § 41

Pracovna zmluva § 42 — 44
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Skasobna doba § 45

Vznik pracovného pomeru 8 46

Povinnosti vyplyvajlce z pracovného pomeru § 47
Pracovny pomer na urcita dobu § 48

Pracovny pomer na krat$i pracovny ¢as § 49 — 50
Delené pracovné miesto § 49a

Vedl'ajsia ¢innost’ § 51- zruseny od 1. jula 2003
Domacka préaca a telepraca § 52

Zamestnanec vykonavajici duchovensku ¢innost’ § 52a

Uzatvorenie pracovnej zmluvy so ziakom strednej odbornej skoly
alebo so ziakom odborného ucilist'a 8 53

Dohoda o zmene pracovnych podmienok § 54
Preradenie na in pracu § 55 — 56

Pracovna cesta § 57

Docasné pridelenie § 58, § 58a, § 58b
Skonéenie pracovného pomeru 8 59

Dohoda o skonéeni pracovného pomeru § 60
Vypoved § 61

Vypovedna doba § 62

Vypoved danéd zamestnavatel'om § 63

Zékaz vypovede § 64
§ 65 zruSeny od 1. septembra 2007

Vypoved’ dand zamestnancom § 67

Okamzité skon¢enie pracovného pomeru § 68 — 70
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Skoncenie pracovného pomeru dohodnutého
na urcita dobu § 71

Skoncenie pracovného pomeru v skuSobnej
dobe § 72

Hromadné prepustanie § 73

Ucast’ zastupcov zamestnancov
pri skonceni pracovného pomeru § 74

Pracovny posudok a potvrdenie o zamestnani § 75
Odstupné § 76
Odchodné § 76a

Néroky z neplatného skoncenia pracovného
pomeru § 77 — 80

Z&kladné povinnosti zamestnanca 8§ 81

Z&kladné povinnosti vedlcich zamestnancov § 82

Vykon inej zarobkovej ¢innosti § 83

Obmedzenie zarobkovej ¢innosti po skon¢eni pracovnéeho pomeru § 83a
Pracovny poriadok § 84

TRETIA CAST PRACOVNY CAS A DOBA ODPOCINKU
Pracovny cas § 85 - 885a

Rovnomerné rozvrhnutie pracovného ¢asu § 86
Nerovnomerné rozvrhnutie pracovného Casu § 87

Konto pracovného ¢asu 8§ 87a

Pruzny pracovny ¢as § 88 a 89

Zaciatok a koniec pracovného ¢asu § 90

Prestavky v praci § 91
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Nepretrzity denny odpocinok § 92

Nepretrzity odpocinok v tyzdni § 93

Dni pracovného pokoja § 94 — 95

Pracovna pohotovost’ § 96

Pracovna pohotovost’ pri pruznom pracovnom case § 96a
Nahrada za stratu ¢asu § 96b

Praca nadcas § 97

Nocna praca § 98

Evidencia § 99

Dovolenka § 100

Dovolenka za kalendarny rok § 101 - 104

Zékladna vymera dovolenky § 103

Dovolenka pri pruznom pracovnom case § 104a
Dovolenka za odpracované dni § 105

Dodatkové dovolenka § 106 — 107

Dalsia dovolenka § 108 zruseny od 1. januara 2004
Kratenie dovolenky § 109

Spolo¢né ustanovenia o dovolenke § 110 — 117
STVRTA CAST MZDA A PRIEMERNY ZAROBOK
Mzda § 118 — 119

Mzda za rovnaku pracu a za pracu rovnakej hodnoty § 119a
Minimalne mzdové naroky § 120

Mzda za pracu nadcas § 121
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Mzda a ndhrada mzdy za sviatok § 122
Mzdové zvyhodnenie za no¢nu pracu § 123

Mzdové zvyhodnenie za pracu v stazenom
a zdraviu Skodlivom pracovnom prostredi § 124

Mzda pri vykone inej prace § 125

Mzda pri chybnej praci § 126 zruSeny od 1. septembra 2007

Naturalna mzda § 127

Mzda v cudzej mene § 128

Splatnost mzdy § 129

Vyplata mzdy § 130

Zrazky zo mzdy a poradie zrazok § 131 — 132

Normovanie prace § 133

Priemerny zarobok na pracovnopravne tcely § 134 — 135

PIATA CAST PREKAZKY V PRACI

Prekazky z dovodov vSeobecného zaujmu § 136 — nadpis zruSeny od 1. jala 2003
Iné tkony vo vSeobecnom zaujme § 137 — nadpis zruseny od 1. jala 2003

Néahrada mzdy pri vykone ob¢ianskej povinnosti,
a inom ukone vo v§eobecnom zaujme § 138 nadpis zruSeny od 1. septembra 2007

Prekézka v praci z dovodu dobrovol'nickej ¢innosti § 138a

Néahrada mzdy pri plneni brannej povinosti a pri plneni
Uloh odbornej pripravy v ozbrojenych silach § 139

Stadium popri zamestnani a d’alsie vzdelavanie § 140
Délezité osobné prekazky v préci § 141
Docasné prerusenie vykonu prace § 141a

Prekazky na strane zamestnavatel'a § 142

149



Prekazky v praci pri pruznom pracovnom Case § 143
Spolo¢né ustanovenie o prekazkach v praci § 144
Vykon préce § 144a

Néhrady vydavkov poskytované zamestnancom
v savislosti s vykonom prace § 145

SIESTA CAST OCHRANA PRACE
Ochrana prace § 146

Povinnosti zamestnavatel'a § 147
Préva a povinnosti zamestnancov § 148

Kontrola odborovym organom § 149
Inspekcia prace § 150
SIEDMA CAST SOCIALNA POLITIKA ZAMESTNAVATELA

Pracovné podmienky a Zivotné podmienky
zamestnancov § 151

Stravovanie zamestnancov § 152

Vzdelavanie zamestnancov 8§ 153 — 155
Zabezpecenie zamestnanca pri docasnej
pracovnej neschopnosti, v starobe

a zamestnavanie po navrate do prace § 156 — 157

Zamestnanec so zdravotnym postihnutim § 158 — 159

Pracovné podmienky Zien a muzov
starajucich sa o deti § 160 — 162

Skoncenie pracovného pomeru § 163 — zruseny od 1. septembra 2007
Uprava pracovného ¢asu § 164 — 165
Materska dovolenka a rodicovska dovolenka § 166 — 169

Prestavky na dojcenie § 170
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Pracovné podmienky mladistvych zamestnancov § 171 — 173

Zakaz prace nadcas, prace v noci a pracovnej
pohotovosti § 174

Préace zakazané mladistvym zamestnancom 8 175
Lekéarska preventivna prehliadka vo vzt'ahu k praci 8 176
OSMA CAST NAHRADA SKODY

Predchadzanie skodam § 177 — 178

Vseobecna zodpovednost’ zamestnanca
za Skodu § 179 — 181

Zodpovednost’ zamestnanca za schodok
na zverenych hodnotach, ktoré je zamestnanec
povinny vyuctovat’ § 182 — 184

Zodpovednost’ zamestnanca za stratu
zverenych predmetov § 185

Rozsah a sposob nahrady skody § 186 — 189
§ 190 zruseny od 1. septembra 2007

Vseobecna zodpovednost’ zamestnavatel’a
za Skodu § 192

Zodpovednost’ zamestnavatel’a za Skodu
na odloZenych veciach § 193

Zodpovednost’ zamestnavatela pri odvracani
Skody § 194

Zodpovednost’ zamestnavatel'a za Skodu
pri pracovnom Uraze a pri chorobe z povolania § 195 — 198

§ 199 az § 213 zruSené od 1. januara 2004
§ 214 zruseny od 1. septembra 2009
Zodpovednost’ za Skodu v niektorych osobitnych pripadoch § 215

§ 216 zruseny od 1. septembra 2007
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Spolo¢né ustanovenia o zodpovednosti
zamestnavatela § 217 — 219

Plnenie pracovnych uloh a priama stvislost’ s nim § 220 — 221
Bezd6vodné obohatenie § 222

DEVIATA CAST DOHODY O PRACACH VYKONAVANYCH
MIMO PRACOVNEHO POMERU

Dohody o pracach vykonavanych mimo
pracovného pomeru § 223 — 225

Dohoda o vykonani prace § 226

Dohoda o pracovnej ¢innosti § 226a — zruseny od 1. jula 2003
Dohoda o brigaddnickej praci Studentov § 227 — 228

Dohoda o pracovnej ¢innosti § 228a

DESIATA CAST KOLEKT{VNE PRACOVNOPRAVNE VZTAHY

Ucast’ zamestnancov v pracovnopravnych
vztahoch a jej formy § 229

Odborova organizécia § 230 — 232
Zamestnanecka rada a zamestnanecky dévernik § 233

Vol’ba ¢lenov zamestnaneckej rady, vol'ba zamestnaneckého
dovernika a volebné obdobie § 234 — nadpis zruseny od 1. jala 2003

8 235 — nadpis zruseny od 1. jula 2003

8 236 — nadpis zruseny od 1. jula 2003

Prerokovanie § 237 — nadpis zruseny od 1. jula 2003

Pravo na informécie § 238

Kontrolna ¢innost’ § 239

Podmienky ¢innosti zastupcov zamestnancov a ich ochrana § 240

Pravo na nadnarodné informécie
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a na prerokovanie 8 241 — 243

Podmienky zriadenia eurdpskej zamestnaneckej
rady alebo zavedenia iného postupu informovania
zamestnancov a prerokovania s nimi § 243a
Osobitny vyjednévaci organ § 244

Dohoda o zriadeni eurdpskej zamestnaneckej rady§ 245

Dohoda o zavedeni iného postupu informovania
zamestnancov a prerokovania s nimi § 245a

Eurdpska zamestnanecka rada ustanovena
podla zakona § 246

Zlozenie europskej zamestnaneckej rady
ustanovenej podl'a zakona § 247

Informovanie eurdpskej zamestnaneckej rady
ustanovenej podl'a zakona a prerokovanie s nou § 248

Informovanie zastupcov zamestnancov zamestnavatel'a
na Uzemi Slovenskej republiky a sp6sob prepojenia
medzi nadnarodnou a narodnou uroviiou § 249
Ochrana informacii § 249a

Ochrana ¢lenov osobitného vyjednavacieho

organu, ¢lenov europskej zamestnaneckej rady

a zastupcov zamestnancov zabezpecujucich

iny postup informovania zamestnancov

a prerokovania s nimi § 250

Postup pri zmene Struktury zamestnavatela § 250a
JEDENASTA CAST PRECHODNE A ZAVERECNE USTANOVENIA
Prechodné ustanovenia § 251 — 254

ZavereCné ustanovenia § 254a

ZruSovacie ustanovenia § 255

U¢innost’ § 256

153



PRILOHY:

Priloha €. 1: Charakteristiky stupfiov naro¢nosti pracovnych miest

Priloha ¢. la: Maloobchodny predaj, pri ktorom mozno zamestnancovi nariadit’ alebo
s nim dohodnut’ pracu v dinoch ustanovenych zdkonom

Priloha ¢. 2: Zoznam preberanych pravne zavéznych aktov Eurdpskej Unie

Narodné rada Slovenskej republiky sa uzniesla na tomto zakone:

ZAKLADNE ZASADY
CL1

Fyzické osoby maju pravo na pracu a na slobodni vol'bu zamestnania, na spravodlivé a
uspokojivé pracovné podmienky a na ochranu proti svojvol'nému prepusteniu zo
zamestnania v sulade so zasadou rovnakého zaobchadzania ustanovenou pre oblast’
pracovnopravnych vztahov osobitnym zakonom o rovnakom zaobchadzani v niektorych
oblastiach a o ochrane pred diskrimindciou a 0 zmene a doplneni niektorych zakonov
(antidiskrimina¢ny zakon). Tieto prdva im patria bez akychkolvek obmedzeni a
diskriminacie z dbvodu pohlavia, manzelského stavu a rodinného stavu, sexualnej
orientacie, rasy, farby pleti, jazyka, veku, nepriaznivého zdravotného stavu alebo
zdravotného postihnutia, genetickych vlastnosti, viery, ndbozZenstva, politického alebo
iného zmyslania, odborovej €innosti, narodného alebo socidlneho pdvodu, prislusnosti
k narodnosti alebo etnickej skupine, majetku, rodu alebo iného postavenia s vynimkou
pripadu, ak rozdielne zaobchddzanie je odévodnené povahou ¢innosti vykonavanych v
zamestnani alebo okolnostami, za ktorych sa tieto ¢innosti vykonavaju, ak tento dovod
tvori skutocnu a rozhodujicu poziadavku na zamestnanie pod podmienkou, ze ciel’ je
legitimny a pozZiadavka primerana. 5
ClL2

Pracovnopravne vztahy podla tohto zdkona moéZu vznikat' len so sthlasom fyzickej
0soby a zamestnavatel'a. Zamestnavatel' ma pravo na slobodny vyber zamestnancov v
potrebnom pocte a Struktire a ur€ovat podmienky a sposob uplatnenia tohto prava, ak
tento zakon, osobitny predpis alebo medzinarodna zmluva, ktorou je Slovenska republika
viazana, neustanovuje inak. VVykon prav a povinnosti vyplyvajucich z pracovnopravnych
vzt'ahov musi byt v sulade s dobrymi mravmi; nikto nesmie tieto prava a povinnosti
zneuzivatt na Skodu druhého ucCastnika pracovnoprdvneho vztahu alebo
spoluzamestnancov.
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CL3

Zamestnanci maju pravo na mzdu za vykonanu pracu, na zaistenie bezpecnosti a ochrany
zdravia pri praci, na odpo¢inok a zotavenie po praci. Zamestnavatelia su povinni
poskytovat’ zamestnancom mzdu a utvarat’ pracovné podmienky, ktoré zamestnancom
umoziuji ¢o najlepsi vykon prace podla ich schopnosti a vedomosti, rozvoj tvorivej
iniciativy a prehlbovanie kvalifikécie.

CL4

Zamestnanci alebo zéstupcovia zamestnancov maju pravo na poskytovanie informacii o
hospodarskej a finanénej situacii zamestnavatela a o predpokladanom vyvoji jeho
¢innosti, a to zrozumitelnym sposobom a vo vhodnom c¢ase. Zamestnanci sa mdzu
vyjadrovat’ a predkladat’ svoje navrhy k pripravovanym rozhodnutiam zamestnéavatela,
ktoré mozu ovplyvnit’ ich postavenie v pracovnopravnych vztahoch.

CL5

Zamestnanci a zamestnavatelia su povinni riadne plnit’ svoje povinnosti vyplyvajuce z
pracovnopravnych vztahov.
CL6

Zeny a muzi maju pravo na rovnaké zaobchadzanie, ak ide o pristup k zamestnaniu,
odmeniovanie a pracovny postup, odborné¢ vzdelavanie a o pracovné podmienky.
Tehotnym Zenam, matkdm do konca deviateho mesiaca po porode a doj¢iacim Zenam sa
zabezpecuju pracovné podmienky, ktoré chrania ich biologicky stav v stvislosti s
tehotenstvom, narodenim diet’at’a, starostlivostou o dieta po porode a ich osobitny vztah
s dietatom po jeho narodeni. Zendm a muZom sa zabezpeuju pracovné podmienky,
ktoré im umoznuji vykonavat’ spolo¢ensku funkciu pri vychove deti a pri starostlivosti o
ne.
ClL7

Mladistvi maju pravo na pripravu na povolanie a zabezpeéenie pracovnych podmienok
umoziujucich rozvoj ich telesnych a duSevnych schopnosti.

CL. 8

Zamestnavatelia st povinni robit opatrenia v zdujme ochrany Zzivota a zdravia
zamestnancov pri praci a zodpovedaji podla tohto zidkona za Skody spOsobené
zamestnancom pracovnym Urazom alebo chorobou z povolania. Zamestnanci maju pravo
na hmotné zabezpeCenie pri neschopnosti na pracu, v starobe a v suvislosti s
tehotenstvom a rodiCovstvom na zdklade predpisov o socidlnom zabezpeceni.
Zamestnancom so zdravotnym postihnutim zamestnavatel zabezpeCuje pracovné
podmienky umoziujuce im uplatnit’ a rozvijat’ ich schopnosti na pracu s ohl'adom na ich
zdravotny stav. Pracovnopravne vzt'ahy su v ¢ase neschopnosti zamestnancov na pracu z
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dévodov choroby, Urazu, tehotenstva alebo materstva a rodi¢ovstva vo zvySenej miere
chranené zakonom.

W

CL9

Zamestnanci a zamestnavatelia, ktori si poSkodeni poruSenim povinnosti vyplyvajtcich z
pracovnopravnych vztahov, mézu svoje prava uplatnit’ na sude. Zamestnavatelia nesmu
znevyhodnovat a poSkodzovat zamestnancov preto, ze zamestnanci uplatiiujii svoje
prava vyplyvajice z pracovnopravnych vzt'ahov.

C1. 10

Zamestnanci a zamestnavatelia maju pravo na kolektivne vyjednavanie; v pripade
rozporu ich zaujmov zamestnanci maji pravo na Strajk a zamestnavatelia maji pravo na
vyluku. Odborové organy sa zucastiuju na pracovnopravnych vztahoch vratane
kolektivneho vyjednavania. Zamestnanecka rada alebo zamestnanecky ddvernik sa
zucastiiuji na pracovnopravnych vztahoch za podmienok ustanovenych zdkonom.
Zamestnavatel' je povinny umoznit odborovému organu, zamestnaneckej rade alebo
zamestnaneckému dévernikovi posobit’ na pracoviskach.

CL 11

Zamestnavatel moze o zamestnancovi zhromazd’ovat’ len osobné Udaje suvisiace s
kvalifikaciou a profesiondlnymi skisenostami zamestnanca a udaje, ktoré moézu byt
vyznamné z hladiska prace, ktori zamestnanec ma vykonavat, vykonava alebo
vykonaval.

PRYA CAST
VSEOBECNE USTANOVENIA

P6sobnost’ Zakonnika prace

§1

(1) Tento zékon upravuje individudlne pracovnopravne vztahy v suvislosti s vykonom
zavislej prace fyzickych osdb pre pravnické osoby alebo fyzické osoby a kolektivne
pracovnopravne vztahy.

(2) Zavisla praca je praca vykondvand vo vztahu nadriadenosti zamestndvatela a
podriadenosti zamestnanca, osobne zamestnancom pre zamestnavatela, podl'a pokynov
zamestnavatela, v jeho mene, v pracovnom c¢ase urenom zamestnavatelom, za mzdu
alebo odmenu.

(3) Zavisla praca moze byt vykonavana vylu¢ne v pracovnom pomere, v obdobnom
pracovnom vztahu alebo vynimocne za podmienok ustanovenych v tomto zakone aj v
inom pracovnopravnom vztahu. Zavisld praca nemodze byt vykondvanid v zmluvnom
ob¢ianskopravnom vztahu alebo v zmluvnom obchodnopravnom vztahu podla
osobitnych predpisov.
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(4) Ak tento zakon v prvej Casti neustanovuje inak, vzt'ahuju sa na pravne vztahy podla
odseku 1 v8eobecné ustanovenia Obcianskeho zakonnika.

(5) Pracovnopravne vztahy vznikaji najskor od uzatvorenia pracovnej zmluvy alebo
dohody o praci vykonavanej mimo pracovného pomeru, ak tento zakon alebo osobitny
predpis neustanovuje inak.

(6) V pracovnopravnych vztahoch mozno upravit’ podmienky zamestnania a pracovné
podmienky zamestnanca vyhodnejSie ako to wupravuje tento zakon alebo iny
pracovnopravny predpis, ak to tento zakon alebo iny pracovnopravny predpis vyslovne
nezakazuje alebo ak z povahy ich ustanoveni nevyplyva, Ze sa od nich nemozno odchylit’.

§2

(1) Na pravne vztahy pri vykone S$tatnej sluzby sa vztahuje tento zdkon, len ak to
ustanovuje osobitny predpis.

(2) Na pravne vztahy vyplyvajliice z vykonu verejnej funkcie sa vztahuje tento zakon, ak
to vyslovne ustanovuje alebo ak to ustanovuje osobitny predpis.

83

(1) Pracovnopravne vztahy zamestnancov pri vykone prace vo verejnom zaujme sa
spravuju tymto zdkonom, ak osobitny predpis neustanovuje inak.

(2) Pracovnopravne vztahy zamestnancov, ktori st povinni zabezpecit sulad podla
osobitného predpisu, a zamestnancov pracujucich v prevadzke, udrzbe a rozvoji
plynarenskej prepravnej siete, ktori si v priamej riadiacej posobnosti Statutarneho organu
prevadzkovatel'a plynarenskej prepravnej siete, zamestnancov v doprave, zamestnancov
vykonavajucich zdravotnicke povolanie, ¢lenov posadok lodi plavajucich pod Statnou
vlajkou Slovenskej republiky, zamestnancov stukromnych bezpecnostnych sluzieb a
profesionalnych Sportovcov sa spravuji tymto zdkonom, ak osobitny predpis
neustanovuje inak.

(3) Pracovnopravne vztahy zamestnancov cirkvi a nabozenskych spolocnosti, ktori
vykonéavaju duchovensku ¢innost’, sa spravuji tymto zdkonom, ak tento zdkon, osobitny
predpis, medzinarodnd zmluva, ktorou je Slovenska republika viazana, zmluva
uzatvorena medzi Slovenskou republikou a cirkvami a nabozenskymi spolo¢nostami
alebo vnutorné predpisy cirkvi a ndboZenskych spolo¢nosti neustanovuju inak.

§4

Pracovnopravne vzt'ahy medzi druZzstvom a jeho ¢lenmi sa spravuji tymto zdkonom, ak
osobitny predpis neustanovuje inak.

85
A Avne vz 7l z Y Avajucimi Acu uzemi
1) Pracovnopravne vztahy medzi zamestnancami konavajucimi pracu na uvzemi

Slovenskej republiky a zahranicnym zamestnavatel'om, ako aj medzi cudzincami a
osobami bez Statnej prislusnosti pracujucimi na uzemi Slovenskej republiky a
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zamestnavatel'mi so sidlom na Uzemi Slovenskej republiky sa spravuju tymto zdkonom,
ak pravne predpisy 0 medzinarodnom prave sukromnom neustanovujd inak.

(2) Pracovnopravne vztahy zamestnancov, ktorych zamestnavatelia vysielaju na vykon
prac z tzemia Clenského statu Eurdpskej unie na Gzemie Slovenskej republiky, sa
spravuju tymto zdkonom, osobitnymi predpismi alebo prislusnou kolektivhou zmluvou,
ktoré upravuju

a) dizku pracovného ¢asu a odpoginok,
b) dizku dovolenky,
¢) minimalnu mzdu, minimalne mzdové naroky a mzdove zvyhodnenie za pracu nadcas,
d) bezpecnost’ a ochranu zdravia pri praci,
e) pracovné podmienky zien, mladistvych a zamestnancov starajicich sa o dieta mladsie
ako tri roky,
f) rovnaké zaobchadzanie s muzmi a so zenami a zakaz diskriminacie,
g) pracovné podmienky pri zamestnavani agenturou do¢asného zamestnavania.
(3) Ustanovenie odseku 2 nebrani uplatiovaniu zdsad a podmienok zamestniavania
vyhodnejsich pre zamestnancov. Vyhodnost’ sa posudzuje pri kazdom pracovnopravnom
naroku samostatne.
(4) Vyslanym zamestnancom je zamestnanec, ktory pocas uréitej doby vykonava pracu
na uzemi in¢ho ¢lenského Statu, ako je Stat, v ktorom bezne pracuje.
(5) Ustanovenia odseku 2 pism. b) a ¢) sa nepouziju v pripade pociato¢nej montaze alebo
prvej inStalacie tovaru, ktoré su hlavnou si¢astou zmluvy o dodavke tovaru a st potrebné
na uvedenie dodaného tovaru do wuzivania a si vykonavané kvalifikovanymi
zamestnancami alebo odbornikmi dodavatel'ského podniku, ak ¢as, na ktory bol
zamestnanec vyslany, nepresiahne osem dni v obdobi poslednych 12 mesiacov od
zacCiatku vyslania; to neplati pre tieto prace:
a) hibenie (vykopy),
b) zemné prace (premiestiiovanie zeminy),
c) vlastné stavebné préce,
d) montaz a demontéz prefabrikovanych dielcov,
e) interiérové alebo inStalacné prace,
f) Gpravy,
g) renovacné prace,
h) opravy,
1) rozoberanie (demontéz),
j) demolacéné prace,
k) drzba,
1) maliarske a Cistiace prace v rdmci udrzby,
m) rekonStrukcie.
(6) Ak je zamestnanec vyslany podla § 58 do ¢lenského Statu Eurdpskej tnie, pracovné
podmienky a podmienky zamestnavania sa spravuju pravom S§tatu, na ktorého tzemi
pracu vykonava.

§6

Podmienky, za ktorych moze byt prijaty do pracovnopravneho vzt'ahu cudzinec alebo
osoba bez Statnej prisluSnosti, ustanovuje osobitny predpis.
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Zamestnavatel’

87

(1) Zamestnavatel je pravnickéa osoba alebo fyzicka osoba, ktora zamestnava aspoi jednu
fyzicki osobu v pracovnopravnom vztahu, a ak to ustanovuje osobitny predpis, aj Vv
obdobnych pracovnych vzt'ahoch.
(2) Zamestnavatel' vystupuje v pracovnopravnych vztahoch vo svojom mene a ma
zodpovednost’ vyplyvajicu z tychto vztahov. Zamestnavatelom je aj organizacna
jednotka zamestnavatela, ak to ustanovuji osobitné predpisy alebo stanovy podla
osobitného predpisu. Ak je ucastnikom pracovnopravneho vztahu zamestnavatel,
nemoze nim byt sucasne jeho organiza¢na jednotka a naopak.
(3) So zamestnancom, ktory je aj Statutarnym orgdnom alebo c¢lenom Statutarneho
organu, dohodne podmienky podla § 43 ods. 1 v pracovnej zmluve organ alebo pravnicka
osoba, ktord ho ako Statutarny organ ustanovila.
(4) zruseny od 1.9.2007.

§8

(1) Sposobilost’ fyzickej osoby mat’ prava a povinnosti v pracovnopravnych vztahoch
ako zamestnavatel’ vznikd narodenim. Tuto spdsobilost’ ma aj pocaté diet’a, ak sa narodi
Zive.
(2) Sposobilost’ fyzickej osoby vlastnymi pravnymi tkonmi nadobudat’ prava a brat’ na
seba povinnosti v pracovnopravnych vztahoch ako zamestnavatel’ vznika plnoletostou;
dovtedy za tiu kona zakonny zastupca.

§9

(1) V pracovnopravnych vztahoch robi prdvne ukony za zamestnivatela, ktory je
pravnicka osoba, Statutarny organ alebo ¢len Statutdrneho organu; zamestnavatel’, ktory je
fyzicka osoba, konéd osobne. Namiesto nich mdzu robit’ pravne tkony aj nimi povereni
zamestnanci. Ini zamestnanci zamestndvatela, naymé vedtci jeho organizacnych Utvarov,
st opravneni ako organy zamestndvatela robit’ v mene zamestnavatela pravne tkony
vyplyvajuce z ich funkcii uréenych organizaénymi predpismi.

(2) Zamestnavatel’ méze pisomne poverit’ d’al$ich svojich zamestnancov, aby robili urcité
pravne ukony v pracovnopravnych vzt'ahoch v jeho mene. V pisomnom povereni musi
byt uvedeny rozsah opravnenia povereneho zamestnanca.

(3) Vedlci zamestnanci zamestnavatela s zamestnanci, ktori si na jednotlivych
stupfioch riadenia zamestnavatela oprdvneni urovat a ukladat podriadenym
zamestnancom zamestnavatela pracovné ulohy, organizovat’, riadit’ a kontrolovat’ ich
pracu a davat’ im na ten ucel zdvizné pokyny.

§10
(1) Pravne tkony Statutarnych organov alebo ¢lenov Statutarnych organov a poverenych

zamestnancov (§ 9 ods. 1 a 2) zavizuji zamestnavatel’a, ktory na zaklade tychto ukonov
nadobuda prava a povinnosti.
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(2) Ak Statutarny organ alebo ¢len Statutarneho organu alebo povereny zamestnanec
prekrocil pravnym ukonom v pracovnopravnych vztahoch svoje opréavnenie, nezavazuji
tieto ukony zamestnavatel'a, ak zamestnanec vedel alebo musel vediet’, Ze tento Statutarny
organ alebo povereny zamestnanec svoje opravnenie prekrocCil. To isté plati, ak pravny
ukon urobil zamestnanec zamestnavatel’a, ktory na to nebol opravneny zo svojej funkcie,
ani tym nebol povereny.
Zamestnanec
§11

(1) Zamestnanec je fyzickd osoba, ktora v pracovnopravnych vztahoch, a ak to
ustanovuje osobitny predpis, aj v obdobnych pracovnych vztahoch vykonéva pre
zamestnavatel’a zavisla pracu.

(2) Sposobilost’ fyzickej osoby mat’ v pracovnopravnych vztahoch prava a povinnosti
ako zamestnanec a spdsobilost’ vlastnymi pravnymi ikonmi nadobudat’ tieto prava a brat’
na seba tieto povinnosti vznika, ak d’alej nie je ustanovené inak, diiom, ked’ fyzické osoba
dovisi 15 rokov veku; zamestnavatel’ vS§ak nesmie dohodnut’ ako den nastupu do préce
den, ktory by predchadzal ditu, ked’ fyzicka osoba skonci povinnu skolskt dochadzku.

(3) Zamestnanec modze uzatvorit dohodu o hmotnej zodpovednosti najskor v deni, ked’
dovfsi 18 rokov veku.

(4) Préaca fyzickej osoby vo veku do 15 rokov alebo préca fyzickej osoby starsej ako 15
rokov do skonc¢enia povinnej Skolskej dochadzky je zakézana. Tieto fyzické osoby mdzu
vykonavat’ l'ahké prace, ktoré svojim charakterom a rozsahom neohrozuju ich zdravie,
bezpecnost’, ich d’alsi vyvoj alebo Skolskt dochadzku len pri

a) ucinkovani alebo spolutinkovani na kultirnych predstaveniach a umeleckych
predstaveniach,

b) Sportovych podujatiach,

c¢) reklamnych ¢innostiach.

(5) Vykon lahkych prac uvedenych v odseku 4 povoluje na Ziadost' zamestnavatel'a
prislusny inSpektorat prace po dohode s prisluSnym organom Statnej spravy na useku
verejného zdravotnictva (d’alej len ,,organ verejného zdravotnictva®). V povoleni sa urci
pocet hodin a podmienky, za ktorych sa lahké prace moézu vykondvat. Prislusny
inSpektorat prace odoberie povolenie, ak podmienky povolenia nie st dodrZiavané.

§1la
Zastupcovia zamestnancov

(1) Zéstupcovia zamestnancov su prislusny odborovy organ, zamestnanecka rada alebo
zamestnanecky dovernik. Pre bezpecnost' a ochranu zdravia pri préci je zdstupcom
zamestnancov aj zastupca zamestnancov pre bezpecnost a ochranu zdravia pri praci
podl’a osobitného predpisu.

(2) V druzstve, kde je sucastou Clenstva aj pracovnopravny vzt'ah ¢lena k druzstvu, je na
ucely tohto zdkona zastupcom zamestnancov osobitny organ druzstva voleny ¢lenskou
schodzou.
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§12

(1) Ak sa podla tohto zédkona vyzaduje sthlas zastupcov zamestnancov alebo dohoda s
nimi, zamestnavatel, u ktorého nepdsobia zastupcovia zamestnancov, moze konat’
samostatne; to neplati, ak tento zakon ustanovuje, ze dohodu so zastupcami
zamestnancov nemozno nahradit rozhodnutim zamestnavatela. Ak tento zékon
ustanovuje, ze dohodu so zastupcami zamestnancov nemozno nahradit’ rozhodnutim
zamestnavatel’a, tito dohodu nemozno nahradit’ ani dohodou so zamestnancom.

(2) Ak sa podla tohto zakona vyzaduje prerokovanie so zastupcami zamestnancov,
zamestnavatel’, u ktorého nepdsobia zastupcovia zamestnancov, méze konat’ samostatne.

§13
Nadpis zruSeny od 1. 7. 2004

(1) Zamestnavatel je v pracovnopravnych vztahoch povinny zaobchddzat so
zamestnancami v sulade so zdsadou rovnakého zaobchadzania ustanovenou pre oblast’
pracovnopravnych vztahov osobitnym zdkonom o rovnakom zaobchadzani v niektorych
oblastiach a o ochrane pred diskriminaciou a 0 zmene a doplneni niektorych zakonov
(antidiskriminacny zakon).

(2) V pracovnopravnych vztahoch sa zakazuje diskriminacia zamestnancov z doévodu
pohlavia, manzelského stavu a rodinného stavu, sexudlnej orientécie, rasy, farby pleti,
jazyka, veku, nepriaznivého zdravotného stavu alebo zdravotného postihnutia,
genetickych vlastnosti, viery, ndboZenstva, politického alebo iného zmysl'ania, odborove;j
¢innosti, narodného alebo socidlneho pdvodu, prislusnosti k narodnosti alebo etnicke;j
skupine, majetku, rodu alebo iného postavenia.

(3) Vykon prav a povinnosti vyplyvajicich z pracovnopravnych vztahov musi byt v
sulade s dobrymi mravmi. Nikto nesmie tieto prdva a povinnosti zneuZzivat’ na Skodu
druhého ucastnika pracovnopravneho vztahu alebo spoluzamestnancov. Nikto nesmie
byt’ na pracovisku v suvislosti s vykonom pracovnopravnych vztahov prenasledovany ani
inak postihovany za to, Ze pod4 na iného zamestnanca alebo zamestnavatel'a staznost’,
zalobu alebo navrh na zacatie trestného stihania.

(4) Zamestnavatel' nesmie bez vaznych doévodov spocivajucich v osobitnej povahe
¢innosti zamestnavatel'a naruSat’ sukromie zamestnanca na pracovisku a v spolo¢nych
priestoroch zamestndvatela tym, Ze ho monitoruje, vykonava zaznam telefonickych
hovorov uskuto¢tiovanych technickymi pracovnymi zariadeniami zamestndvatela a
kontroluje elektronickll poStu odoslant z pracovnej elektronickej adresy a doruc¢ent na
tuto adresu bez toho, aby ho na to vopred upozornil. Ak zamestnavatel’ zavadza kontrolny
mechanizmus, je povinny prerokovat’ so zastupcami zamestnancov rozsah kontroly,
sposob jej uskuto¢nenia, ako aj dobu jej trvania a informovat’ zamestnancov o rozsahu
kontroly, sposobe jej uskuto¢nenia, ako aj o dobe jej trvania.

(5) Zamestnanec ma pravo podat’ zamestnavatel'ovi st'aznost’ v stvislosti s porusenim
zasady rovnakého zaobchadzania podla odsekov 1 a 2 a nedodrzanim podmienok podla
odsekov 3 a 4; zamestnavatel’ je povinny na staznost zamestnanca bez zbyto¢ného
odkladu odpovedat, vykonat napravu, upustit od takého konania a odstranit’ jeho
nasledky.
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(6) Zamestnanec, ktory sa domnieva, ze jeho prava alebo pravom chranené zaujmy boli
dotknuté nedodrzanim zasady rovnakého zaobchadzania alebo nedodrzanim podmienok
podl'a odseku 3, mdze sa obratit na sud a domahat sa pravnej ochrany ustanovenej
osobitnym zadkonom o rovnakom zaobchadzani v niektorych oblastiach a o ochrane pred
diskriminaciou a 0 zmene a doplneni niektorych zakonov (antidiskriminaény zakon).

(7) Zamestnanec, ktory sa domnieva, Ze jeho sikromie na pracovisku alebo v spolo¢nych
priestoroch bolo narusené nedodrzanim podmienok podl'a odseku 4, moéze sa obratit’ na
sud a doméhat’ sa pravnej ochrany.

§14
RieSenie sporov

Spory medzi zamestnancom a zamestnavatelom o naroky z pracovnopravnych vztahov
prejednavaju a rozhoduji sudy.
Pravne ukony
§15

Prejav vole treba vykladat’ tak, ako to so zretelom na okolnosti, za ktorych sa urobil,
zodpoveda dobrym mravom.
§16

(1) Na pravne ukony, pri ktorych sa vyzaduje pisomna forma, je potrebna u tych, ktori
nemozu pisat’ alebo ¢itat), notarska zépisnica alebo zépisnica potvrdend dvoma stcasne
pritomnymi zamestnancami zamestnavatel'a o tom, Ze pravny ukon zodpoveda prejavenej
voli.

(2) Notarska zapisnica alebo zapisnica potvrdenda dvoma suCasne pritomnymi
zamestnancami zamestnavatel'a sa nevyzaduje, ak ma ten, kto nemdze ¢itat’ alebo pisat,
schopnost’” oboznamit’ sa s obsahom pravneho Ukonu pomocou pristrojov alebo
Specialnych pomdcok a je schopny zdpisnicu vlastnoru¢ne podpisat’.

§17
Neplatnost’ pravneho ikonu

(1) Pravny ukon, ktorym sa zamestnanec vopred vzdava svojich prav, je neplatny.
(2) Pravny ukon, na ktory neudelil predpisany sthlas prislusny organ alebo zakonny
zastupca alebo na ktory neudelili predpisany suhlas zastupcovia zamestnancov, pravny
ukon, ktory nebol vopred prerokovany so zastupcami zamestnancov, alebo pravny ukon,
ktory sa neurobil formou predpisanou tymto zakonom, je neplatny, len ak to vyslovne
ustanovuje tento zakon alebo osobitny predpis.
(3) Neplatnost’ pravneho utkonu nemoéze byt zamestnancovi na ujmu, ak neplatnost
nespbsobil sam. Ak vznikne zamestnancovi nasledkom neplatného pravneho Ukonu
Skoda, je zamestnavatel’ povinny ju nahradit’.
Zmluva
§18

Zmluva podl'a tohto zékona alebo inych pracovnopravnych predpisov je uzatvorend, len
¢o sa ucastnici dohodli na jej obsahu.
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§19

(1) Utastnik, ktory konal v omyle, ktory druhému tucastnikovi musel byt znamy, ma
pravo od zmluvy odstapit, ak sa omyl tyka takej okolnosti, ze by bez neho k zmluve
nedoslo.
(2) Zamestnavatel’ ma pravo odstapit’ od pracovnej zmluvy, ak
a) zamestnanec nenastipi do prace v dohodnuty den nastupu do prace bez toho, aby mu v
tom branila prekazka v praci,
b) zamestnanec do troch pracovnych dni neupovedomi zamestnavatela o prekazke v
praci, ktora mu brani nastapit’ do prace v dohodnuty den nastupu do prace,
alebo
¢) zamestnanec bol po uzatvoreni pracovnej zmluvy pravoplatne odsudeny za umyselny
trestny Cin.
(3) Odstupit’ od pracovnej zmluvy podl'a odseku 2 mozno najneskor do zacatia vykonu
prace zamestnancom. Odstapenie od pracovnej zmluvy musi byt pisomné, inak je
neplatné.
§20
Zabezpecenie prav a povinnosti z pracovnopravnych vzt'ahov

(1) Prava a povinnosti z pracovnopravnych vztahov mozno zabezpecit dohodou o
zrazkach zo mzdy, ru¢enim alebo zriadenim zélozného prava.

(2) Uspokojenie naroku zamestnavatela mozno zabezpeCit dohodou medzi nim a
zamestnancom o zrazkach zo mzdy. Dohoda sa musi uzatvorit’ pisomne, inak je neplatna.
(3) Ak vznikne podla tohto zdkona alebo podla iného pracovnopravneho predpisu
povinnost” zamestnanca zaplatit pohladavku zamestnavatel'ovi alebo ak vznikne
povinnost’ zamestnavatel'a zaplatit pohladavku zamestnancovi, méZe sa ina fyzicka
osoba alebo pravnickd osoba zaru¢it pisomnym vyhlasenim, Ze tito pohladavku
uspokoji, ak tak neurobi sam dlZznik.

(4) Narok na nahradu $kody na zverenych hodnotach, ktoré je zamestnanec povinny
vyuctovat, a narok na nahradu Skody, ktori zamestnanec spdsobil zamestnavatelovi
umyselne, moze zamestnavatel' so zamestnancom zabezpeCit' pisomnou zmluvou o
zriadeni zalozného prava k nehnutel'nosti, ktorti zamestnanec vlastni.

Naroky zamestnancov z pracovnopravnych vzt’ahov pri platobnej neschopnosti
zamestnavatela
§21

Ak sa zamestnavatel stane platobne neschopnym a nemodze uspokojit naroky
zamestnancov z pracovnopravnych vzt'ahov, tieto naroky sa uspokoja davkou garanéného
poistenia podl'a osobitného predpisu.
§22
Informacna povinnost’

(1) Zamestnavatel, predbezny spravca konkurznej podstaty alebo spravca konkurznej
podstaty je povinny pisomne informovat’ zastupcov zamestnancov, a ak u zamestnavatel'a
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nepdsobia zastupcovia zamestnancov, priamo zamestnancov o platobnej neschopnosti do
desiatich dni od jej vzniku.

(2) Zamestnanec je povinny zamestnavatelovi, predbeznému spravcovi konkurznej
podstaty alebo spravcovi konkurznej podstaty na ich ziadost’ oznamit’ vsetky informacie
potrebné v stvislosti s potvrdenim narokov z pracovnopravneho vztahu podl'a osobitného
predpisu.

Nadpis zruSeny od 1. 1. 2004
§23
ZrusSeny od 1. 1. 2004

§ 24
ZruSeny od 1. 1. 2004

§25
ZruSeny od 1. 1. 2004

§ 26
ZruSeny od 1. 1. 2004

Prechod prav a povinnosti z pracovnopravnych vzt’ahov
§ 27

Ak zanikne zamestnavatel’, ktory ma pravneho nastupcu, prechadzaji prava a povinnosti
z pracovnopravnych vzt'ahov na tohto nastupcu, ak osobitny predpis neustanovuje inak.

§28

(1) Ak sa prevadza hospodarska jednotka, ktorou je na tcely tohto zdkona, zamestnavatel’
alebo cast’ zamestnavatela alebo ak sa prevadza Uloha alebo ¢innost’ zamestnavatel’a
alebo ich cast k inému zamestnavatelovi, prechadzaju priva a povinnosti z
pracovnopravnych vztahov vo¢i prevedenym zamestnancom na preberajuceho
zamestnavatela.

(2) Prevod podl'a odseku 1 je prevod hospodarskej jednotky, ktord si zachovava svoju
totoZnost’ ako organizované zoskupenie zdrojov (hmotné zlozky, nehmotné zloZzky a
osobné¢ zlozky), ktorého ciel'om je vykonavanie hospodarskej ¢innosti bez ohl'adu na to,
¢1 je tato ¢innost’ hlavna alebo doplnkova.

(3) Prevodca je pravnicka osoba alebo fyzickd osoba, ktord prevodom podla odseku 2
prestava byt zamestnavatel'om.

(4) Preberajucim zamestnavatelom je pravnickd osoba alebo fyzickd osoba, ktora
prevodom podla odseku 2 pokracuje ako zamestnavatel voci prevedenym
Zzamestnancom.

(5) Prava a povinnosti doterajSicho zamestndvatela voci zamestnancom, ktorych
pracovnopravne vztahy do dita prevodu zanikli, zostavaju nedotknuté.

(6) zruseny od 1.9.2007.
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§29

(1) Zamestnavatel’ je povinny najneskor jeden mesiac pred tym, ako dojde k prechodu
prav a povinnosti z pracovnopravnych vztahov, pisomne informovat zastupcov
zamestnancov, a ak u zamestnavatela nepOsobia z&stupcovia zamestnancov, priamo
Zamestnancov o
a) datume alebo navrhovanom datume prechodu,
b) dévodoch prechodu,
c) pracovnopravnych, ekonomickych a socialnych dosledkoch prechodu na
Zamestnancov,
d) planovanych opatreniach prechodu vztahujicich sa na zamestnancov.
(2) Zamestnavatel’ je povinny s cielom dosiahnut’ dohodu najneskér mesiac pred tym,
ako uskuto¢ni opatrenia vztahujice sa na zamestnancov, prerokovat tieto opatrenia so
zastupcami zamestnancov.
(3) Povinnosti ustanovene v odsekoch 1 a 2 sa vztahuji aj na preberajuceho
zamestnavatel’a.

§ 29a

Ak sa zamestnancovi prevodom maji zasadne zmenit'® pracovné podmienky a
zamestnanec s ich zmenou nesuhlasi, pracovny pomer sa povazuje za skon¢eny dohodou
z dovodov podla § 63 ods. 1 pism. b) ku dnu prevodu. Zamestnavatel' vyda
zamestnancovi pisomny doklad o skonceni pracovného pomeru podla prvej vety.
Zamestnancovi podla prvej vety patri odstupné podla § 76.

8§30

Préava a povinnosti z pracovnopravnych vztahov prechadzaji smrtou zamestnavatela,
ktory je fyzickou osobou, na jeho dedicov.

§31

(1) Ak sa preddva zamestnavatel alebo jeho Cast,, prava a povinnosti z pracovnopravnych
vztahov prechadzaju z preddvajiceho zamestnavatela na kupujuceho zamestnavatel’a.

(2) Ak po odstipeni od zmluvy o predaji zamestnavatela alebo jeho Casti ned6jde k
prechodu prav a povinnosti z pracovnopravnych vztahov na d’alS§icho nadobudatela,
uspokojenie ndrokov z pracovnopravnych vztahov zabezpeCuje predavajuci
zamestnavatel’.

(3) Ak zamestnavatel-prenajimatel’ d4 do n&mu cast zamestnivatela inému
zamestnavatel'ovi, prava a povinnosti z pracovnopravnych vztahov vo¢i zamestnancom
tejto Casti prechadzaju na zamestnavatel’a-najomcul.

(4) Ak po skoneni ngjmu zamestnavatel’a alebo jeho Casti neddjde k prechodu prav a
povinnosti z pracovnopravnych vztahov na d’al$ieho najomcu, uspokojenie narokov z
pracovnopravnych vztahov zabezpecuje zamestnavatel-prenajimatel’; to sa nevztahuje na
zamestnancov prijatych do zamestnania zamestndvatelom-najomcom odo diia vzniku
najmu.
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(5) Ak sa zruSuje zamestnavatel, ur¢i orgdn, ktory zamestnavatela zruSuje, ktory
zamestnavatel’ je povinny uspokojit’ naroky zamestnancov zruSené¢ho zamestnavatel'a
alebo uplatnovat’ jeho naroky.

(6) Ak sa pri zruSeni zamestnavatela vykondva jeho likvidacia, ma likvidator povinnost’
uspokojit’ naroky zamestnancov zrusené¢ho zamestnavatel’a.

(7) Ak dojde k prechodu prav a povinnosti z pracovnopravnych vztahov, je
zamestnavatel' povinny dodrziavat kolektivnu zmluvu dohodnuti predchadzajicim
zamestnavatel'om, a to az do skoncenia jej ucinnosti.

(8) Pri prechode prav a povinnosti z pracovnopravnych vztahov z doterajSieho
zamestnavatel'a na preberajuceho zamestnavatel’a pravne postavenie a funkcia zastupcov
zamestnancov zostavaju zachované do uplynutia funkéného obdobia, ak sa nedohodnu
inak.

(9) Ustanovenia o prechode prdv a povinnosti z pracovnopravnych vztahov sa
nevztahuji na zamestnavatela, na ktorého bol sidom vyhlaseny konkurz.

Dohoda o spornych narokoch
§32

Ucastnici si mozu upravit’ svoje sporné naroky dohodou o spornych narokoch, ktora musi
byt pisomna, inak je neplatna.

8§33

(1) Nérok je potrebné uspokojit’ na mieste ustanovenom tymto zdkonom alebo dohodou
ucastnikov. Ak nie je miesto plnenia takto urcené, je nim bydlisko alebo sidlo toho, ¢i
narok sa ma uspokojit’.

(2) Ak sa uspokojuje narok dorucovanim postovym podnikom, je narok uspokojeny
okamihom dorucenia plnenia. Ak sa narok uspokojuje prostrednictvom banky alebo
pobocky zahrani¢nej banky v Slovenskej republike, je narok uspokojeny pripisanim
penaznych prostriedkov na et opravneného.

(3) Ak nie je lehota uspokojenia naroku ustanovena pravnym predpisom alebo ak nie je
urcend v rozhodnuti alebo dohodnuta, musi sa narok uspokojit’ do siedmich dni odo diia,
ked’ o uspokojenie opravneny tcastnik poziadal.

(4) Narok mozno uspokojit’ aj zlozenim do tradnej tschovy.

§ 34

Ak je zamestnavatel’ alebo zamestnanec povinny uspokojit’ viac petlaznych narokov a
plnenie nestaci na vyrovnanie vSetkych penaznych narokov, je vyrovnany ten narok, o
ktorom povinny pri plneni vyhlasi, ze ho chce uspokojit. Ak tak neurobi, je plnenim
uspokojeny narok najskor splatny.

§35
Smrt’ zamestnanca

(1) Ak osobitny predpis neustanovuje inak, peflazné naroky zamestnanca jeho smrtou
nezanikaji. Do Stvorndsobku jeho priemerného mesaéného zarobku prechéddzaju mzdové
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naroky z pracovného pomeru postupne priamo na jeho manzela, deti a rodicov, ak s nim
zili v ¢ase smrti v domdacnosti. Predmetom dedicstva sa stavaju, ak tychto osob niet.
(2) Penazné naroky zamestnavatel'a zanikaji smrt'ou zamestnanca s vynimkou narokov, o
ktorych sa pravoplatne rozhodlo alebo ktoré zamestnanec pred svojou smrt'ou pisomne
uznal ¢o do dovodu aj sumy, a narokov na ndhradu Skody spdsobenej umyselne alebo
stratou predmetov zverenych zamestnancovi na pisomné potvrdenie.
(3) zruseny od 1.1.2004.
§ 36
Zanik prava

K zaniku prava preto, Zze sa v ustanovenej lehote neuplatnilo, dochadza len v pripadoch
uvedenych v 8 630ds. 4 a 5, § 68 ods. 2, 8§ 69 ods. 3, § 75 ods. 3, § 77, 8 87a ods. 7, § 193
ods. 2 a § 240 ods. 9. Ak sa pravo uplatnilo po uplynuti ustanovenej lehoty, sud
prihliadne na zanik prava, aj ked’ to G¢astnik konania nenamietne.

§ 37
Pocitanie ¢asu

Doba, na ktor( boli obmedzené préva alebo povinnosti, a doba, ktorej uplynutim je
podmieneny vznik prava alebo povinnosti, sa za¢ina prvym ditom a kon¢i sa uplynutim
posledného dna urcenej alebo dohodnutej doby.

§ 38
Dorucovanie

(1) Pisomnosti zamestnavatela tykajice sa vzniku, zmeny a skoncenia pracovného
pomeru alebo vzniku, zmeny a zaniku povinnosti zamestnanca vyplyvajlcich z pracovnej
zmluvy musia byt dorucené zamestnancovi do vlastnych rik. To plati rovnako o
pisomnostiach tykajucich sa vzniku, zmien a zaniku prav a povinnosti vyplyvajacich z
dohody o praci vykondvanej mimo pracovného pomeru. Pisomnosti dorucuje
zamestndvatel zamestnancovi na pracovisku, v jeho byte alebo kdekol'vek bude
zastihnuty. Ak to nie je mozné, mozno pisomnost dorucit’ poStovym podnikom ako
doporucenu zésielku.

(2) Pisomnosti dorucované postovym podnikom zamestnavatel' zasiela na poslednt
adresu zamestnanca, ktord je mu zndma, ako doporucenu zésielku s dorucenkou a
poznamkou "do vlastnych ruk".

(3) Pisomnosti zamestnanca tykajuce sa vzniku zmeny a zaniku pracovného pomeru
alebo vzniku, zmeny a zéniku povinnosti zamestnanca vyplyvajucich z pracovnej zmluvy
alebo z dohody o praci vykondvanej mimo pracovného pomeru dorucuje zamestnanec na
pracovisku alebo ako doporucent zasielku.

(4) Povinnost’ zamestnavatel'a alebo zamestnanca dorucit’ pisomnost’ sa splni, len ¢o
zamestnanec alebo zamestnavatel’ pisomnost’ prevezme alebo len ¢o ju postovy podnik
vratil zamestnavatel'ovi alebo zamestnancovi ako nedorucitelnu, alebo ak dorucenie
pisomnosti  bolo zmarené konanim alebo opomenutim zamestnanca alebo
zamestnavatela. U¢inky dorudenia nastanu aj vtedy, ak zamestnanec alebo zamestnavatel’
prijatie pisomnosti odmietne.
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(5) Pri dorucovani pisomnosti postovym podnikom musia byt’ splnené podmienky podl'a
osobitného predpisu.

Vyklad niektorych pojmov
§39

(1) Pravne predpisy a ostatné predpisy na zaistenie bezpecnosti a ochrany zdravia pri
praci su predpisy na ochranu zivota a predpisy na ochranu zdravia, hygienické a proti
epidemicke predpisy, technické predpisy, technické normy, dopravné predpisy, predpisy
0 poziarnej ochrane a predpisy o manipulacii s horl'avinami, vybuSninami, zbranami,
radioaktivnymi latkami, jedmi a inymi latkami Skodlivymi zdraviu, ak upravuji otazky
tykajuce sa ochrany zivota a zdravia.

(2) Predpisy na zaistenie bezpecnosti a ochrany zdravia pri praci st aj pravidlad o
bezpecnosti a ochrane zdravia pri praci vydané zamestndvatelmi po dohode so
zastupcami zamestnancov; ak k dohode ned6jde do 15 dni od predloZenia navrhu,
rozhodne prislusny inSpektorat prace podl'a osobitného predpisu.

§40

(1) Osamely zamestnanec je zamestnanec, ktory Zije sam a je slobodny, ovdoveny alebo
rozvedeny muz, slobodnd, ovdovena alebo rozvedena Zena.

(2) Za osamelého zamestnanca sa povazuje aj osamely muz alebo Zena z inych vaZznych
dovodov.

(3) Mladistvy zamestnanec je zamestnanec mladsi ako 18 rokov.

(4) Kto je zakonny zastupca mladistvého zamestnanca, ustanovuje osobitny predpis.

(5) Rodinny prislusnik na ucely tohto zakona je manzel, vlastné dieta, dieta zverené
zamestnancovi do néhradnej starostlivosti na zaklade rozhodnutia sudu alebo dieta
zverené zamestnancovi do starostlivosti pred rozhodnutim sudu o osvojeni, rodi¢
zamestnanca, surodenec zamestnanca, manzel sirodenca zamestnanca, rodi¢c manzela,
strodenec manzela, prarodi¢ zamestnanca, prarodi¢ jeho manZela, vnuk zamestnanca a
ina osoba, ktora so zamestnancom Zije spolo¢ne v domécnosti.

(6) Tehotnd zamestnankyiia na ucely tohto zakona je zamestnankyia, ktora svojho
zamestndvatel'a pisomne informovala o svojom stave a predlozila o tom lekarske
potvrdenie.

(7) Dojciaca zamestnankyia na ucely tohto zdkona je zamestnankyia, ktord svojho
zamestnavatel'a pisomne informovala o tejto skuto¢nosti.

(8) Zamestnanec so zdravotnym postihnutim na ucely tohto zdkona je zamestnanec
uznany za invalidného podla osobitného predpisu, ktory svojmu zamestnavatelovi
predlozi rozhodnutie o invalidnom déchodku.

(9) Porovnatelny zamestnanec na UcCely tohto zakona je zamestnanec, ktory ma
dohodnuty pracovny pomer na neurcity ¢as a na ustanoveny tyzdenny pracovny ¢as u
toho istého zamestnavatel'a alebo u zamestnavatel'a podl'a § 58, ktory vykonava alebo by
vykonaval rovnaky druh préace alebo obdobny druh prace s prihliadnutim na kvalifikaciu
a odbornu prax.
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DRUHA CAST
PRACOVNY POMER

§41
Predzmluvné vzt'ahy

(1) Pred uzatvorenim pracovnej zmluvy je zamestnavatel’ povinny oboznamit’ fyzicka
osobu s pravami a povinnostami, ktoré pre fiu vyplyni z pracovnej zmluvy, s
pracovnymi podmienkami a mzdovymi podmienkami, za ktorych ma pracu vykonavat'.
(2) Ak osobitny pravny predpis vyzaduje na vykon prace zdravotnu sposobilost’ na pracu,
psychickt spdsobilost’ na pracu alebo iny predpoklad, zamestnavatel moéze uzatvorit
pracovnld zmluvu len s fyzickou osobou zdravotne sp6sobilou alebo psychicky
sposobilou na tuto pracu alebo s fyzickou osobou, ktora spiia iny predpoklad.

(3) Zamestnavatel moéze wuzatvorit pracovnl zmluvu s mladistvym iba po
predchadzajicom lekarskom vySetreni mladistvého.

(4) Na uzatvorenie pracovnej zmluvy s mladistvym je zamestnavatel’ povinny vyziadat’ si
vyjadrenie jeho zakonného zastupcu.

(5) Zamestnavatel moze od fyzickej osoby, ktord sa uchadza o prvé zamestnanie,
vyzadovat’ len informacie, ktoré suvisia s pracou, ktort ma vykonavat. Zamestnavatel
moze od fyzickej osoby, ktora uz bola zamestnavana, pozadovat’ predloZzenie pracovného
posudku a potvrdenia o zamestnani.

(6) Zamestnavatel nesmie vyzadovat od fyzickej osoby informacie

a) o tehotenstve,

b) o rodinnych pomeroch,

¢) o bezthonnosti s vynimkou, ak ide o précu, pri ktorej sa podl'a osobitné¢ho predpisu
vyzaduje beztthonnost’, alebo ak poziadavku bezihonnosti vyzaduje povaha prace, ktora
ma fyzicka osoba vykonavat’,

d) o politickej prislusnosti, odborovej prislusnosti a nabozenskej prislusnosti,

e) zruSené od 1.7.2003.

(7) Fyzicka osoba je povinna informovat’ zamestndvatel'a o skutocnostiach, ktoré brania
vykonu prace alebo ktoré by mohli zamestnavatelovi sposobit’ ujmu, a o dizke
pracovného ¢asu u iného zamestnavatel’a, ak ide o mladistvého.

(8) Zamestnavatel’ pri prijimani fyzickej osoby do zamestnania nesmie porusit’ zasadu
rovnakého zaobchadzania, ak ide o pristup k zamestnaniu (§ 13 ods. 1 a 2).

(9) Ak zamestnavatel’ pri vzniku pracovného pomeru porusi povinnosti ustanovené v
odsekoch 5, 6 a 8, fyzicka osoba ma pravo na primeranu pefiaznu nahradu.

Pracovna zmluva
8§42

(1) Pracovny pomer sa zaklad4 pisomnou pracovnou zmluvou medzi zamestndvatel'om a
zamestnancom. Jedno pisomné vyhotovenie pracovnej zmluvy je zamestndvatel’ povinny
vydat’ zamestnancovi.

(2) Ak osobitny predpis ustanovuje volbu alebo vymenovanie ako predpoklad
vykonéavania funkcie Statutarneho organu alebo vnutorny predpis zamestnavatela
ustanovuje vol'bu alebo vymenovanie ako poziadavku vykonavania funkcie veddceho
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zamestnanca v priamej riadiacej posobnosti Statutarneho organu, pracovny pomer s tymto
zamestnancom sa zakladd pisomnou pracovnou zmluvou az po jeho zvoleni alebo
vymenovani.

§43

(1) V pracovnej zmluve je zamestnavatel’ povinny so zamestnancom dohodnut’ podstatné
nalezitosti, ktorymi su:

a) druh prace, na ktory sa zamestnanec prijima, a jeho struc¢na charakteristika,

b) miesto vykonu préce obec, ¢ast’ obce alebo inak uréené miesto,

¢) denl nastupu do prace,

d) mzdoveé podmienky, ak nie si dohodnuté v kolektivnej zmluve.

(2) Zamestnavatel’ v pracovnej zmluve uvedie okrem nalezitosti podl'a odseku 1 aj d’alSie
pracovné podmienky, a to vyplatné terminy, pracovny ¢as, vymeru dovolenky a dizku
vypovednej doby.

(3) Ak su pracovné podmienky podla odseku 1 pism. d) a odseku 2 dohodnuté v
kolektivnej zmluve, staci uviest odkaz na ustanovenia kolektivnej zmluvy; inak staci
uviest’ odkaz na prislusné ustanovenia tohto zdkona. Ak v pracovnej zmluve nie su
dohodnuté mzdové podmienky a uc¢innost’ ustanoveni kolektivnej zmluvy, na ktoré
pracovna zmluva odkazuje, sa skoncila, mzdové podmienky dohodnuté v kolektivnej
zmluve sa povazuju za mzdové podmienky dohodnuté v pracovnej zmluve az do
dohodnutia novych mzdovych podmienok v kolektivnej zmluve alebo v pracovnej
zmluve, najviac po dobu 12 mesiacov.

(4) V pracovnej zmluve mozno dohodnut’ d’alSie podmienky, o ktoré maji Ucastnici
zaujem, najmi d’alSie hmotné vyhody.

(5) Ak je miesto vykonu prace v cudzine, zamestnavatel’ v pracovnej zmluve d’alej uvedie
a) dobu vykonu préace v cudzine,

b) menu, v ktorej sa bude vyplacat’ mzda, pripadne jej Cast,

¢) d’alsie plnenia spojené s vykonom prace v cudzine v peniazoch alebo naturalidch,

d) pripadné podmienky navratu zamestnanca z cudziny.

(6) Informacie uvedené v odseku 5 sa poskytni zamestnancovi len vtedy, ak cas
zamestnania v cudzine presiahne jeden mesiac.

§ 44

(1) Ak pisomna pracovna zmluva neobsahuje podmienky ustanovené v § 43 ods. 2,4 a 5,
je zamestnavatel’ povinny najneskor do jedného mesiaca od vzniku pracovného pomeru
vyhotovit’ zamestnancovi pisomné oznamenie obsahujlce tieto podmienky.

(2) Ak sa ma pracovny pomer skoncit' pred uplynutim jedného mesiaca od nastupu do
zamestnania, musi zamestnavatel’ zamestnancovi vydat’ pisomné ozndmenie o prijati do
zamestnania najneskor do skoncenia pracovného pomeru.

(3) Ak je miesto vykonu prace v cudzine, zamestnavatel je povinny pisomné oznamenie
o prijati do zamestnania vydat’ pred odchodom zamestnanca do cudziny.
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845
SkusSobna doba

(1) V pracovnej zmluve mozno dohodnut’ skuSobnu dobu, ktora je najviac tri mesiace, a u
veduceho zamestnanca v priamej riadiacej pésobnosti Statutarneho organu alebo ¢lena
Statutarneho organu a veddceho zamestnanca, ktory je v priamej riadiacej pésobnosti
tohto vediceho zamestnanca, je najviac Sest’ mesiacov.
(2) Skusobna doba sa predlzuje o Cas prekazok v praci na strane zamestnanca.
(3) Skasobna doba sa musi dohodntit’ pisomne, inak je neplatna.
(4) Skusobnu dobu nie je mozné dohodnut’ v pripade opédtovne uzatvaranych pracovnych
pomerov na urciti dobu.
§ 46
Vznik pracovného pomeru

Pracovny pomer vznikd odo dna, ktory bol dohodnuty v pracovnej zmluve ako deii
nastupu do préce.
847
Povinnosti vyplyvajuce z pracovnéeho pomeru

(1) Odo dna, ked’ vznikol pracovny pomer,

a) zamestnavatel’ je povinny pridel'ovat’ zamestnancovi pracu podl'a pracovnej zmluvy,
platit’ mu za vykonanu pracu mzdu, utvarat’ podmienky na plnenie pracovnych uloh a
dodrziavat’ ostatné pracovné podmienky ustanovené pravnymi predpismi, kolektivnou
zmluvou a pracovnou zmluvou,

b) zamestnanec je povinny podla pokynov zamestndvatela vykonavat’ prace osobne
podrla pracovnej zmluvy v ur¢enom pracovnom ¢ase a dodrziavat’ pracovnu disciplinu.
(2) Pri nastupe do zamestnania je zamestnavatel povinny zamestnanca obozndmit® s
pracovnym poriadkom, s kolektivnou zmluvou, s pravnymi predpismi vztahujiicimi sa na
pracu nim vykonavand, s pravnymi predpismi a ostatnymi predpismi na zaistenie
bezpecnosti a ochrany zdravia pri praci, ktoré musi zamestnanec pri svojej praci
dodrziavat’, a s ustanoveniami o zasade rovnakého zaobchadzania. Zamestnavatel je tieZ
povinny pri nastupe do zamestnania oboznamit’ mladistvého zamestnanca, a v pripade
fyzickej osoby vykonavajicej l'ahké prace uvedené v § 11 ods. 4 aj jej zakonného
zastupcu, o moznych rizikdch vykondvanej prace a o prijatych opatreniach tykajucich sa
bezpecnosti a ochrany zdravia pri praci.

(3) Zamestnavatel' nesmie posudzovat' ako nesplnenie povinnosti, ak zamestnanec
odmietne vykonat’ pracu alebo splnit’ pokyn, ktoré

a) su v rozpore so vSeobecne zaviznymi pravnymi predpismi alebo s dobrymi mravmi,

b) bezprostredne a vazne ohrozuju zivot alebo zdravie zamestnanca alebo inych osob.

(4) Zamestnavatel je povinny predkladat zastupcom zamestnancov spravy o
dohodnutych novych pracovnych pomeroch v lehotéach, ktoré s nim dohodol.
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§48
Pracovny pomer na urc¢itu dobu

(1) Pracovny pomer je dohodnuty na neurcity cas, ak nebola v pracovnej zmluve
vyslovne uréena doba jeho trvania alebo ak v pracovnej zmluve alebo pri jej zmene
neboli splnené zakonné podmienky na uzatvorenie pracovného pomeru na urcitu dobu.
Pracovny pomer je uzatvoreny na neurcity Cas aj vtedy, ak pracovny pomer na urcitu
dobu nebol dohodnuty pisomne.

(2) Pracovny pomer na urciti dobu mozno dohodntt’ najdlhsie na dva roky. Pracovny
pomer na uréiti dobu mozno predizit' alebo opitovne dohodnut’ v rdmci dvoch rokov
najviac dvakrat.

(3) Opétovne dohodnuty pracovny pomer na uréitd dobu je pracovny pomer, ktory ma
vzniknut’ pred uplynutim Siestich mesiacov po skonéeni predchadzajiceho pracovného
pomeru na urciti dobu medzi tymi istymi ucastnikmi.

(4) Dalsie prediZzenie alebo opitovné dohodnutie pracovného pomeru na uréiti dobu do
dvoch rokov alebo nad dva roky je mozné len z dévodu

a) zastupovania zamestnanca pocas materskej dovolenky, rodi¢ovskej dovolenky,
dovolenky bezprostredne nadvézujucej na materski dovolenku alebo rodi¢ovska
dovolenku, docasnej pracovnej neschopnosti alebo zamestnanca, ktory bol dlhodobo
uvolneny na vykon verejnej funkcie alebo odborovej funkcie,

b) vykonavania préac, pri ktorych je potrebné podstatne zvysit' po¢et zamestnancov na
prechodny ¢as nepresahujtici osem mesiacov v kalendarnom roku,

c) vykonavania prac, ktoré su zavislé od striedania ro¢nych obdobi, kazdy rok sa opakujt
a nepresahuju osem mesiacov v kalendarnom roku (sezénna praca),

d) vykonavania prac dohodnutych v kolektivnej zmluve.

(5) Dovod na predizenie alebo opitovné dohodnutie pracovného pomeru podl'a odseku 4
sa uvedie v pracovnej zmluve.

(6) Dalsie prediZzenie alebo opitovné dohodnutie pracovného pomeru na uréiti dobu do
dvoch rokov alebo nad dva roky s vysokoskolskym ucitefom alebo tvorivym
zamestnancom vedy, vyskumu a vyvoja je mozné aj vtedy, ak je na to objektivny ddvod
vyplyvajlci z povahy ¢innosti vysokoskolského uditel'a alebo tvorivého zamestnanca
vedy, vyskumu a vyvoja ustanoveny osobitnym predpisom.

(7) Zamestnanca v pracovnom pomere na uriti dobu nemozno zvyhodnit’ alebo
obmedzit’, ak ide o pracovné podmienky a podmienky zamestnavania podla tohto zakona
a o pracovné podmienky stvisiace s bezpecnostou a ochranou zdravia pri praci podla
osobitného predpisu, v porovnani s porovnateI'nym zamestnancom.

(8) Zamestnavatel’ informuje vhodnym spdsobom zamestnancov v pracovnom pomere na
urcitll dobu a zastupcov zamestnancov o pracovnych miestach na neurcity cas, ktoré sa u
neho uvolnili.

(9) Obmedzenia podl'a odsekov 2 az 7 sa nevztahuji na zamestndvanie agenturou
docasného zamestnavania.
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Pracovny pomer na kratsi pracovny ¢as
§49

(1) Zamestnavatel’ moze so zamestnancom dohodnut’ v pracovnej zmluve kratsi pracovny
Cas, ako je ustanoveny tyzdenny pracovny cas.
(2) Zamestnavatel moze so zamestnancom dohodnit’ zmenu ustanoveného tyzdenného
pracovného casu na kratSi tyzdenny pracovny Cas a zmenu kratSicho tyzdenného
pracovného Casu na ustanoveny tyzdenny pracovny cas.
(3) Kratsi pracovny ¢as nemusi byt’ rozvrhnuty na vsetky pracovné dni.
(4) Zamestnancovi v pracovnom pomere na krat§i pracovny cas patri mzda
zodpovedajliica dohodnutému kratSiemu pracovnému casu.
(5) Zamestnanec v pracovnom pomere na kratsi pracovny cas sa nesmie zvyhodnit’ alebo
obmedzit’ v porovnani s porovnatelnym zamestnancom.
(6) Zamestnavatel' informuje zrozumitelnym spésobom zamestnancov a zastupcov
zamestnancov o moznostiach pracovnych miest na krat$i pracovny cas a na ustanoveny
tyZzdenny pracovny cas.
§ 49a
Delené pracovné miesto

(1) Delené pracovné miesto je pracovné miesto, na ktorom si zamestnanci v pracovnom
pomere na krat$i pracovny Cas sami medzi sebou rozvrhnu pracovny ¢as a pracovnu
napln pripadajicu na toto pracovné miesto.

(2) Pred uzatvorenim dohody o zaradeni zamestnanca v pracovnom pomere na krat$i
pracovny ¢as na delené pracovné miesto zamestnavatel’ pisomne oznami zamestnancovi
pracovné podmienky vzt'ahujuce sa na delené pracovné miesto.

(3) Dohoda o zaradeni zamestnanca na delené pracovné miesto uzatvorena medzi
zamestnavatelom a zamestnancom musi byt pisomna, inak je neplatna. Jej sti¢astou je
pisomné oznamenie podla odseku 2.

(4) Ak sa zamestnanci, s ktorymi zamestnavatel’ uzatvoril dohodu o zaradeni na delené
pracovné miesto, nedohodnu na rozvrhnuti pracovného ¢asu alebo pracovnej naplne, urci
ich zamestnavatel’.

(5) Ak nastane prekazka v praci na strane zamestnanca na delenom pracovnom mieste,
zamestnanci, ktori sa s nim delia o pracovné miesto, su povinni ho zastupit, ak tomu
nebrania vazne dovody na ich strane. Zamestnavatel’ je povinny informovat’ zamestnanca
bez zbyto¢ného odkladu, ak vznikne potreba zastupovania podl'a prvej vety.

(6) Dohodu o zaradeni zamestnanca na delené pracovné miesto moze zamestnavatel’ aj
zamestnanec pisomne vypovedat. Dohoda o zaradeni zamestnanca na delené pracovné
miesto zanika uplynutim jedného mesiaca odo dna oznamenia vypovedania dohody, ak sa
zamestnavatel’ nedohodne so zamestnancom inak.

(7) Ak delené pracovné miesto zanika, ale pracovna napli pripadajtca na toto pracovné
miesto zostdva zachovand, zamestnanec ma pravo na zaradenie v rozsahu celého
pracovného Casu a pracovnej naplne, ktora pripadala na delené pracovné miesto, alebo ak
sa 0 pracovné miesto delilo viac zamestnancov, v rozsahu ich pomerne;j Casti.
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8§50

Zamestnavatel moze dohodnit’ niekol’ko pracovnych pomerov s tym istym
zamestnancom len na ¢innosti spoc¢ivajice v pracach iného druhu; prava a povinnosti z
tychto pracovnych pomerov sa posudzuji samostatne.

§51
Zruseny od 1.7.2003

§52
Domacka praca a telepraca

(1) Pracovny pomer zamestnanca, ktory vykondva pracu pre zamestnavatela podla
podmienok dohodnutych v pracovnej zmluve doma alebo na inom dohodnutom mieste
(d’alej len "domacka praca") alebo vykonava pracu pre zamestnavatel’a podl'a podmienok
dohodnutych v pracovnej zmluve doma alebo na inom dohodnutom mieste s pouZzitim
informacnych technologii (d’alej len "telepraca") v pracovnom case, ktory si sam
rozvrhuje, sa spravuje tymto zakonom s tymito odchylkami:

a) nevztahuju sa na neho ustanovenia o rozvrhnuti uréené¢ho tyzdenného pracovného
Casu, nepretrzitom dennom odpoc¢inku, nepretrzitom odpoc¢inku v tyzdni a o prestojoch,
b) pri dolezitych osobnych prekazkach v praci mu nepatri od zamestnavatel'a nahrada
mzdy s vynimkou umrtia rodinného prislusnika,

¢) nepatri mu mzda za pracu nadcas, mzdové zvyhodnenie za pracu vo sviatok, mzdové
zvyhodnenie za no¢nu pracu a mzdova kompenzacia za stazeny vykon prace, ak sa
zamestnanec so zamestnavatel'om nedohodne inak.

(2) Zamestnavatel’ prijme pri telepraci vhodné opatrenia, najma

a) zabezpec€i, nainStaluje a pravidelne udrZiava technické a programové vybavenie
potrebné na vykon teleprace okrem pripadov, ked’ zamestnanec vykonavajici telepracu
pouziva svoje vlastné vybavenie,

b) zabezpeCuje, najmd pokial’ ide o softvér, ochranu udajov, ktoré sa spractivaju a
pouzivaju pri telepraci,

¢) informuje zamestnanca o vSetkych obmedzeniach pouzivania technického vybavenia a
programového vybavenia, ako aj o sankciach v pripade porusenia tychto obmedzeni.

(3) Zamestnavatel' prijme opatrenia, ktoré predchadzaju izolacii zamestnanca
vykonavajuceho doméacku pracu alebo telepracu od ostatnych zamestnancov a davaju mu
moznost’ stretdvat’ sa s ostatnymi zamestnancami.

(4) Pracovné podmienky zamestnanca pri domackej praci a telepraci nesmu
znevyhodilovat’ zamestnanca v porovnani s porovnateI'nym zamestnancom na pracovisku
zamestnavatela.

(5) Za domacku précu alebo telepracu sa nepovazuje praca, ktori zamestnanec vykonava
prilezitostne alebo za mimoriadnych okolnosti so sthlasom zamestnavatel'a alebo po
dohode s nim doma alebo na inom ako zvy¢ajnom mieste vykonu prace za predpokladu,
ze druh prace, ktory zamestnanec vykonava podl'a pracovnej zmluvy, to umoziuje.
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§ 52a
Zamestnanec vykonavajici duchovensku ¢innost’

Na pracovnopravne vztahy zamestnancov cirkvi a ndbozenskych spolocnosti, ktori
vykondvaju duchovensku Cinnost’, sa nevzt'ahuju ustanovenia o pracovnom case a 0
kolektivnych pracovnopravnych vztahoch.

§53
Uzatvorenie pracovnej zmluvy so Ziakom strednej odbornej $koly alebo so Ziakom
odborného ucilista

(1) Po uspesnom vykonani zaverecnej skasky alebo maturitnej skisky alebo po uspeSnom
skonceni Studia (pripravy na povolanie) je zamestnavatel’, pre ktorého sa ziak pripravoval
na povolanie, povinny uzatvorit’ so zZiakom strednej odbornej Skoly alebo odborného
ucilista pracovni zmluvu a umoznit’ mu d’al$i odborny rast; skisobni dobu v tomto
pripade nemozno dohodnut. Dohodnuty druh prace musi zodpovedat kvalifikacii
ziskanej v u¢ebnom odbore alebo v Studijnom odbore, ak sa zamestnavatel’ so Ziakom
nedohodne inak. Uzatvorenie pracovnej zmluvy moze zamestnavatel’ odmietnut’, ak nema
pre ziaka vhodnu pracu, pretoze sa menia jeho ulohy, pre zdravotnu nesposobilost’ ziaka,
alebo ak ziak nesplnil pocas pripravy na povolanie podmienky uspesSnosti uréené
zamestnavatel'om, ktoré zamestnavatel' ziakovi pisomne oznamil pred zacatim pripravy
na povolanie. Pracovnii zmluvu moéze zamestnavatel so ziakom uzatvorit' aj pred
skoncenim §tidia (pripravy na povolanie) najskor v den, ked’ dovfsi 15 rokov veku.

(2) Zamestnavatel, pre ktorého sa Ziak pripravuje na povolanie, moéze so Ziakom strednej
odbornej skoly alebo odborného ucilist’a uzatvorit’ dohodu, v ktorej sa Ziak zaviaze, ze po
vykonani zaverecnej skuSky alebo maturitnej skusky alebo po skon€eni Studia (pripravy
na povolanie) zotrva u zamestnavatel'a v pracovnom pomere po ur¢iti dobu, najviac tri
roky, alebo uhradi zamestnavatel'ovi primerané naklady, ktoré zamestnavatel' vynalozil
na jeho pripravu na povolanie v u¢ebnom odbore alebo v $tudijnom odbore. Do obdobia
zotrvania v pracovnom pomere sa nezapocitavajii obdobia uvedené v 8§ 155 ods. 4.
Dohoda sa mdze uzatvorit' len pri uzatvarani pracovnej zmluvy. Dohoda sa musi
uzatvorit’ pisomne a so suhlasom z&dkonného zéstupcu, inak je neplatna.

(3) Ak zamestnancovi vznikne v ¢ase, po ktory sa zaviazal zotrvat’ v pracovnhom pomere
u zamestnavatela, pre ktorého sa pripravoval na povolanie, pracovnopravny vztah alebo
obdobny pracovny vztah k inému zamestnavatel'ovi, prechadza zavdzok zamestnanca
podl'a odseku 2 na nového zamestnavatel'a, ktory je povinny uhradit’ predchadzajiicemu
zamestnavatel'ovi pomernt Cast’ primeranych nakladov na pripravu Ziaka na povolanie v
uéebnom odbore alebo v Studijnom odbore, ak sa nedohodnu inak. Zamestnanec je
povinny zotrvat unového zamestnavatela v pracovnom pomere po dobu, ktora
zodpovedd uhradenym ndkladom; ak zamestnanec nezotrva u nového zamestnavatela
v pracovnom pomere, je povinny uhradit mu pomernt cast’ tychto nakladov.
Zamestnanec je pocas trvania zavdzku podla odseku 2 povinny oznamit
zamestnavatel'ovi, s ktorym uzatvoril dohodu podl'a odseku 2, vznik pracovnopravneho
vztahu alebo obdobného pracovného vztahu k inému zamestnavatel'ovi.

(4) Zamestnanec nie je povinny uhradit’ zamestnavatelovi primerané¢ naklady podla
odsekov 2 a 3, ak
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a) nemdze vykonavat podla lekarskeho posudku povolanie, na ktoré sa pripravoval,
pripadne doterajSiu pracu z dovodov uvedenych v § 63 ods. 1 pism. c) alebo § 69 ods. 1
pism. a),

b) zamestnavatel' poruSuje povinnost, ktort mé voci zamestnancovi podla pracovnej
zmluvy alebo kolektivnej zmluvy, alebo pravnych predpisov,

c) zamestnavatel skonCi so zamestnancom pracovny pomer s vynimkou skoncenia
pracovného pomeru podla § 63 ods. 1 pism. e) a § 68 ods. 1.

(5) Uhradzaju sa primerané naklady za cely Cas pripravy ziaka na povolanie v strednej
odbornej skole alebo v odbornom ucilisti. Pomerna ¢ast’ primeranych néakladov je Cast,
ktora zodpoveda nesplnenému ¢asu zavazku.

(6) Povinnost’ zamestnavatel’a uhradit’ naklady nevznika, ak

a) zamestnanec nemdze vykonavat podla lekarskeho posudku povolanie, na ktoré sa
pripravoval, pripadne doteraj$iu pracu z dovodov uvedenych v § 63 ods. 1 pism. ¢) a § 69
ods. 1 pism. a),

b) predchadzajuci zamestnavatel porusuje povinnost, ktorh ma voc¢i zamestnancovi
podl'a pracovnej zmluvy alebo kolektivnej zmluvy, alebo pravnych predpisov,

) zamestnanec nasleduje manzela do miesta jeho bydliska alebo mladistvy zamestnanec
nasleduje rodi¢ov do miesta ich nového bydliska,

d) predchadzajici zamestnavatel’ skon¢i so zamestnancom pracovny pomer s vynimkou §
63 ods. 1 pism. e) a § 68 ods. 1,

e) z udajov predchadzajuceho zamestnavatel'a v potvrdeni o zamestnani nevyplyva, Ze
d’alSiemu zamestnavatel'ovi vznikne povinnost’ uhradit’ tieto naklady.

§54
Dohoda 0 zmene pracovnych podmienok

Dohodnuty obsah pracovnej zmluvy mozno zmenit' len vtedy, ak sa zamestnavatel' a
zamestnanec dohodni na jeho zmene. Zamestnavatel je povinny zmenu pracovnej
zmluvy vyhotovit’ pisomne.

Preradenie na inG pracu
8§55

(1) Vykonévat’ prace iného druhu alebo na inom mieste, ako boli dohodnuté v pracovne;j
zmluve, je zamestnanec povinny len vynimocne, a to v pripadoch ustanovenych v
odsekoch 2 a 4.

(2) Zamestnavatel’ je povinny preradit’ zamestnanca na ind pracu, ak

a) zamestnanec vzhl'adom na svoj zdravotny stav podla lekarskeho posudku dlho dobo
stratil spdsobilost’ nad’alej vykonavat’ doterajSiu pracu, alebo ak ju nesmie vykonavat’ pre
chorobu z povolania alebo pre ohrozenie touto chorobou, alebo ak na pracovisku dosiahol
najvyssiu pripustni expoziciu uréent rozhodnutim prislusného organu verejného
zdravotnictva,

b) tehotna Zena, matka do konca deviateho mesiaca po porode a dojciaca Zena vykonava
pracu, ktorou sa nesmu tieto zeny zamestnavat’ alebo ktora podla lekarskeho posudku
ohrozuje jej tehotenstvo alebo materské poslanie,
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c) je to nevyhnutné podla lekdrskeho posudku alebo rozhodnutia organu verejného
zdravotnictva v zaujme ochrany zdravia inych 0sob pred prenosnymi chorobami (d’alej
len "karanténne opatrenie™),
d) je to nevyhnutné podla pravoplatného rozhodnutia sidu alebo iné¢ho prislusného
organu,
e) zamestnanec pracujuci v noci na zaklade lekarskeho posudku je uznany za
nesposobilého na no¢nu pracu,
f) tehotna Zena, matka do konca deviateho mesiaca po porode a dojciaca zena pracujlica v
noci poziada 0 preradenie na dennd pracu.
(3) Ak nemozno dosiahnut’ ucel preradenia podl'a odseku 2 preradenim zamestnanca v
ramci pracovnej zmluvy, mdéze zamestnavatel’ preradit’ zamestnanca v tychto pripadoch
po dohode aj na pracu iného druhu, ako bol dohodnuty v pracovnej zmluve.
(4) Zamestnavatel’ moze preradit’ zamestnanca aj bez jeho suhlasu na ¢as nevyhnutnej
potreby na inl pracu, ako bola dohodnutd, ak je to potrebné na odvratenie mimoriadnej
udalosti alebo na zmiernenie jej bezprostrednych nasledkov.
(5) Praca, na ktord zamestnavatel prerad’uje zamestnanca podla odseku 3, musi
zodpovedat’ zdravotnej spoOsobilosti zamestnanca na pracu. Zamestnavatel' je povinny
prihliadnut’ aj na to, aby tato praca bola pre zamestnanca vhodnd vzhladom na jeho
schopnosti a kvalifikéciu.
(6) Zamestnavatel’ je povinny vopred prerokovat’ so zamestnancom dovod preradenia na
ind pracu a dobu, pocas ktorej ma preradenie trvat. Ak preradenim zamestnanca
dochadza k zmene pracovnej zmluvy, zamestnavatel' je povinny vydat mu pisomné
ozndmenie o dévode preradenia na ind pracu a o jeho trvani okrem pripadov uvedenych v
odseku 4.

§ 56

Pred uzatvorenim dohody o zmene pracovnych podmienok podla § 54 a pred preradenim
zamestnanca na pracu in¢ho druhu, ako bol dohodnuty v pracovnej zmluve podla § 55, je
zamestnavatel’ povinny zabezpecit’ jeho lekarske vySetrenie v pripadoch ustanovenych
osobitnym predpisom. Uhradu za poskytnutd zdravotnii starostlivost nemozno od
zamestnanca pozadovat’.
§ 57
Pracovna cesta

Zamestnavate] moze zamestnanca vyslat na pracovnu cestu mimo obvodu obce
pravidelného pracoviska alebo bydliska zamestnanca na nevyhnutne potrebné obdobie
len s jeho suhlasom. To neplati, ak vyslanie na pracovnu cestu vyplyva priamo z povahy
dohodnutého druhu prace alebo miesta vykonu prace alebo ak moznost’ vyslania na
pracovnu cestu je dohodnuta v pracovnej zmluve. Na pracovnej ceste zamestnanec
vykondva pracu podla pokynov vediiceho zamestnanca, ktory ho na pracovnu cestu
vyslal.
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§58
Docasné pridelenie

(1) Zamestnavatel’ alebo agentura doCasného zamestnavania podl'a osobitného predpisu
mdze sa so zamestnancom V pracovnom pomere pisomne dohodnut, ze ho docCasne
prideli na vykon prace k inej pravnickej osobe alebo fyzickej osobe (dalej len
"uzivatel'sky zamestnavatel™).

(2) V pracovnej zmluve uzatvorenej medzi agentirou docCasného zamestnavania a
zamestnancom sa agentira do¢asného zamestnavania zaviaze zabezpecit' zamestnancovi
doCasny vykon prace u uzivatel'ského zamestnavatela a dohodnii sa podmienky
zamestnania.

(3) Pisomna dohoda o docasnom prideleni uzatvorend medzi zamestnavatelom a
zamestnancom musi obsahovat’ najmé nazov a sidlo uzivateI'ského zamestnavatela, den,
ked doCasné pridelenie vznikne, a dobu, na ktoru sa docasné pridelenie dohodlo, druh
prace a miesto vykonu préce, mzdové podmienky a podmienky jednostranného
ukoncenia vykonu prace pred uplynutim doby docasného pridelenia. Tieto naleZitosti
musi obsahovat’ aj pracovna zmluva uzatvorend medzi agenturou docasného
zamestnavania a zamestnancom, ak sa tato pracovna zmluva uzatvara na ur¢iti dobu.

(4) Uzivatel'sky zamestnavatel’, ku ktorému bol zamestnanec docasne prideleny, uklada
zamestnancovi v mene zamestnavatel'a alebo agentiry docasného zamestnavania pocas
doc¢asného pridelenia pracovné tlohy, organizuje, riadi a kontroluje jeho préacu, dava mu
na tento ucel pokyny, utvara priaznivé pracovné podmienky a zaistuje bezpecnost’ a
ochranu zdravia pri praci rovnako ako ostathym zamestnancom. Vedlci zamestnanci
uzivatel'ského zamestnavatel'a nemdzu voci docasne pridelenému zamestnancovi robit
pravne ukony v mene zamestnavatel'a alebo agentiry do¢asného zamestnavania.

(5) Pocas docasného pridelenia poskytuje zamestnancovi mzdu, nahradu mzdy, cestovné
nahrady zamestnavatel, ktory zamestnanca docasne pridelil, alebo agentira docasného
zamestnavania. Pracovné podmienky vratane mzdovych podmienok a podmienky
zamestnavania docasne pridelenych zamestnancov musia byt’ najmenej rovnako priaznivé
ako u porovnateI'ného zamestnanca uzivatel'ského zamestnéavatel’a.

(6) Pracovnymi podmienkami a podmienkami zamestnavania su:

a) pracovny cas, prestavky v praci, odpocinok, praca nadcas, pracovna pohotovost, praca
v noci, dovolenka a sviatky,

b) mzdové podmienky,

c) bezpec¢nost’ a ochrana zdravia pri praci,

d) nadhrada Skody v pripade pracovnych trazov alebo chordb z povolania,

e) nahrada pri platobnej neschopnosti a ochrana narokov do€asnych zamestnancov,

f) ochrana tehotnych Zien, matiek do konca deviateho mesiaca po porode, dojciacich Zien,
zien a muzov starajucich sa o deti a mladistvych,

g) pravo na kolektivne vyjednavanie,

h) podmienky stravovania.

(7) Ak zamestnavatel’, ktory zamestnanca docasne pridelil, alebo agentura do¢asného
zamestnavania uhradila zamestnancovi $kodu, ktora mu vznikla pri plneni pracovnych
uloh alebo v priamej stvislosti s nim u uzivatel'ského zamestnavatel'a, ma narok na
nahradu voci tomuto uzivatel'skému zamestnavatel'ovi, ak sa s nim nedohodne inak.

178



(8) Docasné pridelenie sa skon¢i uplynutim ¢asu, na ktory sa dohodlo. Pred uplynutim
tohto Casu sa kon¢i doCasné pridelenie dohodou ucastnikov pracovného pomeru alebo
jednostrannym skon¢enim ucastnikov na zdklade dohodnutych podmienok.
(9) Uzivatel'sky zamestnavatel poskytuje zamestnavatelovi a agentire doCasného
zamestnavania informécie o pracovnych podmienkach a podmienkach zamestnavania
porovnatel'ného zamestnanca u uzivatel'ského zamestnavatel’a.
(10) Uzivatel'sky zamestnavatel, ku ktorému bol zamestnanec prideleny agenturou
docasného zamestnavania,
a) informuje docasnych zamestnancov o vsetkych svojich volnych pracovnych miestach
tak, aby im bola poskytnutd rovnaka prilezitost ako ostatnym zamestnancom ziskat’
trvalé zamestnanie,
b) zabezpe¢i docCasnym zamestnancom pristup k svojim socidlnym sluzbam, za
rovnakych podmienok ako svojim zamestnancom, ak tomu nebrénia objektivne dévody,
c) umozni dofasnym zamestnancom pristup k vzdelavaniu rovnako ako svojim
Zzamestnancom,
d) poskytuje zastupcom zamestnancov informacie o vyuzivani do€asnych zamestnancov
v rdmci informacii o svojej situacii v zamestnanosti.
(11) Docasni zamestnanci sa zapocitavaju na ucely vol'by zastupcov zamestnancov podl'a
§2330ds.2a3.

§ 58a

(1) Zamestnavatel' alebo agentira dofasné¢ho zamestndvania sa moézu s uzivatel'skym
zamestnavatel'om dohodnut’ o do¢asnom prideleni zamestnanca v pracovnom pomere na
vykon prace. Zamestnavatel moZe s uZivatel'skym zamestnavatelom dohodnut’ doCasné
pridelenie zamestnanca iba v pripade, ak si u zamestnavatel'a objektivne prevadzkové
dévody.

(2) Dohoda o doc¢asnom prideleni uzatvorend medzi zamestnavatel'om alebo agenturou
docasného zamestnavania a uZivatel'skym zamestnavatelom musi obsahovat’

a) meno a priezvisko, datum a miesto narodenia a miesto trvalého pobytu docasne
prideleného zamestnanca,

b) druh préace, ktora bude docasne prideleny zamestnanec vykondvat, vratane
predpokladov na zdravotna sposobilost’ na pracu, psychicka sposobilost’ na pracu, alebo
inych predpokladov podl'a osobitného zdkona, ak sa na vykon tohto druhu prace
vyZaduju,

¢) dobu, na ktort sa docasné pridelenie dohodlo,

d) miesto vykonu préce,

e) den nastupu docasne prideleného zamestnanca na vykon prace u uzivatel'ského
zamestnavatel’a,

f) pracovné podmienky vratane mzdovych podmienok a podmienky zamestnavania
doc¢asne prideleného zamestnanca, ktoré musia byt najmenej rovnako priaznivé ako u
porovnatel'ného zamestnanca uZivatel'ského zamestnavatela,

g) podmienky, za ktorych mdze zamestnanec alebo uzivatel'sky zamestnavatel’ skoncit’
docasné pridelenie pred uplynutim doby do¢asného pridelenia,

h) ¢islo rozhodnutia a datum vydania rozhodnutia, ktorym sa agenture docasného
zamestndvania vydalo povolenie na vykondvanie c¢innosti agentury docasného
zamestnavania.
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(3) Dohoda medzi zamestnavatelom alebo agenturou docasného zamestndvania a
uzivatel'skym zamestnavatelom o doCasnom prideleni zamestnancov musi byt
uzatvorend pisomne, inak je neplatna.

§ 58b

Ustanovenia pracovnej zmluvy alebo dohody podla § 58a, ktoré zakazuju uzatvorenie
pracovného pomeru medzi uzivatel'skym zamestnavatelom a zamestnancom po jeho
prideleni agenturou doCasného zamestnavania alebo zamestnavatelom alebo ich
uzatvoreniu zabraiujud, su neplatné.

Skoncenie pracovného pomeru
§ 59

(1) Pracovny pomer mozno skon¢it’

a) dohodou,

b) vypovedou,

c¢) okamzitym skoncenim,

d) skonc¢enim v skiiSobnej dobe.

(2) Pracovny pomer dohodnuty na urciti dobu sa skon¢i uplynutim dohodnutej doby.

(3) Pracovny pomer cudzinca alebo osoby bez Statnej prisluSnosti, ak k jeho skonceniu
nedoslo uz inym spoésobom, sa skon¢i diiom, ktorym

a) sa ma skoncit’ jeho pobyt na uzemi Slovenskej republiky podla vykonatel'ného
rozhodnutia o odnati povolenia na pobyt,

b) nadobudne pravoplatnost’ rozsudok ukladajuici tejto osobe trest vyhostenia z Gzemia
Slovenskej republiky,

c) uplynula doba, na ktori bolo vydané povolenie na pobyt na Uzemi Slovenskej
republiky.

(4) Pracovny pomer zanikd smrtou zamestnanca.

§ 60
Dohoda o skonceni pracovného pomeru

(1) Ak sa zamestndvatel' a zamestnanec dohodni na skonceni pracovného pomeru,
pracovny pomer sa skon¢i dohodnutym diiom.
(2) Dohodu o skonceni pracovného pomeru zamestnavatel a zamestnanec uzatvéaraju
pisomne. V dohode musia byt uvedené dévody skoncenia pracovného pomeru, ak to
zamestnanec pozaduje alebo ak sa pracovny pomer skonc¢il dohodou z doévodov
uvedenych v § 63 ods. 1 pism. a) az c).
(3) Jedno vyhotovenie dohody o skonceni pracovného pomeru vydd zamestnavatel
zamestnancovi.

§61

Vypoved’

(1) Vypoved'ou moze skoncit’ pracovny pomer zamestnavatel’ aj zamestnanec. Vypoved’
musi byt pisomna a dorucend, inak je neplatna.
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(2) Zamestnavatel mdze dat zamestnancovi vypoved iba z dovodov ustanovenych v
tomto zakone. Dovod vypovede sa musi vo vypovedi skutkovo vymedzit' tak, aby ho
nebolo mozné zamenit’ s inym dovodom, inak je vypoved neplatna. Dévod vypovede
nemozno dodato¢ne menit’.

(3) Ak zamestnavatel' dal zamestnancovi vypoved podla § 63 ods. 1 pism. b), nesmie
poc¢as dvoch mesiacov znovu utvorit’ zruSené pracovné miesto a prijat po skonceni
pracovného pomeru na toto pracovné miesto ineho zamestnanca.

(4) Vypoved, ktord bola doruc¢ena druhému ucastnikovi, mozno odvolat len s jeho
suhlasom. Odvolanie vypovede, ako aj suhlas s jej odvolanim treba urobit’ pisomne.

§62
Vypovedna doba

(1) Ak je dana vypoved’, pracovny pomer sa skon¢i uplynutim vypovednej doby.
(2) Vypovedna doba je najmenej jeden mesiac, ak tento zakon neustanovuje inak.
(3) Vypovedna doba zamestnanca, ktorému je dana vypoved z dévodov uvedenych v §
63 ods. 1 pism. a) alebo pism. b) alebo z dovodu, Ze zamestnanec stratil vzhl'adom na
svoj zdravotny stav podla lekarskeho posudku dlhodobo spdsobilost’ vykonavat
doterajSiu pracu, je najmenej
a) dva mesiace, ak pracovny pomer zamestnanca u zamestnavatela ku dnu dorucenia
vypovede trval najmenej jeden rok a menej ako pat’ rokov,
b) tri mesiace, ak pracovny pomer zamestnanca u zamestnavatela ku dnu dorucenia
vypovede trval najmenej pét’ rokov.
(4) Vypovedna doba zamestnanca, ktorému je dana vypoved’ z inych dovodov ako podl'a
odseku 3, je najmenej dva mesiace, ak pracovny pomer zamestnanca u zamestnavatel’a ku
diiu dorucenia vypovede trval najmenej jeden rok.
(5) Do doby trvania pracovného pomeru podl'a odsekov 3 a 4 sa zapoclitava aj doba
trvania opakovane uzatvorenych pracovnych pomerov na uriti dobu u toho istého
zamestnavatel’a, ktoré na seba bezprostredne nadvézuju.
(6) Ak vypoved’ dava zamestnanec, ktorého pracovny pomer u zamestnavatel'a ku dilu
dorucenia vypovede trval najmenej jeden rok, vypovedna doba je najmenej dva mesiace.
(7) Vypovedna doba zacina plyniit’ od prvého dna kalendarneho mesiaca nasledujuceho
po doruceni vypovede a skon¢i sa uplynutim posledného dna prislusného kalendarneho
mesiaca, ak tento zakon neustanovuje inak.
(8) Ak zamestnanec nezotrva pocas plynutia vypovednej doby u zamestnavatela,
zamestnavatel ma pravo na penazni nahradu najviac v sume, ktora je stcinom
priemerného mesaéného zarobku tohto zamestnanca a dizky vypovednej doby, ak sa na
tejto penaznej nahrade dohodli v pracovnej zmluve; dohoda o penaznej nahrade musi byt’
pisomn4, inak je neplatna.
§63
Vypoved’ dana zamestnavatel’om

(1) Zamestnavatel’ m6Ze dat’ zamestnancovi vypoved’ iba z dovodov, ak

a) sa zamestnavatel alebo jeho cast’
1. zruSuje alebo
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2. premiestiiuje a zamestnanec nesthlasi so zmenou dohodnutého miesta vykonu
prace,
b) sa zamestnanec stane nadbyto¢ny vzhl'adom na pisomné rozhodnutie zamestnavatel'a
alebo prislusného organu o zmene jeho tuloh, technického vybavenia alebo o znizeni
stavu zamestnancov s cielom zabezpecit’ efektivnost’ prace alebo o inych organizacnych
Zmenach,
¢) zamestnanec vzhl'adom na svoj zdravotny stav podla lekarskeho posudku dlhodobo
stratil sposobilost’ vykonavat’ doterajSiu pracu, alebo ak ju nesmie vykonavat pre chorobu
z povolania alebo pre ohrozenie touto chorobou, alebo ak na pracovisku dosiahol
najvyssiu pripustni expoziciu ureni rozhodnutim prislusSného organu verejného
zdravotnictva,
d) zamestnanec

1. nespita predpoklady ustanovené pravnymi predpismi na vykon dohodnutej
prace,

2. prestal spinat’ poziadavky podla § 42 ods. 2,

3. nesplia bez zavinenia zamestnavatela poziadavky na riadny vykon dohodnutej
prace uréené zamestnavatelom vo vnitornom predpise alebo

4. neuspokojivo plni pracovné ulohy a zamestnavatel’ ho v poslednych S$iestich
mesiacoch pisomne vyzval na odstranenie nedostatkov a zamestnanec ich v primeranom
¢ase neodstranil,
e) su u zamestnanca dovody, pre ktoré by s nim zamestnavatel’ mohol okamzite skoncit’
pracovny pomer, alebo pre menej zdvazné poruSenie pracovnej discipliny; pre menej
zévazné porusenie pracovnej discipliny mozno dat’ zamestnancovi vypoved, ak bol v
poslednych Siestich mesiacoch v suvislosti s porusenim pracovnej discipliny pisomne
upozorneny na moznost’ vypovede.
(2) Zamestnavatel moze dat zamestnancovi vypoved’, ak nejde o vypoved pre
neuspokojivé plnenie pracovnych tloh, pre menej zavazné porusenie pracovnej discipliny
alebo z dovodu, pre ktory mozno okamzite skoncit’ pracovny pomer, iba vtedy, ak
a) zamestnavatel nemd moznost' zamestnanca d’alej zamestnavat, a to ani na kratsi
pracovny ¢as v mieste, ktoré bolo dohodnuté ako miesto vykonu prace,
b) zamestnanec nie je ochotny prejst na int pre neho vhodnt pracu, ktord mu
zamestnavatel’ pontikol v mieste, ktoré bolo dohodnuté ako miesto vykonu prace alebo sa
podrobit’ predchadzajticej priprave na tto int pracu.
(3) V kolektivnej zmluve mozno dohodnut’ podmienky realizacie povinnosti
zamestnavatel’a podl'a odseku 2.
(4) Pre porusenie pracovnej discipliny alebo z dovodu, pre ktory mozno okamzite skon¢it’
pracovny pomer, moZe dat’ zamestndvatel’ zamestnancovi vypoved iba v lehote dvoch
mesiacov odo dna, ked’ sa o dovode vypovede dozvedel, a pre porusenie pracovnej
discipliny v cudzine aj do dvoch mesiacov po jeho nadvrate z cudziny, najneskor vzdy do
jedného roka odo dia, ked’ dévod vypovede vznikol.
(5) Ak sa v priebehu lehoty dvoch mesiacov uvedenej v odseku 4 konanie zamestnanca, v
ktorom mozno vidiet' poruSenie pracovnej discipliny, stane predmetom konania iného
organu, mozno dat’ vypoved esSte do dvoch mesiacov odo dia, ked’ sa zamestnavatel
dozvedel o vysledku tohto konania.
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z AV z vi vypov Seni vnej
6) Ak zamestnavatel’ chce dat’® zamestnancovi oved’ pre poruSenie pracovne
iscipliny, je povinny oboznamit® zamestnanca s dovodom vypov a umozni u
discipliny, nny oboznamit’ t dovodom ede it m
vyjadrit’ sa k nemu.

Z&kaz vypovede
8 64

(1) Zamestnavatel’ nesmie dat’ zamestnancovi vypoved v ochrannej dobe, a to
a) v dobe, ked je zamestnanec uznany docasne za praceneschopného pre chorobu alebo
uraz, ak si tto neschopnost umyselne nevyvolal alebo nesposobil pod vplyvom
alkoholu, omamnych latok alebo psychotropnych latok, a v dobe od podania navrhu na
ustavné osetrovanie alebo od nastupu na kupel'nt liecbu az do dna ich skoncenia,
b) pri povolani na vykon mimoriadnej sluzby v obdobi krizovej situdcie odo dia, ked’ bol
zamestnanec povolany na vykon mimoriadnej sluzby doru¢enim povolavacieho rozkazu
alebo ked’ bol na vykon mimoriadnej sluzby povolany mobilizaénou vyzvou alebo
mobilizatnym ozndmenim, alebo ak bol zamestnancovi vykon mimoriadnej sluzby
nariadeny, az do uplynutia dvoch tyzdiov po jeho prepusteni z tejto sluzby; to plati
rovnako v pripade vykonu alternativnej sluzby podl'a osobitného predpisu,
c¢) v dobe, ked’ je zamestnankyna tehotna, ked’ je zamestnankyna na materskej dovolenke,
ked’ je zamestnankyila a zamestnanec na rodi¢ovskej dovolenke alebo ked’ sa osamela
zamestnankyna alebo osamely zamestnanec staraju o diet’a mladsie ako tri roky,
d) v dobe, ked’ je zamestnanec dlhodobo uvol'neny na vykon verejnej funkcie,
e) v dobe, ked’ je zamestnanec pracujuci v noci uznany na zéklade lekarskeho posudku
docasne nespdsobilym na no¢nu pracu.
(2) Ak je zamestnancovi dand vypoved pred zaciatkom ochrannej doby tak, ze by
vypovedna doba mala uplynit’ v ochrannej dobe, pracovny pomer sa skon¢i uplynutim
posledného dia ochrannej doby okrem pripadov, ked” zamestnanec oznami, ze na
predizeni pracovného pomeru netrva.
(3) Zékaz vypovede sa nevzt'ahuje na vypoved’ dant zamestnancovi
a) z dévodov ustanovenych

1. 8 63 ods. 1 pism. a) prvom bode

2. § 63 ods. 1 pism. a) druhom bode v dobe, ked’ sa osamela zamestnankyia alebo
osamely zamestnanec staraju o diet'a mladsie ako tri roky, a v dobe, ked’ je zamestnanec
pracujuci v noci uznany na zaklade lekarskeho posudku docasne nespdsobilym na no¢nu
pracu,
b) z dovodu, pre ktory moze zamestnavatel’ okamzite skoncit’ pracovny pomer, ak nejde o
zamestnankyiiu na materskej dovolenke a o zamestnanca na rodi¢ovskej dovolenke (§
166 ods. 1); ak je dand zamestnankyni alebo zamestnancovi vypoved z tohto dovodu
pred nastupom na materski dovolenku a rodi¢ovska dovolenku tak, ze by vypovedna
doba uplynula v Case tejto materskej dovolenky a rodi¢ovskej dovolenky, skonéi sa
vypovedna doba stiCasne s materskou dovolenkou a rodi¢ovskou dovolenkou,
c) pre iné poruSenie pracovnej discipliny [§ 63 ods. 1 pism. e)], ak nejde o tehotnll
zamestnankynu alebo ak nejde o zamestnankynu na materskej dovolenke alebo
zamestnankymu a zamestnanca na rodicovskej dovolenke,
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d) ak z vlastnej viny stratil predpoklady na vykon dohodnutej prace podla osobitného
zakona.
§ 65
Zruseny od 1.9.2007

§ 66

Zamestnancovi so zdravotnym postihnutim moze dat’ zamestnavatel vypoved len s
predchadzajucim stihlasom prislusného tradu prace, socialnych veci a rodiny, inak je
vypoved’ neplatnd. Tento stihlas sa nevyzaduje, ak ide o vypoved’ davani zamestnancovi,
ktory dosiahol vek ureny na narok na starobny doéchodok, alebo z ddvodov
ustanovenych v § 63 ods. 1 pism. a) a e).
8§67
Vypoved’ dana zamestnancom

Zamestnanec modze dat’ zamestnavatel'ovi vypoved’ z akéhokol'vek dovodu alebo bez
uvedenia dovodu.

Okamzité skoncenie pracovného pomeru
§68

(1) Zamestnavatel moZe okamzite skoncit’ pracovny pomer vynimocne a to iba vtedy, ak
Zamestnanec

a) bol pravoplatne odstideny pre imyselny trestny ¢in,

b) porusil zavazne pracovnu disciplinu.

(2) Zamestnavatel’ méze podla odseku 1 okamzite skonéit’ pracovny pomer iba v lehote
dvoch mesiacov odo dia, ked’ sa o dovode na okamzité skoncenie dozvedel, najneskor
vSak do jedného roka odo dia, ked’ tento dovod vznikol. O zaliatku a plynuti lehoty
rovnako platia ustanovenia 8 63 ods. 4 a 5.

(3) Zamestnavatel nemdze okamzite skonCit pracovny pomer s tehotnou
zamestnankynou, so zamestnankynou na materskej dovolenke alebo so zamestnankyiiou
a zamestnancom na rodi¢ovskej dovolenke, s osamelou zamestnankyiou alebo s
osamelym zamestnancom, ak sa stara o dieta mladSie ako tri roky, alebo so
zamestnancom, ktory sa osobne stard o blizku osobu, ktora je osobou s tazkym
zdravotnym postihnutim. Mo6Ze vSak s nimi s vynimkou zamestnankyne na materskej
dovolenke a zamestnanca na rodicovskej dovolenke (§ 166 ods. 1) z dovodov uvedenych
v odseku 1 skonc¢it’ pracovny pomer vypovedou.

869

(1) Zamestnanec mdze pracovny pomer okamzite skoncit’, ak

a) podla lekarskeho posudku nemdze d’alej vykondvat pracu bez vézneho ohrozenia
svojho zdravia a zamestnavatel ho nepreradil do 15 dni odo dna predlozenia tohto
posudku na ind pre neho vhodnu préacu,
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b) zamestnavatel mu nevyplatil mzdu, ndhradu mzdy, cestovné nahrady, ndhradu za
pracovnu pohotovost’, ndhradu prijmu pri docasnej pracovnej neschopnosti zamestnanca
alebo ich ¢ast’ do 15 dni po uplynuti ich splatnosti,

¢) je bezprostredne ohrozeny jeho zivot alebo zdravie.

(2) Mladistvy zamestnanec moze okamzite skoncit’ pracovny pomer aj vtedy, ak nemoze
vykonavat pracu bez ohrozenia svojej moralky.

(3) Zamestnanec méze okamzite skoncit’ pracovny pomer iba v lehote jedného mesiaca
odo dia, ked’ sa o dovode na okamzité skoncenie pracovného pomeru dozvedel.

(4) Zamestnanec, ktory okamzite skoncil pracovny pomer, ma narok na nahradu mzdy v
sume svojho priemerného mesacného zarobku za vypovednu dobu dvoch mesiacov.

§70

Okamzité skoncenie pracovného pomeru musi zamestnavatel aj zamestnanec urobit’
pisomne, musia v iom skutkovo vymedzit’ jeho dovod tak, aby ho nebolo mozné zamenit’
s inym dovodom, a musia ho v ustanovenej lehote dorucit’ druhému ucastnikovi, inak je
neplatné. Uvedeny dovod sa nesmie dodatocne menit’.

§71
Skonéenie pracovného pomeru dohodnutého na urciti dobu

(1) Pracovny pomer uzatvoreny na urcitu dobu sa skon¢i uplynutim tejto doby.
(2) Ak zamestnanec pokracuje po uplynuti dohodnutej doby s vedomim zamestnavatel'a
d’alej vo vykone prace, plati, Ze sa tento pracovny pomer zmenil na pracovny pomer
uzatvoreny na neurCity Cas, ak sa zamestnavatel’ nedohodne so zamestnancom inak.
(3) Pred uplynutim dohodnutej doby sa mdze skoncit’ pracovny pomer podl'a odseku 1 aj
inymi spdsobmi uvedenymi v § 59.
(4) zruSeny od 1.9.2007.
8§72
Skon¢enie pracovného pomeru v skiiSobnej dobe

(1) V skasobnej dobe mozZze zamestnavatel a zamestnanec skoncit’ pracovny pomer
pisomne z akéhokol'vek dovodu alebo bez uvedenia dovodu, ak d’alej nie je ustanovené
inak. Zamestnavatel' méZe skoncit’ pracovny pomer v skiSobnej dobe s tehotnou Zenou,
matkou dokonca deviateho mesiaca po porode a dojciacou zenou len pisomne, vo
vynimoénych pripadoch, ktoré nestvisia s jej tehotenstvom alebo materstvom, a musi ho
nalezite pisomne odévodnit’, inak je neplatné.

(2) Pisomné oznamenie o skonceni pracovného pomeru sa mé dorucit druhému
ucastnikovi spravidla aspon tri dni pred ditom, ked’ sa ma pracovny pomer skoncit’.

§73
Hromadné prepustanie

(1) O hromadné prepustanie ide, ak zamestnavatel’ alebo Cast’ zamestnavatel'a rozviaze
pracovny pomer vypoved'ou z dovodov uvedenych v 8 63 ods. 1 pism. a) a b) alebo ak sa
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pracovny pomer skon¢i inym spdsobom z dovodu, ktory nespociva v osobe zamestnanca,
pocas 30 dni

a) najmenej s desiatimi zamestnancami u zamestnavatel’a, ktory zamestnava viac ako 20 a
menej ako 100 zamestnancov,

b) najmenej s 10 % zamestnancov z celkového poctu zamestnancov u zamestnavatel’a,
ktory zamestnava najmenej 100 a menej ako 300 zamestnancov,

c) najmenej s 30 zamestnancami u zamestnavatela, ktory zamestndva najmenej 300
Zamestnancov.

(2) S ciel'om dosiahnut’ dohodu je zamestnavatel’ povinny najneskér jeden mesiac pred
zaCatim hromadného prepustania prerokovat’ so zdstupcami zamestnancov, a ak u
zamestnavatela nepOsobia zédstupcovia zamestnancov priamo s dotknutymi
zamestnancami opatrenia umoznujuce predist hromadnému prepustaniu zamestnancov
alebo ho obmedzit’, predovSetkym prerokovat’ moznost’ ich umiestnenia vo vhodnom
zamestnani na inych svojich pracoviskach, a to aj po predchadzajucej priprave, a
opatrenia na zmiernenie nepriaznivych doésledkov  hromadného prepustania
zamestnancov. Na ten Ucel je zamestnavatel povinny poskytnut’ zéastupcom
zamestnancov vSetky potrebné informécie a pisomne ho informovat’ najma o

a) dovodoch hromadného prepustania,

b) pocte a Struktire zamestnancov, s ktorymi sa ma pracovny pomer rozviazat’,

c) celkovom pocte a Struktire zamestnancov, ktorych zamestnava,

d) dobe, pocas ktorej sa hromadné prepustanie bude uskutocnovat,

e) kritéridch na vyber zamestnancov, s ktorymi sa ma pracovny pomer rozviazat'.

(3) Zamestnavatel’ doruc¢i odpis pisomnej informacie podl'a odseku 2 spolu s menami,
priezviskami a adresami trvalého pobytu zamestnancov, s ktorymi sa ma rozviazat
pracovny pomer, su€asne aj uradu prace, socidlnych veci a rodiny na ucely hl'adania
rieSeni problémov spojenych s hromadnym prepustanim podla odseku 7.

(4) Zamestnavatel’ po prerokovani hromadného prepustania so zastupcami zamestnancov
je povinny dorugit’ pisomnu informéciu o vysledku prerokovania

a) Uradu prace, socialnych veci a rodiny,

b) zastupcom zamestnancov.

(5) Zastupcovia zamestnancov moézu uradu prace, socialnych veci a rodiny predlozit’
pripomienky tykajuce sa hromadného prepustania.

(6) Pri hromadnom prepustani zamestndvatel moze dat zamestnancovi vypoved z
dévodov uvedenych v § 63 ods. 1 pism. a) a b) alebo ndvrh na rozviazanie pracovného
pomeru dohodou z tych istych dovodov najskér po uplynuti jedného mesiaca odo dna
doruéenia pisomnej informacie podl'a odseku 4 pism. a).

(7) Lehotu ustanovenu v odseku 6 urad prace, socialnych veci a rodiny vyuZije na
hl'adanie rieSeni problémov spojenych s planovanym hromadnym preptstanim. Urad
prace, socialnych veci a rodiny méze lehotu podl'a odseku 6 z objektivnych dévodov
primerane skratit, o com bezodkladne pisomne informuje zamestnavatela.

(8) Ak zamestnavatel' porusi povinnosti ustanovené v odsekoch 2 az 4 a 6, ma
zamestnanec, s ktorym zamestnavatel' skon¢i pracovny pomer v rdmci hromadného
prepustania, narok na ndhradu mzdy najmenej v sume dvojnasobku jeho priemerného
zarobku podla § 134.

(9) Ustanovenia odsekov 1 az 8 sa nevzt'ahuji na

a) skoncenie pracovného pomeru uzatvorené¢ho na urcitti dobu uplynutim tejto doby,
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b) ¢lenov posadok lodi plavajicich pod Statnou vlajkou Slovenskej republiky.

(10) Ustanovenia odsekov 6 a 7 sa nevzt'ahuji na zamestnavatel’a, na ktorého bol sidom
vyhlaseny konkurz.

(11) Ak u zamestnavatel'a nepdsobia zastupcovia zamestnancov, zamestnavatel' plni
povinnosti ustanovené v odsekoch 2 az 4 priamo voci dotknutym zamestnancom.

(12) Povinnosti ustanovené v odsekoch 2 az 4 plni zamestnavatel' aj vtedy, ak
rozhodnutie o hromadnom prepustani prijal riadiaci zamestndvatel uvedeny v § 241a
ods. 3.

(13) Na ucely hromadného preptistania sa za Cast zamestnavatela povazuje aj
organiza¢na zlozka zamestnavatel'a, ktora ma postavenie odstepného zavodu zapisaného
do obchodného registra podl'a osobitného predpisu.

§74
Ucdast’ zastupcov zamestnancov
pri skonceni pracovného pomeru

Vypoved alebo okamzité¢ skoncenie pracovného pomeru zo strany zamestnavatela je
zamestnavatel' povinny vopred prerokovat’ so zastupcami zamestnancov, inak su
vypoved alebo okamzit¢é skoncenie pracovného pomeru neplatné. Zastupca
zamestnancov je povinny prerokovat’ vypoved zo strany zamestnavatela do siedmich
pracovnych dni odo dna dorucenia pisomnej ziadosti zamestnavatelom a okamzité
skoncenie pracovného pomeru do dvoch pracovnych dni odo diia dorucenia pisomnej
ziadosti zamestnavatel'om. Ak v uvedenych lehotach neddjde k prerokovaniu, plati, ze k
prerokovaniu doslo.
8§75
Pracovny posudok a potvrdenie o zamestnani

(1) Zamestnavatel’ je povinny vydat’ zamestnancovi pracovny posudok do 15 dni od jeho
poziadania. Zamestnavatel’ vSak nie je povinny vydat’ zamestnancovi pracovny posudok
skor ako dva mesiace pred skonfenim pracovného pomeru. Pracovnym posudkom st
vSetky pisomnosti tykajice sa hodnotenia prace zamestnanca, jeho kvalifikacie,
schopnosti a d’alSich skutocnosti, ktoré maji vztah k vykonu prace. Zamestnanec ma
pravo nahliadnut’ do osobného spisu a robit’ si z neho vypisy, odpisy a fotokopie.

(2) Pri skonceni pracovného pomeru je zamestnavatel povinny vydat zamestnancovi
potvrdenie o zamestnani a uviest’ v iom najma

a) dobu trvania pracovného pomeru,

b) druh vykonavanych prac,

c) ¢i sa zo mzdy zamestnanca vykonavaju zrazky, v ¢i prospech, v akej vyske a v akom
poradi je pohl'adavka, pre ktori sa maju zrazky d’alej vykonavat’,

d) udaje o poskytnutej mzde za vykonanu pracu, o poskytnutej ndhrade mzdy a néhrade
za Cas pracovne] pohotovosti, o zrazenych preddavkoch na dan z prijmov a o d’alSich
skuto€nostiach rozhodujucich pre ro¢né zictovanie preddavkov na dan zo zavislej
¢innosti a z funkénych pozitkov a pre vypocet podpory v nezamestnanosti,

e) Udaj o dohode o zotrvani v pracovnom pomere u zamestnavatel’a po urciti dobu, po
vykonani zéverecnej skusky alebo maturitnej skusky, alebo po skonceni Stadia, alebo
pripravy na povolanie vratane udaja o tom, kedy sa tato doba skon¢i (§ 53 ods. 2),
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f) idaj o poskytnuti odchodného podla § 76a.

(3) Ak zamestnanec s obsahom pracovného posudku alebo potvrdenia o zamestnani
nesthlasi a zamestnavatel na poziadanie zamestnanca pracovny posudok alebo
potvrdenie o zamestnani neupravi alebo nedoplni, méze sa domahat v lehote troch
mesiacov odo dina, ked’ sa o ich obsahu dozvedel, na sude, aby bol zamestnavatel
zaviazany primerane ich upravit’.

(4) Iné informdacie je zamestnavatel' opravneny o zamestnancovi podavat’ iba s jeho
suhlasom, ak osobitny predpis neustanovuje inak.

876
Odstupné

(1) Zamestnancovi, s ktorym zamestnavatel' skon¢i pracovny pomer vypovedou z
dovodov uvedenych v § 63 ods. 1 pism. a) alebo pism. b) alebo z dévodu, Ze zamestnanec
stratil vzhl'adom na svoj zdravotny stav podl'a lekarskeho posudku dlhodobo spdsobilost’
vykonavat’ doterajSiu pracu, patri pri skonceni pracovného pomeru odstupné najmene;j
VvV sume

a) jeho priemerného mesacného zarobku, ak pracovny pomer zamestnanca trval najmene;j
dva roky a menej ako pat’ rokov,

b) dvojnasobku jeho priemerného mesaéného zarobku, ak pracovny pomer zamestnanca
trval najmenej pat rokov a menej ako desat’ rokov,

¢) trojnasobku jeho priemerného mesacného zarobku, ak pracovny pomer zamestnanca
trval najmenej desat’ rokov a menej ako dvadsat’ rokov,

d) $tvornasobku jeho priemerného mesa¢ného zarobku, ak pracovny pomer zamestnanca
trval najmenej dvadsat’ rokov.

(2) Zamestnancovi patri pri skonceni pracovného pomeru dohodou z dévodov uvedenych
v § 63 ods. | pism. a) alebo pism. b) alebo z dovodu, Ze zamestnanec stratil vzhI'adom na
svoj zdravotny stav podla lekarskeho posudku dlhodobo spdsobilost’ vykonavat
doterajSiu pracu, odstupné najmenej v sume

a) jeho priemerného mesa¢ného zarobku, ak pracovny pomer zamestnanca trval menej
ako dva roky,

b) dvojnasobku jeho priemerného mesacného zarobku, ak pracovny pomer zamestnanca
trval najmenej dva roky a menej ako pit rokov,

¢) trojnasobku jeho priemerného mesacného zarobku, ak pracovny pomer zamestnanca
trval najmenej pat’ rokov a menej ako desat’ rokov,

d) Stvornasobku jeho priemerného mesacného zarobku, ak pracovny pomer zamestnanca
trval najmenej desat’ rokov a menej ako dvadsat’ rokov,

e) patnasobku jeho priemerného mesacného zarobku, ak pracovny pomer zamestnanca
trval najmenej dvadsat’ rokov.

(3) Zamestnancovi, s ktorym zamestnavatel' skon¢i pracovny pomer vypoved’ou alebo
dohodou z dovodov, Zze zamestnanec nesmie vykonavat pracu pre pracovny Uraz,
chorobu z povolania alebo pre ohrozenie touto chorobou, alebo ak na pracovisku dosiahol
najvys$iu pripustni expoziciu ur€enu rozhodnutim prislusného organu verejného
zdravotnictva, patri pri skonfeni pracovného pomeru odstupné v sume najmenej
desatnasobku jeho priemerného mesa¢ného zarobku; to neplati, ak bol pracovny Uraz
sposobeny tym, Ze zamestnanec svojim zavinenim porusil pravne predpisy alebo ostatné
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predpisy na zaistenie bezpec¢nosti a ochrany zdravia pri préaci, alebo pokyny na zaistenie
bezpecnosti a ochrany zdravia pri praci, hoci s nimi bol riadne a preukéazatelne
oboznameny a ich znalost' a dodrziavanie sa ststavne vyzadovali a kontrolovali, alebo
pracovny Uraz si spdsobil zamestnanec pod vplyvom alkoholu, omamnych latok alebo
psychotropnych latok a zamestnavatel’ nemohol pracovnému trazu zabranit'.
(4) Ak zamestnanec po skonceni pracovného pomeru nastupi opdt k tomu istému
zamestnavatelovi alebo k jeho prdvnemu néstupcovi do pracovného pomeru pred
uplynutim casu ur¢eného podla poskytnutého odstupného, je povinny vratit' odstupné
alebo jeho pomernu cast’, ak sa so zamestnavatelom nedohodne inak. Pomerna Gast’
odstupného sa ur¢i podla poctu dni od opatovného nastupu do pracovného pomeru do
uplynutia ¢asu vyplyvajiceho z poskytnutého odstupného.
(5) Odstupné nepatri zamestnancovi, u ktorého pri organizaénych zmenach alebo
racionalizanych  opatreniach ~ dochddza k prechodu prdv a  povinnosti
z pracovnopravnych vzt'ahov na iného zamestnavatel’a podla tohto zakona.
(6) Odstupné vyplaca zamestnavatel' po skonceni pracovného pomeru v najbliz§om
vyplatnom termine ur¢enom u zamestnavatel'a na vyplatu mzdy, ak sa zamestnavatel’
nedohodne so zamestnancom inak.
(7) Zamestnavatel moze poskytnit’ zamestnancovi odstupné aj v inych pripadoch ako
podl'a odsekov 1 a 2.
§ 76a
Odchodné

(1) Zamestnancovi patri pri prvom skonceni pracovného pomeru po vzniku naroku na
starobny dochodok alebo invalidny dochodok, ak pokles schopnosti vykonavat
zérobkovl ¢innost’ je viac ako 70 %, odchodné najmenej v sume jeho priemerného
mesacného zarobku, ak poziada o poskytnutie uvedené¢ho déchodku pred skoncenim
pracovného pomeru alebo do desiatich pracovnych dni po jeho skonceni.

(2) Zamestnancovi patri pri skoneni pracovného pomeru odchodné najmenej v sume
jeho priemerného mesa¢ného zarobku, ak mu bol priznany predéasny starobny dochodok
na zaklade ziadosti podanej pred skon¢enim pracovného pomeru alebo do desiatich dni
po jeho skonceni.

(3) Odchodné zamestnancovi patri len od jedného zamestnavatela.

(4) Zamestnavatel’ nie je povinny poskytnut’ zamestnancovi odchodné, ak sa pracovny
pomer skoncil podl'a § 68 ods. 1.

Naroky z neplatného skon¢enia pracovného pomeru
§77

Neplatnost’ skoncenia pracovného pomeru vypovedou, okamzitym skoncenim,
skon¢enim v skusobnej dobe alebo dohodou moze zamestnanec, ako aj zamestnavatel’
uplatnit’ na sude najneskor v lehote dvoch mesiacov odo diia, ked’ sa mal pracovny pomer
skoncit'.
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8§78

(1) Ak dal zamestnanec neplatnii vypoved alebo ak skoncil neplatne pracovny pomer
okamzite alebo v skusobnej dobe a zamestnavatel mu oznamil, Ze trva na tom, aby
nad’alej vykonéval pracu, jeho pracovny pomer sa nekon¢i.

(2) Ak nevykonaval zamestnanec pracu v suvislosti s neplatnym skon¢enim pracovného
pomeru, moze od neho zamestnavatel' pozadovat’ ndhradu skody, ktord mu tym vznikla,
odo dna, ked’ oznamil zamestnancovi, ze trva na d’alSom vykonavani prace.

(3) Ak skoncil zamestnanec pracovny pomer neplatne a zamestnavatel’ netrva na tom, aby
zamestnanec u neho nad’alej pracoval, plati, ak sa zamestndvatel' so zamestnancom
pisomne nedohodne inak, zZe pracovny pomer sa skoncil dohodou, ak
a) bola dana neplatna vypoved’, uplynutim vypovednej doby,
b) bol pracovny pomer neplatne skonéeny okamzite, diom, ked” mal pracovny pomer
skoncit’,
¢) bol pracovny pomer neplatne skonc¢eny v skiSobnej dobe, diiom, ked’ sa mal pracovny
pomer skoncit’.
(4) Zamestnavatel’ nemdze voci zamestnancovi uplatiiovat’ nahradu $kody v pripadoch
ustanovenych v odseku 3.

8§79

(1) Ak zamestnavatel' dal zamestnancovi neplatni vypoved alebo ak s nim neplatne
skoncil pracovny pomer okamzite alebo v skiiSobnej dobe a ak zamestnanec oznamil
zamestnavatel'ovi, Ze trvd na tom, aby ho nad’alej zamestnaval, jeho pracovny pomer sa
nekonéi, s vynimkou, ak sud rozhodne, ze nemozno od zamestnavatel'a spravodlivo
poZadovat, aby zamestnanca nadalej zamestndval. Zamestnavatel je povinny
zamestnancovi poskytnit’ nahradu mzdy. Tato nahrada patri zamestnancovi v sume jeho
priemerného zarobku odo dna, ked’ ozndmil zamestndvatelovi, Ze trvd na d’alSom
zamestnavani, az do Casu, ked’ mu zamestndvatel’ umozni pokracovat’ v praci alebo ak
sud rozhodne o skonceni pracovného pomeru.

(2) Ak celkovy cas, za ktory by sa mala zamestnancovi poskytnit’ ndhrada mzdy,
presahuje 12 mesiacov, moZe sud na Ziadost’” zamestnavatela jeho povinnost’ nahradit
mzdu za ¢as presahujlici 12 mesiacov primerane znizit', pripadne ndhradu mzdy za cas
presahujuci 12 mesiacov zamestnancovi vobec nepriznat. Nahrada mzdy méze byt
priznana najviac za ¢as 36 mesiacov.

(3) Ak zamestnavatel’ skoncil pracovny pomer neplatne a zamestnanec netrva na tom,
aby ho zamestnavatel' d’alej zamestnaval, plati, ak sa so zamestndvatelom nedohodne
pisomne inak, Ze sa jeho pracovny pomer skon¢il dohodou, ak

a) bola dané neplatna vypoved’, uplynutim vypovednej doby,

b) bol pracovny pomer neplatne skonceny okamZite alebo v skiiSobnej dobe, ditom, ked’
sa mal pracovny pomer skoncit’.

(4) V pripadoch ustanovenych v odseku 3 pism. b) zamestnanec mé narok na nahradu
mzdy v sume svojho priemerného zarobku podla § 134 za vypovedni dobu dvoch
mesiacov.
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§ 80

Pri neplatnej dohode o skoncéeni pracovného pomeru sa postupuje pri posudzovani naroku
zamestnanca na nahradu uslej mzdy obdobne ako pri neplatnej vypovedi danej
zamestnancovi zamestnavatelom. Zamestnavatel nemoze uplatiiovat’ narok na nahradu
Skody pre neplatnost’ dohody.
§81
Zakladné povinnosti zamestnanca

Zamestnanec je povinny najma

a) pracovat’ zodpovedne a riadne, plnit’ pokyny nadriadenych vydané v stlade s pravnymi
predpismi; nadriadenym je aj predstaveny podl'a osobitného predpisu,

b) byt na pracovisku na zaciatku pracovného Casu, vyuzivat’ pracovny ¢as na pracu a
odchadzat’ z neho az po skonc¢eni pracovného Casu,

c) dodrziavat pravne predpisy a ostatné predpisy vztahujuce sa na pracu nim
vykonavanu, ak bol s nimi riadne oboznameny,

d) v obdobi, v ktorom ma podla osobitného predpisu ndrok na néhradu prijmu pri
docasnej pracovnej neschopnosti, dodrziavat’ lieCebny rezim uréeny oSetrujicim lekdrom,
e) hospodarit’ riadne s prostriedkami, ktoré mu zveril zamestnavatel, a chranit’ jeho
majetok pred poSkodenim, stratou, zni¢enim a zneuZitim a nekonat’ v rozpore s
opravnenymi zaujmami zamestnavatel’a,

f) zachovavat mlcanlivost o skutoc¢nostiach, o ktorych sa dozvedel pri vykone
zamestnania a ktoré v zdujme zamestnavatel'a nemozno oznamovat’ inym osobam,

g) pisomne oznamovat’ zamestnavatel'ovi bez zbytocného odkladu vsetky zmeny, ktoré sa
tykaju pracovného pomeru a suvisia s jeho osobou, najméd zmenu jeho mena, priezviska,
trvalého pobytu alebo prechodného pobytu, adresy na dorucovanie pisomnosti,
zdravotnej poistovne, a ak sa so sthlasom zamestnanca poukazuje vyplata na ucet v
banke alebo v pobocke zahrani¢nej banky, aj zmenu bankového spojenia.

§ 82
Zakladné povinnosti veducich zamestnancov

Veduci zamestnanec je okrem povinnosti uvedenych v § 81 povinny najmé

a) riadit’ a kontrolovat’ pracu zamestnancov,

b) utvarat’ priaznivé pracovné podmienky a zaistovat’ bezpecnost’ a ochranu zdravia pri
praci,

c) zabezpecCovat odmenovanie zamestnancov podla vSeobecne zavdznych pravnych
predpisov, kolektivnych zmliv a pracovnych zmliv a dodrziavat' zdsadu poskytovania
rovnakej mzdy za rovnaku pracu alebo za pracu rovnakej hodnoty podla § 119a,

d) utvérat’ priaznivé podmienky na zvySovanie odbornej Urovne zamestnancov a na
uspokojovanie ich socialnych potrieb,

¢) zabezpecCovat, aby nedochadzalo k poruSovaniu pracovnej discipliny,

f) zabezpeCovat prijatiec vCasnych a ucinnych opatreni na ochranu majetku
zamestnavatela.
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§83
Vykon inej zarobkovej ¢innosti

(1) Zamestnanec moze popri svojom zamestnani vykondvanom v pracovnom pomere
vykondvat' ini zdrobkovu cinnost, ktord ma k predmetu cinnosti zamestnavatela
konkurencny charakter, len s predchadzajiucim pisomnym sthlasom zamestnavatel'a. Ak
sa zamestnavatel’ nevyjadri do 15 dni od dorucenia ziadosti zamestnanca, plati, ze suhlas
udelil.

(2) Zamestnavatel moze udeleny suhlas podla odseku 1 z vaznych dévodov pisomne
odvolat’; v pisomnom odvolani suhlasu je zamestnavatel’ povinny uviest’ tieto dovody. Po
odvolani suhlasu zamestnavatelom podla prvej vety je zamestnanec povinny bez
zbytoéného odkladu int zarobkovi ¢innost skonéit’ sposobom vyplyvajucim z
prislusnych pravnych predpisov.

(3) Suhlas zamestnavatela podla odseku 1 sa nevyZaduje na vykon vedeckej,
pedagogickej, publicistickej, lektorskej, prednésatel'skej, literarnej a umeleckej ¢innosti.

§ 83a
Obmedzenie zarobkovej ¢innosti po skonceni pracovného pomeru

(1) Zamestnavatel a zamestnanec sa moézu v pracovnej zmluve dohodnit, Ze
zamestnanec po skonceni pracovného pomeru nebude po uréitu dobu, najdlhsie jeden rok,
vykondvat' zarobkovu cCinnost, ktora ma k predmetu cinnosti zamestnavatela
konkuren¢ny charakter.

(2) Zamestnavatel’ méze so zamestnancom dohodnut’ obmedzenie zarobkovej ¢innosti po
skonceni pracovného pomeru, iba ak zamestnanec v priebehu trvania pracovného pomeru
ma moznost’ nadobudnut’ informacie alebo znalosti, ktoré nie st bezne dostupné a ich
vyuzitie by mohlo privodit’ zamestnavatel'ovi podstatnu ujmu.

(3) Ak obmedzenie zarobkovej ¢innosti dohodnuté v pracovnej zmluve je vicsie, ako to
vyzaduje potrebna miera ochrany zamestnavatel’a, moze sud zavdzok zamestnanca podl'a
odseku 1 obmedzit’ alebo zrusit'.

(4) Zamestnavatel’ poskytne zamestnancovi primerant pefiazni ndhradu najmenej v sume
50 % priemerného mesa¢ného zarobku zamestnanca za kazdy mesiac plnenia zavézku
podla odseku 1. Penaznd nahrada je splatna vo vyplatnom termine uréenom
U zamestnavatel'a na vyplatu mzdy, a to za predchadzajuce mesacné obdobie, ak sa
nedohodlo inak.

(5) Zamestnanec a zamestnavatel’ sa mozu v pracovnej zmluve dohodnut’ na primerane;j
penaznej nahrade, ktori je zamestnanec povinny zaplatit, ak porusi zavdzok podla
odseku 1. Suma peiiaznej ndhrady nesmie presiahnut’ celkovli sumu peniaznej nahrady
zamestnavatel'a dohodnutej podl'a odseku 4. Suma peniaznej nahrady sa primerane zniZi,
ak zamestnanec splnil svoj zavédzok scasti. Zaplatenim penaznej nahrady zavidzok
zamestnanca podl'a odseku 1 zanikne.

(6) Zamestnavatel moze od zavizku podla odseku 1 odstupit’ len pocas trvania
pracovného pomeru zamestnanca; zaviazok zanikd prvym diom kalendarneho mesiaca
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nasledujuceho po mesiaci, v ktorom bolo odstipenie doru¢ené druhej zmluvnej strane,
najneskor vsak poslednym dilom trvania pracovného pomeru.
(7) Zamestnanec moze zavidzok podla odseku 1 vypovedat, ak mu zamestnavatel
nevyplatil penaznu nahradu do 15 dni od uplynutia jej splatnosti; zavézok zanika diiom, v
ktorom bola vypoved’ doruc¢ena druhej zmluvnej strane.
(8) Zavazok podla odsekov 1, 4 a 5 musi byt sucastou pracovnej zmluvy, inak je
neplatny. OdstUpenie od dohody podl'a odseku 6 a vypoved podla odseku 7 musia byt
pisomné, inak su neplatné.
(9) V kolektivnej zmluve je mozné vymedzit' okruh zamestnancov, s ktorymi mozno
dohodnut’ obmedzenie zarobkovej ¢innosti po skonceni pracovného pomeru, dobu trvania
obmedzenia zarobkovej ¢innosti po skoneni pracovného pomeru, minimalnu mieru
primeranej penaznej nahrady podl'a odseku 4 a obmedzenie najvyssej sumy penaznej
nahrady podl'a odseku 5.
§84
Pracovny poriadok

(1) Zamestnavatel moéze vydat pracovny poriadok po predchadzajicom suhlase
zastupcov zamestnancov, inak je neplatny.

(2) Pracovny poriadok blizsie konkretizuje v stlade s pravnymi predpismi ustanovenia
tohto zakona podla osobitnych podmienok zamestnavatela.

(3) Pracovny poriadok je zavizny pre zamestnavatel’a a pre vSetkych jeho zamestnancov.
Nadobuda ucinnost’ diiom, ktory je v flom urceny, najskor vSak diom, ked’ bol u
zamestnavatel'a zverejneny.

(4) Kazdy zamestnanec musi byt s pracovnym poriadkom oboznameny. Pracovny
poriadok musi byt’ kazdému zamestnancovi pristupny.

TRETIA CAST
PRACOVNY CAS A DOBA ODPOCINKU

8§85
Pracovny c¢as

(1) Pracovny cas je Casovy usek, v ktorom je zamestnanec k dispozicii zamestnavatelovi,
vykonava pracu a plni povinnosti v stlade s pracovnou zmluvou.

(2) Doba odpocinku je akédkol'vek doba, ktora nie je pracovnym €asom.

(3) Na ucely urcenia rozsahu pracovného ¢asu a rozvrhnutia pracovného Casu je tyzdnom
sedem po sebe nasledujdcich dni.

(4) Pracovny cas v priebehu 24 hodin nesmie presiahnut’ osem hodin, ak tento zakon
neustanovuje inak.

(5) Pracovny cas zamestnanca je najviac 40 hodin tyzdenne. Zamestnanec, ktory ma
pracovny ¢as rozvrhnuty tak, ze pravidelne vykonava pracu striedavo v oboch zmenach v
dvojzmennej prevadzke, ma pracovny ¢as najviac 38 a 3/4 hodiny tyzdenne a vo vsetkych
zmenach v trojzmennej prevadzke alebo v nepretrzitej prevadzke ma pracovny cas
najviac 37 a 1/2 hodiny tyzdenne.

(6) Pracovny Cas zamestnanca, ktory pracuje s dokazanym chemickym karcinogénom
alebo pri pracovnych procesoch s rizikom chemickej karcinogenity alebo ktory vykonava
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¢innosti vedice k oziareniu ako zamestnanec kategdrie A v kontrolovanom pasme so
zdrojom ionizujiceho ziarenia okrem kontrolovaného pasma v jadrovej elektrarni, je
najviac 33 a 1/2 hodiny tyzdenne.
(7) Mladistvy zamestnanec mladsi ako 16 rokov ma pracovny c¢as najviac 30 hodin
tyzdenne, aj ked’ pracuje pre viacerych zamestnévatel'ov. Mladistvy zamestnanec starsi
ako 16 rokov ma pracovny ¢as najviac 37 a 1/2 hodiny tyzdenne, aj ked’ pracuje pre
viacerych zamestnavatel'ov. Pracovny ¢as mladistvého zamestnanca nesmie v priebehu
24 hodin presiahnut’ osem hodin.
(8) Pracovny cas, ktory zamestnavatel ur¢i podla odsekov 1, 5 az 7, je ustanoveny
tyzdenny pracovny cas. Pracovny cas, ktory je zamestnanec povinny odpracovat v
prisluSnom tyzdni po rozvrhnuti ustanoveného tyzdenného pracovného ¢asu, je urceny
tyZzdenny pracovny cas.
(9) Priemerny tyzdenny pracovny cas zamestnanca vratane prace nadcas nesmie
prekrocit’ 48 hodin.

§ 85a

(1) Priemerny tyzdenny pracovny €as zamestnanca vratane prace nadcas moze prekrocit
48 hodin za obdobie Styroch mesiacov po sebe nasledujucich v pripade, ak ide o
zdravotnickeho zamestnanca podla osobitného predpisu, ak zamestnanec s takym
rozsahom pracovného ¢asu suhlasi. Priemerny tyzdenny pracovny ¢as zamestnanca podl'a
prvej vety vratane prace nad¢as nesmie presiahnut’ 56 hodin.

(2) Zamestnavatel’ je povinny pri dohodnuti pracovného ¢asu podl'a odseku 1

a) upovedomit’ o tejto skutocnosti prislusny inSpektorat prace alebo prislusny organ
dozoru v oblasti bezpe€nosti a ochrany zdravia pri praci, ak o to poZiadaju,

b) viest’ aktudlne zdznamy o zamestnancoch, ktorych pracovny cas je takto dohodnuty, a
predlozit’ tieto zdznamy prislusnému inSpektoratu prace alebo prislusnému organu dozoru
v oblasti bezpec¢nosti a ochrany zdravia pri praci, ak o ne poziadaju.

(3) Zamestnanec nesmie byt zo strany zamestnavatela prenasledovany alebo inak
postihovany za to, Ze nesuhlasi s rozsahom pracovného Casu nad 48 hodin tyZzdenne v
priemere.

(4) Zamestnanec ma pravo odvolat’ suhlas podl'a odsekul; odvolanie sthlasu je U¢inné
uplynutim jedného mesiaca od jeho pisomného ozndmenia zamestnavatel'ovi.

§ 86
Rovnomerné rozvrhnutie pracovného ¢asu

(1) O rovnomernom rozvrhnuti pracovného casu rozhoduje zamestnavatel po
prerokovani so zastupcami zamestnancov.

(2) Pri rovnomernom rozvrhnuti pracovného Gasu na jednotlivé tyzdne rozdiel dizky
pracovného Casu pripadajtci na jednotlivé tyzdne nepresiahne tri hodiny a pracovny ¢as v
jednotlivych diloch nepresiahne devit hodin. Priemerny tyZdenny pracovny ¢as nesmie
pritom v urcitom obdobi, najviac stvortyzdiovom, presahovat’ hranicu pre ustanoveny
tyzdenny pracovny cas.

(3) Pri rovnomernom rozvrhnuti pracovného ¢asu rozvrhuje zamestnavatel tyzdenny
pracovny Cas v zasade na péat’ pracovnych dni v tyzdni.
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§ 87
Nerovnomerné rozvrhnutie pracovného ¢asu

(1) Ak povaha prace alebo podmienky prevadzky nedovoluji, aby sa pracovny cas
rozvrhol rovnomerne na jednotlivé tyzdne, zamestnavatel’ méze po dohode so zastupcami
zamestnancov alebo po dohode so zamestnancom, rozvrhnut’ pracovny ¢as nerovnomerne
na jednotlivé tyzdne. Priemerny tyzdenny pracovny cas nesmie pritom presiahnut’ v
obdobi najviac Styroch mesiacov ustanoveny tyzdenny pracovny cas.
(2) Zamestnavatel moéze v kolektivnej zmluve alebo po dohode so zastupcami
zamestnancov rozvrhnut' pracovny ¢as nerovnomerne na jednotlivé tyzdne na obdobie
dlhsie ako $tyri mesiace, najviac na obdobie 12 mesiacov, ak ide o ¢innosti, pri ktorych sa
v priebehu roka prejavuje rozdielna potreba prace. Dohodu nemozno nahradit
rozhodnutim zamestnavatela. Priemerny tyzdenny pracovny ¢as pocas tohto obdobia
nesmie pritom presiahnut’ ustanoveny tyzdenny pracovny c¢as. Rovnako mdze byt
rozvrhnuty pracovny €as pre ur€ité organizacné Utvary alebo druhy prac.
(3) Zamestnancovi so zdravotnym postihnutim, tehotnej Zene, Zene alebo muzovi, ktory
sa trvale stard o dieta mladsie ako tri roky, osamelému zamestnancovi, ktory sa trvale
stard o dieta mladSie ako 15 rokov, mozno rozvrhnit’ pracovny ¢as nerovnomerne len po
dohode s nim.
(4) Pracovny ¢as v priebehu 24 hodin nesmie presiahnut’ 12 hodin.
(5) zruSeny od 1.9.2007.
§ 87a
Konto pracovného ¢asu

(1) Konto pracovného €asu je spdsob nerovnomerného rozvrhnutia pracovného casu,
ktory zamestnavatel moZe zaviest len kolektivnou zmluvou alebo po dohode so
zastupcami zamestnancov. Dohoda o zavedeni konta pracovného ¢asu musi byt’ pisomna.
Dohodu nemozno nahradit’ rozhodnutim zamestnavatel'a. Na zavedenie konta pracovného
Casu u zamestnanca uveden¢ho v § 87 ods. 3 sa vyzaduje aj dohoda s tymto
Zamestnancom.

(2) V kolektivnej zmluve alebo v dohode so zastupcami zamestnancov sa musi dohodnut’
vyrovnavacie obdobie konta pracovného Casu, v ktorom sa vyrovna rozdiel medzi
ustanovenym tyzdennym pracovnym c¢asom a skutocne odpracovanym c¢asom
zamestnanca; vyrovnavacie obdobie nesmie byt dlhsie ako 30 mesiacov.

(3) Pri uplatiiovani konta pracovného ¢asu moze zamestnavatel’ rozvrhnat’ pracovny cas
tak, ze v pripade vacSej potreby prace zamestnanec odpracuje viac hodin, ako je jeho
ustanoveny tyzdenny pracovny cas (kladny tcet konta pracovného ¢asu), a v pripade
mensej potreby prace zamestnanec odpracuje menej hodin, ako je jeho ustanoveny
tyzdenny pracovny cas alebo pracu nebude vykondvat vdbec (zaporny ucet konta
pracovného ¢asu). Priemerny tyzdenny pracovny Cas vratane kladného konta pracovného
Casu a prace nad¢as nesmie presiahnut’ 48 hodin v obdobi najviac 12 mesiacov.

(4) Zamestnavatel' je povinny poskytnut” zamestnancovi zékladni zlozku mzdy, ktora
zodpovedd ustanovenému tyzdennému pracovnému cCasu zamestnanca. Poskytovanim
zékladnej zlozky mzdy nie je dotknuta povinnost zamestnavatela poskytovat dalSie
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zlozky mzdy, ak tato povinnost vyplyva z tohto zdkona, osobitnych predpisov, z
pracovnej zmluvy alebo kolektivnej zmluvy.

(5) Pri uplatnovani konta pracovného ¢asu je zamestnavatel’ povinny viest' ucet konta
pracovného casu, na ktorom eviduje rozdiel medzi ustanovenym tyzdennym pracovnym
Casom a skutoéne odpracovanym cCasom zamestnanca a rozdiel medzi skutocne
poskytnutou zdkladnou zlozkou mzdy podla odseku 3 a zdkladnou zlozkou mzdy, na
ktor( by mal zamestnanec pravo za skuto¢ne odpracovany ¢as.

(6) Ak bola ku dnu skoncenia pracovného pomeru alebo vyrovnavacieho obdobia
poskytnutd nizSia zdkladnd zlozka mzdy, ako by zamestnancovi patrila podla
odpracovaného Casu, zamestnavatel’ je povinny zamestnancovi rozdiel doplatit’; § 129
ods. 3 sa pouZzije primerane.

(7) Ak zamestnanec neodpracoval ku dnu skoncenia pracovného pomeru alebo
vyrovnavacieho obdobia cely rozsah pracovného casu, za ktory mu zamestnavatel
poskytol zakladnu zlozku mzdy, zamestnavatel’ ma pravo na vratenie zakladnej zlozky
mzdy poskytnutej nad rozsah odpracovaného pracovného Casu, len ak sa pracovny pomer
so zamestnancom skoncil podla § 63 ods. 1 pism. d) a e) alebo § 68 ods. 1; toto pravo
moze zamestnavatel uplatnit’ na sude najneskor v lehote dvoch mesiacov odo dia, ked’ sa
pracovny pomer skoncil.

(8) Praca nadcas pri uplatneni konta pracovného Casu je praca vykondvand nad urceny
tyZdenny pracovny €as a mimo rozvrhu pracovnych zmien vyplyvajicich z konta
pracovneho Casu.

(9) Ak sa konto pracovného Casu uplatiiuje u zamestnanca s krat§im pracovnym casom,
vychadza sa z kratSiecho pracovného Casu.

Pruzny pracovny ¢as
§ 88

(1) Pruzny pracovny ¢as je sposob rovnomerného alebo nerovnomerného rozvrhnutia
pracovného casu, ktory zamestnavatel moze zaviest' kolektivnou zmluvou alebo po
dohode so zastupcami zamestnancov.
(2) Zakladny pracovny cCas je Casovy usek, v ktorom je zamestnanec povinny byt na
pracovisku.
(3) Volitelny pracovny ¢as je ¢asovy usek, v ktorom je zamestnanec povinny byt na
pracovisku v takom rozsahu, aby odpracoval prevadzkovy Cas.
(4) Prevadzkovy cas je celkovy pracovny cas, ktory je zamestnanec povinny odpracovat’
v pruznom pracovnom obdobi ur¢enom zamestnavatel'om.
(5) Pruzné pracovné obdobie sa uplatni ako pracovny den, pracovny tyzden,
Stvortyzdiové pracovné obdobie alebo iné pracovné obdobie.
(6) Dizka pracovnej zmeny pri uplatneni pruzného pracovného ¢asu moze byt’ najviac 12
hodin.

§89

Pruzny pracovny Cas sa neuplatni, ak zamestnavatel' vySle zamestnanca na pracovnu
cestu. Zamestnavatel na tento u¢el urci pevny zaciatok a koniec pracovnej zmeny.
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§90
Zaciatok a koniec pracovného ¢asu

(1) Pracovna zmena je cast’ ustanoveného tyzdenného pracovného casu, ktory je
zamestnanec povinny na zéklade vopred uréeného rozvrhu pracovnych zmien odpracovat’
v rdmci 24 hodin po sebe nasledujucich a prestavka v préaci.

(2) Précou na zmeny je spdsob organizacie pracovného ¢asu, pri ktorom zamestnanci
jeden druhého striedaju na rovnakom pracovisku podla urcitého rozvrhu a v priebehu
urcitého obdobia dni alebo tyzdiov pracuji v réznom case. To plati aj v pripade, ak pri
striedani zamestnancov v zmenéch dojde k subeznému vykonu prace zamestnancov
nadvazujucich zmien.

(3) Zamestnanec pracujici v pracovnych zmenach je kazdy zamestnanec, ktoré¢ho
pracovny rezim je organizovany formou prace na pracovné zmeny.

(4) Zaciatok a koniec pracovného €asu a rozvrh pracovnych zmien ur¢i zamestnavatel’ po
dohode so zédstupcami zamestnancov a ozndmi to pisomne na mieste u zamestnavatel’a,
ktoré je zamestnancovi pristupné.

(5) Ranna zmena nesmie v zasade zacinat’ pred 6. hodinou, odpoludnajsia zmena nesmie
v zasade kon¢it’ po 22. hodine.

(6) Zamestnavatel moéze pracovny cas tej istej zmeny po dohode so zastupcami
zamestnancov rozdelit’ na dve Casti.

(7) Ranna zmena je pracovna zmena, ktorej prevazna Cast’ spada do ¢asu medzi 6.
hodinou a 14. hodinou. OdpoludiajSia zmena je pracovna zmena, ktorej prevazna Cast
spada do ¢asu medzi 14. hodinou a 22. hodinou. No¢nd zmena je pracovna zmena, ktorej
prevazna Cast’ spada do ¢asu medzi 22. hodinou a 6. hodinou.

(8) Ak je pracovny cas rozvrhnuty do dvoch pracovnych zmien, ide o dvojzmenny
pracovny rezim. Ak zamestnavatel rozvrhne pracovny ¢as do troch pracovnych zmien,
ide o trojzmenny pracovny rezim. Pracovny reZim, v ktorom pracovna ¢innost’ prebieha
stvislo po vSetky dni v tyZdni, je nepretrZity pracovny reZim. Ak sa zamestnavatel
pisomne nedohodne so zamestnancom inak, zamestnavatel’ neméze rozvrhnit’ pracovny
Cas tak, aby zamestnanec pracoval v no¢nych zmenach dva tyzdne po sebe nasledujucich
okrem pripadu, ak povaha prace alebo podmienky prevadzky neumoziuju rozvrhnat
pracovny ¢as inak.

(9) Rozvrhnutie pracovného Casu je zamestnavatel povinny oznamit' zamestnancovi
najmenej tyzdenl vopred a s platnost'ou najmenej na tyzden.

(10) Zamestnavatel’ moZe po dohode so zastupcami zamestnancov urcit’ Cas potrebny na
osobnu ocistu po skonceni prace, ktory sa zamestnancovi zapocita do pracovného Casu.
(11) Ak to prevadzka zamestnavatela dovol'uje, zamestnavatel je povinny povolit
zamestnancovi na jeho Ziadost’ zo zdravotnych dovodov alebo z inych védznych doévodov
na jeho strane vhodnu upravu uréeného tyzdenného pracovného Casu alebo ju s nim za
tych istych podmienok dohodnut’ v pracovnej zmluve.

(12) zruseny od 1. 7. 2003.
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§91
Prestavky v préci

(1) Zamestnavatel’ je povinny poskytnut zamestnancovi, ktorého pracovnd zmena je
dlhsia ako Sest’ hodin, prestavku na odpocinok a jedenie v trvani 30 minut. Mladistvému
zamestnancovi, ktorého pracovnd zmena je dlhsia ako Styri a 1/2 hodiny, je
zamestnavatel’ povinny poskytnit’ prestadvku na odpocinok a jedenie v trvani 30 minut.
Ak ide o prace, ktoré sa nemdzu prerusit, musi sa zamestnancovi aj bez prerusenia
prevadzky alebo prace zabezpecit’ primerany ¢as na odpocinok a jedenie.

(2) Podrobnejsie podmienky poskytnutia prestavky na odpocinok a jedenie vratane jej
predizenia zamestnavatel’ dohodne so zastupcami zamestnancov.

(3) Zamestnavatel’ je povinny oznamit’ zamestnancom prestavku na odpocinok a jedenie
spésobom ustanovenym v § 90.

(4) Prestavky na odpocinok a jedenie sa neposkytuju na zaciatku a konci zmeny.

(5) Prestavky na odpocinok a jedenie sa nezapocitavaju do pracovného Casu; to neplati,
ak ide o prestavku na odpocinok a jedenie, pri ktorej sa zabezpeCuje primerany Cas na
odpocinok a jedenie bez preruSenia prace zamestnancom.

(6) Prestavka poskytovana z dovodov zaistenia bezpeCnosti a ochrany zdravia
zamestnancov pri praci sa zapocitava do pracovného Casu.

§92
Nepretrzity denny odpocinok

(1) Zamestnavatel’ je povinny rozvrhnut’ pracovny c¢as tak, aby zamestnanec mal medzi
koncom jednej a zaciatkom druhej zmeny minimalny odpocinok v trvani 12 po sebe
nasledujucich hodin v priebehu 24 hodin a mladistvy zamestnanec aspoii 14 hodin v
priebehu 24 hodin.
(2) Tento odpocinok mozno skratit’ az na osem hodin zamestnancovi starSiemu ako 18
rokov v nepretrzitych prevadzkach a pri turnusovej praci, pri naliehavych
pol'nohospodarskych pracach, pri poskytovani univerzalnej postovej sluzby, pri
naliehavych opravarskych pracach, ak ide o odvratenie nebezpedenstva ohrozujuceho
zivot alebo zdravie zamestnancov, a pri mimoriadnych udalostiach. Ak zamestnavatel
skrati minimalny odpocinok je povinny dodato¢ne poskytnut’ zamestnancovi do 30 dni
rovnocenny nepretrzity nahradny odpocinok.
(3) Zamestnancovi, ktory sa vratil z pracovnej cesty po 24. hodine sa poskytne ¢as na
nevyhnutny odpoc¢inok od skon¢enia pracovnej cesty do ndstupu do prace v rozsahu osem
hodin, a ak tento ¢as spada do pracovného €asu zamestnanca, aj ndhrada mzdy vo vyske
jeho priemerného zarobku.
§93
Nepretrzity odpocinok v tyZdni

(1) Zamestnavatel’ je povinny rozvrhnut’ pracovny c¢as tak, aby zamestnanec mal raz za

tyzdenn dva po sebe nasledujuce dni nepretrzitého odpocinku, ktoré musia pripadat’ na
sobotu a nedel’'u alebo na nedel'u a pondelok.
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(2) Ak povaha prace a podmienky prevadzky neumoziiuju rozvrhnut pracovny cas
zamestnanca starSiecho ako 18 rokov podla odseku 1, poskytni sa dva po sebe
nasledujuce dni nepretrzitého odpocinku v tyzdni v inych diioch tyzdia.

(3) Ak povaha prace a podmienky prevadzky neumoziiuji rozvrhnat’ pracovny cas podla
odsekov 1 a 2, zamestnavatel méze zamestnancovi, ktory je star§i ako 18 rokov, po
dohode so zéastupcami zamestnancov alebo, ak u zamestnavatel'a nepdsobia zastupcovia
zamestnancov, po dohode so zamestnancom, rozvrhnit pracovny cas tak, aby
zamestnanec mal raz za tyzden najmenej 24 hodin nepretrzit¢ho odpocinku, ktory by mal
pripadnut’ na nedelu s tym, ze zamestnavatel je povinny dodato¢ne poskytnit
zamestnancovi nahradny nepretrzity odpocinok v tyzdni do 6smich mesiacov odo dna,
ked’ mal byt poskytnuty nepretrzity odpocinok v tyzdni.

(4) Ak povaha prace a podmienky prevadzky neumoziuji rozvrhnit’ pracovny ¢as podla
odsekov 1 az 3, zamestnavatel moze zamestnancovi, star§iemu ako 18 rokov, po dohode
so zastupcami zamestnancov alebo, ak u zamestnavatela nepoOsobia zastupcovia
zamestnancov, po dohode so zamestnancom, rozvrhnit pracovny cas tak, aby
zamestnanec mal raz za tyzdenn najmenej 35 hodin nepretrzitého odpocinku, ktory
pripadne na nedelu a na cCast dna predchadzajuceho nedeli alebo na cCast dna
nasledujiceho po nedeli.

(5) Ak povaha prace a podmienky prevadzky neumoziiuji rozvrhnut’ pracovny ¢as podl'a
odsekov 1 az 3,zamestnavatel moze zamestnancovi starSiemu ako 18 rokov po dohode so
zastupcami  zamestnancov, alebo ak u zamestnavatela nepOsobia zastupcovia
zamestnancov po dohode so zamestnancom, rozvrhnut pracovny cas tak, aby
zamestnanec mal raz za dva tyzdne najmenej 24 hodin nepretrzitého odpoc¢inku v tyzdni,
ktory by mal pripadnat na nedelu s tym, Ze zamestnavatel' je povinny dodatocne
poskytnit’ zamestnancovi nahradny nepretrzity odpocinok v tyzdni do Styroch mesiacov
odo dna, ked’ mal byt poskytnuty nepretrzity odpoc¢inok v tyzdni.

Dni pracovného pokoja
8§94

(1) Dni pracovného pokoja su dni, na ktoré pripada nepretrzity odpoc¢inok zamestnanca v
tyZdni, a sviatky.

(2) Pracu v dnoch pracovného pokoja mozno nariadit’ len vynimocne, a to po prerokovani
S0 zastupcami zamestnancov.

(3) V den nepretrzitého odpocinku zamestnanca v tyzdni mozno zamestnancovi nariadit’
len tieto nevyhnutné prace, ktoré sa nemézu vykonat’ v pracovnych dioch:

a) naliehavé opravarske préace,

b) nakladacie a vykladacie prace,

C) inventurne a uzavierkové prace,

d) prace vykonavané v nepretrzitej prevadzke za zamestnanca, ktory sa nedostavil na
zmenu,

e) prace na odvratenie nebezpeCenstva ohrozujuceho zivot, zdravie alebo pri
mimoriadnych udalostiach,

f) prace nevyhnutné so zretelom na uspokojovanie Zivotnych, zdravotnych a kultirnych
potrieb obyvatel’stva,

g) kfmenie a oSetrovanie hospodarskych zvierat,
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h) naliehavé prace v pol'nohospodarstve v rastlinnej vyrobe pri zakladani, oSetrovani a
zbere pestovanych plodin a pri spracovani potravinarskych surovin.

(4) Vo sviatok mozno zamestnancovi nariadit’ len prace, ktoré mozno nariadit’ v diioch
nepretrzit¢tho odpocinku zamestnanca v tyzdni, prace v nepretrzitej prevadzke a prace
potrebné pri straZeni objektov zamestnavatel’a.

(5) V dioch 1. januara, vo Velkono¢nu nedelu, 24. decembra po 12.00 hodine a 25.
decembra nemozno zamestnancovi nariadit’ ani s nim dohodnut’ pracu, ktorou je predaj
tovaru konecnému spotrebitelovi vratane s nim stvisiacich prac (dalej len
"maloobchodny predaj") s vynimkou maloobchodného predaja podla prilohy ¢. la;
ustanovenia odseku 3 pism. f) a odseku 4 sa v tychto pripadoch nepouziju.

§95

Na pracoviskach s nocnymi zmenami sa zafina deii pracovného pokoja hodinou
zodpovedajlcou nastupu pracovnej zmeny, ktora v pracovnom tyzdni nastupuje podla
rozvrhu zmien ako prva ranna zmena.
§ 96
Pracovna pohotovost’

(1) Ak zamestnavatel v oddvodnenych pripadoch na zabezpecenie nevyhnutnych tloh
nariadi zamestnancovi alebo sa s nim dohodne, aby sa mimo ramca rozvrhu pracovnych
zmien a nad uréeny tyZdenny pracovny ¢as vyplyvajici z vopred uréeného rozvrhnutia
pracovného casu zdrZiaval po uréeny ¢as na dohodnutom mieste a bol pripraveny na
vykon prace podl'a pracovnej zmluvy, ide o pracovnll pohotovost’.

(2) Cas, pocas ktorého sa zamestnanec zdrziava na pracovisku a je pripraveny na vykon
prace, ale pracu nevykondva, je neaktivna Cast’ pracovnej pohotovosti, ktora sa povazuje
za pracovny cas.

(3) Za kazdu hodinu neaktivnej €asti pracovnej pohotovosti na pracovisku podla odseku
2 patri zamestnancovi mzda vo vyske pomernej Casti zdkladnej zlozky mzdy, najmenej
v8ak vo vyske minimalnej mzdy v eurach za hodinu podla osobitného predpisu. Ak sa
zamestnavatel’ so zamestnancom dohodnu na poskytnuti nahradného vol'na za neaktivnu
Cast’ pracovnej pohotovosti na pracovisku, patri zamestnancovi mzda podla prvej vety a
za hodinu tejto pracovnej pohotovosti hodina nédhradného volna; za cCas Cerpania
nahradného vol'na zamestnancovi mzda nepatri.

(4) Cas, pocas ktorého sa zamestnanec zdrziava na dohodnutom mieste mimo pracoviska
a je pripraveny na vykon préace, ale pracu nevykondva, je neaktivna Cast’ pracovnej
pohotovosti, ktora sa nezapocitava do pracovného ¢asu.

(5) Za kazdu hodinu neaktivnej Casti pracovnej pohotovosti mimo pracoviska patri
zamestnancovi nahrada najmenej 20% minimalnej mzdy v eurach za hodinu podla
osobitného predpisu.

(6) Cas, ked’ zamestnanec pocas pracovnej pohotovosti vykonava pracu, je aktivna ¢ast’
pracovnej pohotovosti, ktord sa povazuje za pracu nadcas.

(7) Pracovnu pohotovost mdze zamestnavatel’ nariadit’ najviac v rozsahu osem hodin v
tyzdni a najviac v rozsahu 100 hodin v kalendarnom roku. Nad tento rozsah je pracovna
pohotovost’ pripustna len po dohode so zamestnancom.
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(8) V kolektivnej zmluve mozno dohodntit’ obmedzenie rozsahu pracovnej pohotovosti,
ktort mozno so zamestnancom dohodnut’ podl'a odseku 7.

§ 96a
Pracovna pohotovost’ pri pruZznom pracovnom case

Pri uplatiiovani pruzného pracovného €asu sa pracovna pohotovost’ na pracovisku podla
§ 96 ods. 2 povazuje za zakladny pracovny cas.
§ 96b
Nahrada za stratu ¢asu

Zamestnavatel’ moze v kolektivnej zmluve alebo so zastupcami zamestnancov dohodnut’,
ze za Cas pracovnej cesty mimo ramca rozvrhu pracovnej zmeny, ktory nie je pracou
nadcas alebo pracovnou pohotovost'ou, patri zamestnancovi dohodnutd penazna nahrada
alebo nahradné vol'no s nahradou mzdy v sume jeho priemerného zarobku.

§ 97
Praca nadcas

(1) Praca nadcas je praca vykonavana zamestnancom na prikaz zamestnéavatel’a alebo s
jeho suhlasom nad ur€eny tyzdenny pracovny cas vyplyvajuci z vopred uréené¢ho
rozvrhnutia pracovného ¢asu a vykonavana mimo ramca rozvrhu pracovnych zmien.

(2) U zamestnanca s krat§im pracovnym ¢asom je praca nadcas praca presahujica jeho
tyZdenny pracovny ¢as. Tomuto zamestnancovi nemoZno nariadit’ pracu nad¢as.

(3) Praca nadcas pri pruznom pracovnom ¢ase je praca vykondvana zamestnancom na
zaklade prikazu zamestnavatela alebo s jeho stihlasom nad rozsah prevadzkového Casu v
uréenom pruznom pracovnom obdobi.

(4) Ak zamestnanec nadpractiiva pracou vykonavanou nad uréeny tyzdenny pracovny cas
pracovné volno, ktoré mu zamestnavatel' poskytol na jeho Ziadost’, alebo pracovny cas,
ktory odpadol pre nepriaznivé poveternostné vplyvy, nejde o pracu nadcas.

(5) Pracu nadCas moOZe zamestnavatel nariadit’ alebo dohodnut so zamestnancom
len v pripadoch prechodnej a naliehavej zvySenej potreby prace, alebo ak ide o verejny
zédujem, a to aj na Cas nepretrzit¢tho odpocinku medzi dvoma zmenami, pripadne za
podmienok ustanovenych v § 94 ods. 2 az 4 aj na dni pracovného pokoja. Nepretrzity
odpocinok medzi dvoma zmenami sa nesmie pritom skratit’ na menej ako osem hodin.

(6) Praca nadcas nesmie presiahnut’ v priemere osem hodin tyZzdenne v obdobi najviac
Styroch mesiacov po sebe nasledujucich, ak sa zamestndvatel so zastupcami
zamestnancov nedohodne na dlh§om obdobi, najviac vSak 12 mesiacov po sebe
nasledujucich.

(7) V kalendarnom roku mozno nariadit’ zamestnancovi pracu nad¢as v rozsahu najviac
150 hodin. Zamestnancovi, ktory vykonava zdravotnicke povolanie podl'a osobitného
predpisu, mozno po dohode so zastupcami zamestnancov nariadit’ nad rozsah ustanoveny
v prvej vete d’alSiu pracu nadc¢as v rozsahu najviac 100 hodin v kalendarnom roku.

(8) Do poctu hodin najviac pripustnej prace nadc¢as v roku sa nezahfila praca nadcas, za
ktoru zamestnanec dostal ndhradné vol'no, alebo ktoru vykonaval pri
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a) naliehavych opravarskych pracach alebo préacach, bez ktorych vykonania by mohlo
vzniknit’ nebezpecenstvo pracovného urazu alebo Skody velkého rozsahu podla
osobitného predpisu,

b) mimoriadnych udalostiach podl'a osobitného predpisu, kde hrozilo nebezpecenstvo
ohrozujuce zivot, zdravie alebo skody velkého rozsahu podla osobitného predpisu.

(9) Rozsah a podmienky prace nadCas ur¢i zamestnavatel po dohode so zastupcami
Zzamestnancov.

(10) Zamestnanec moze v kalendarnom roku vykonat’ pracu nadcas najviac v rozsahu 400
hodin.

(11) Zamestnancovi, ktory vykonava rizikové prace, nemozno nariadit’ pracu nadcas.
Pracu nad¢as mozno s tymto zamestnancom dohodnit’ vynimocne pri pracach podla
odseku 8. So zamestnancom, ktory vykonava rizikové prace, mozno dohodnut’
vynimoc¢ne pracu nadcas aj na zabezpecenie bezpeného a plynulého vyrobného procesu
po predchadzajucom suhlase zastupcov zamestnancov.

(12) Zamestnancovi, ktory vykonava zdravotnicke povolanie podla osobitného predpisu
a ktory dovfsil vek 50 rokov, nemozno nariadit’ pracu nad¢as. Praca nadc¢as je pripustna
len po dohode s tymto zamestnancom.

§98
No¢na praca

(1) No¢na praca je praca vykonavana v ¢ase medzi 22. hodinou a 6. hodinou.

(2) Zamestnanec pracujuci v noci je na ucely tohto zakona zamestnanec, ktory

a) vykondva prace, ktoré vyzaduju, aby sa pravidelne vykonavali v noci v rozsahu
najmenej troch hodin po sebe nasledujucich, alebo

b) pravdepodobne odpracuje v noci najmenej 500 hodin za rok.

(3) Zamestnavatel’ je povinny zabezpecit, aby sa zamestnanec pracujici v noci podrobil
posUdeniu zdravotnej spdsobilosti na pracu v noci

a) pred zaradenim na no¢nu pracu,

b) pravidelne podl'a potreby, najmenej raz za rok,

¢) kedykol'vek v priebehu zaradenia na no¢nt pracu pre zdravotné poruchy vyvolané
vykonom noc¢nej prace,

d) ak o to poziada tehotné Zena, matka do konca deviateho mesiaca po porode a dojciaca
zena.

(4) Néaklady za postudenie zdravotnej sposobilosti podl'a odseku 3 uhradza zamestnavatel
podl’a osobitného predpisu.

(5) Pracovisko, na ktorom sa pracuje v noci, je zamestnavatel povinny vybavit
prostriedkami na poskytnutie prvej pomoci vratane zabezpecCenia prostriedkov
umoznujucich privolat’ rychlu lekarsku pomoc.

(6) Zamestnavatel' je povinny pravidelne prerokavat so zastupcami zamestnancov
organizaciu prace v noci. Zamestnavatel’ je povinny zaistit' zamestnancom pracujucim v
noci bezpe¢nost’ a ochranu zdravia pri praci zodpovedajiucu charakteru ich prace a
zabezpecit', aby ochranné a preventivne sluzby alebo zariadenia tykajlice sa bezpecnosti a
ochrany zdravia pri praci boli pre zamestnancov pracujucich v noci vzdy k dispozicii a
aby boli rovnocenné s tymi, ktoré maju k dispozicii ostatni zamestnanci.
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(7) Zamestnavatel’, ktory pravidelne zamestndva zamestnancov v noci, je povinny
upovedomit’ o tejto skutoCnosti prislusny inSpektorat prace a zastupcov zamestnancov, ak
si to vyzaduju.

(8) Zamestnavatel’ je povinny u zamestnanca pracujiceho v noci rozvrhnut’ ustanoveny
tyzdenny pracovny ¢as tak, aby priemerna dizka pracovnej zmeny neprekroila osem
hodin v dobe najviac Styroch kalendarnych mesiacov po sebe nasledujucich, priCom pri
vypoéte priemernej dizky pracovnej zmeny zamestnanca pracujliceho v noci sa vychadza
z patdenného pracovného tyzdna.

(9) Pracovny ¢as u zamestnanca vykondvajuceho tazku telesnu pracu alebo tazki
dusevnu pracu, alebo pracu, pri ktorej by mohlo dojst’ k ohrozeniu Zivota alebo zdravia,
nesmie presiahnut’ osem hodin v priebehu 24 hodin. Zamestnavatel po dohode so
zastupcami zamestnancov v sulade s prdvnymi predpismi na zaistenie bezpecnosti a
ochrany zdravia pri praci vymedzi okruh tazkych telesnych prac alebo tazkych
duSevnych préc, alebo prac, pri ktorych by mohlo ddjst’ k ohrozeniu Zivota alebo zdravia.
(10) Predpokladom vykonu no¢nej prace zamestnanca, ktory vykonédva zdravotnicke
povolanie sestra a pérodna asistentka podl'a osobitného predpisu a ktory dovisil vek 50
rokov, je suhlas tohto zamestnanca s vykonom préace v noci.

8§99
Evidencia

Zamestnavatel’ je povinny viest’ evidenciu pracovného €asu, prace nadc¢as, nocnej prace,
aktivnej Casti a neaktivnej Casti pracovne] pohotovosti zamestnanca tak, aby bol
zaznamenany zaciatok a koniec ¢asového tseku, v ktorom zamestnanec vykonaval pracu
alebo mal nariadent1 alebo dohodnutt pracovna pohotovost’.

§ 100
Dovolenka

Zamestnancovi vznika za podmienok ustanovenych tymto zdkonom narok na
a) dovolenku za kalendarny rok alebo jej pomernt Cast’,
b) dovolenku za odpracované dni,
¢) dodatkovu dovolenku,
d) zrusené od 1. 1. 2004.
Dovolenka za kalendarny rok
§101

Zamestnanec, ktory pocas nepretrzitého trvania pracovného pomeru k tomu istému
zamestnavatel'ovi vykonaval u neho pracu asponn 60 dni v kalendarnom roku, ma narok
na dovolenku za kalendarny rok, pripadne na jej pomernu cast, ak pracovny pomer
netrval nepretrzite pocas celého kalendarneho roka. Za odpracovany deii sa povazuje den,
v ktorom zamestnanec odpracoval prevaznu ast’ svojej zmeny. Casti zmien odpracované
v réznych dioch sa nescitajl.
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§ 102

Pomerna ¢ast’ dovolenky je za kazdy cely kalendarny mesiac nepretrzitého trvania toho
istého pracovného pomeru jedna dvanastina dovolenky za kalendarny rok.

§103
Z&kladn& vymera dovolenky

(1) Zékladna vymera dovolenky je najmenej Styri tyzdne.
(2) Dovolenka zamestnanca, ktory do konca prislusného kalendarneho roka dovfsi
najmenej 33 rokov veku, je najmenej pat’ tyzdnov.
(3) Dovolenka riaditel'a Skoly, riaditel’a Skolského vychovno-vzdelavacieho zariadenia,
riaditel'a Specialneho vychovného zariadenia a ich zastupcov, ulitela, pedagogického
asistenta, majstra odbornej vychovy a vychovavatela je najmenej osem tyzdiiov
v kalendarnom roku.

8 104

Ak dovolenku Cerpad zamestnanec s nerovnomerne rozvrhnutym pracovnym ¢asom na
jednotlivé tyzdne alebo na obdobie celého kalendarneho roka (§ 87), patri mu tolko
pracovnych dni dovolenky, kol’ko ich na jeho dovolenku pripadé v celoro€nom priemere.

§ 104a
Dovolenka pri pruZznom pracovnom ¢ase

Ak dovolenku Cerpd zamestnanec s pruznym pracovnym casom, povazuje sa za den
dovolenky &as zodpovedajiici priemernej dizke pracovného ¢asu pripadajiceho na jeden
den, ktory vyplyva z ustanoveného tyzdenného pracovného Casu zamestnanca, pricom sa
zamestnanec posudzuje akoby pracoval pat’ dni v tyzdni.

§ 105
Dovolenka za odpracované dni

Zamestnancovi, ktorému nevznikol narok na dovolenku za kalendarny rok ani na jej
pomernu Cast’, pretoze nevykonaval v kalenddrnom roku u toho ist¢ho zamestnavatel'a
pracu aspoi 60 dni, patri dovolenka za odpracované dni v dizke jednej dvanastiny
dovolenky za kalendarny rok za kazdych 21 odpracovanych dni v prislusnom
kalendarnom roku.
Dodatkova dovolenka
8§ 106

(1) Zamestnanec, ktory pracuje po cely kalendarny rok pod zemou pri tazbe nerastov
alebo pri razeni tunelov a §tdlni, a zamestnanec, ktory vykonava prace zvlast’ tazké alebo
zdraviu $kodlivé, méa narok na dodatkovi dovolenku v diZke jedného tyzdina. Ak
zamestnanec za tychto podmienok pracuje len Cast kalendarneho roka, patri mu za
kazdych 21 takto odpracovanych dni jedna dvanastina dodatkovej dovolenky.
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(2) Za zamestnanca, ktory pracuje v stazenych alebo zdraviu Skodlivych podmienkach
alebo ktory vykonava prace zvlast’ tazké alebo zdraviu skodlivé, sa na tcely dodatkove;j
dovolenky podl’a tohto zakona povazuje zamestnanec, ktory
a) trvale pracuje v zdravotnickych zariadeniach alebo na ich pracoviskach, kde sa
osetruju chori s nédkazlivou formou tuberkulézy a syndrémom ziskanej imunitnej
nedostato¢nosti (HIV/AIDS),
b) je pri praci na pracoviskach s infekénymi materidlmi vystaveny priamemu
nebezpecenstvu nakazy,
C) je pri praci vo vyznamnej miere vystaveny nepriaznivym ucinkom ionizujuceho
Ziarenia,
d) pracuje pri priamom oSetrovani alebo pri obsluhe duSevne chorych alebo mentélne
postihnutych aspon v rozsahu polovice ur¢ené¢ho tyzdenného pracovného casu,
e) pracuje nepretrzite aspon jeden rok v tropickych alebo inych zdravotne obt'aznych
oblastiach,
f) vykondva mimoriadne naméhavé prace, pri ktorych je vystaveny pdsobeniu skodlivych
fyzikalnych alebo chemickych vplyvov v takom rozsahu, Ze m6ézu vo vyznamnej miere
nepriaznivo pdsobit’ na zdravie zamestnanca,
g) pracuje s dokdzanymi chemickymi karcinogénmi alebo pri pracovnych procesoch s
rizikom chemickej karcinogenity.
(3) Druhy préc zvlast’ tazkych alebo zdraviu Skodlivych, pracoviska a oblasti, kde sa také
prace vykonavaju, ustanovi vSeobecne zaviazny pravny predpis, ktory vyda Ministerstvo
prace, socialnych veci a rodiny Slovenskej republiky po dohode s Ministerstvom
zdravotnictva Slovenskej republiky a Ministerstvom zahrani¢nych veci a eurdpskych
zalezitosti Slovenskej republiky.

§ 107

Za nevycCerpani dodatkovli dovolenku nemoZzno poskytnit’ ndhradu mzdy; tato
dovolenka sa musi vyc€erpat, a to prednostne.

§ 108
ZruSeny od 1. 1. 2004

8 109
Kréatenie dovolenky

(1) Zamestnancovi, ktory splnil podmienku odpracovania aspont 60 dni v kalendarnom
roku, a ktorému sa dovolenka poskytuje, méze zamestnavatel” kratit’ dovolenku za prvych
100 zameSkanych pracovnych dni o jednu dvandstinu a za kazdych dalSich 21
zameskanych pracovnych dni rovnako o jednu dvanastinu, ak v tomto kalendarnom roku
nepracoval z dévodu

a) vykonu mimoriadnej sluzby v obdobi krizovej situdcie alebo alternativnej sluzby v
¢ase vojny a vojnoveho stavu,

b) Cerpania rodicovskej dovolenky podla § 166 ods. 2,

c¢) dlhodobého uvolnenia na vykon verejnej funkcie a na vykon odborovej funkcie podla
§ 136 ods. 2,

d) dolezitych osobnych prekazok v préaci podl'a § 141ods. 1 a ods. 3 pism. c).
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(2) Dovolenka sa zamestnancovi nekréti za obdobie docasnej pracovnej neschopnosti
vzniknutej v dosledku pracovného arazu alebo choroby z povolania, za ktoré
zamestnavatel’ zodpovedd, a za obdobie materskej dovolenky a rodicovskej dovolenky
podla § 1660ds. 1.

(3) Za kazdl neospravedlnene zameskani zmenu (pracovny defi) moze zamestnavatel
kratit zamestnancovi dovolenku o jeden az dva dni. Neospravedlnené zameSkania
kratSich casti jednotlivych zmien sa s¢itaja.

(4) Pri krateni dovolenky podla odseku 1 sa musi zamestnancovi, ktorého pracovny
pomer u toho istého zamestnavatel'a trval pocas celého kalendarneho roka, poskytnut
dovolenka aspoit v dizke jedného tyzdiia, mladistvému zamestnancovi v dizke dvoch
tyzdnov.

(5) Zamestnancovi, ktory nepracoval pre vykon trestu odnatia slobody, sa za kazdych 21
takto zameSkanych pracovnych dni krati dovolenka za kalendarny rok o jednu
dvanastinu. Rovnako sa kréati dovolenka za vykon vézby, ak bol zamestnanec pravoplatne
odsudeny alebo ak bol zamestnanec spod obzaloby oslobodeny, pripadne ak bolo proti
nemu trestné stihanie zastavené len preto, Ze nie je za spachany trestny Cin trestne
zodpovedny alebo ze mu bola udelena milost, alebo Ze trestny ¢in bol amnestovany.

(6) Dovolenku za odpracované dni a dodatkovii dovolenku mozno kratit’ iba z dévodov
ustanovenych v odseku 3.

(7) Dovolenka, na ktorti vznikol narok v prisluSnom kalendarnom roku, sa krati len z
dévodov, ktoré vznikli v tom roku.

Spolo¢né ustanovenia o dovolenke
§ 110

(1) Tyzditlom dovolenky je sedem po sebe nasledujtcich dni.

(2) Za nepretrzité trvanie pracovného pomeru sa povazuje aj skoncenie doterajSicho
pracovného pomeru a bezprostredne nadvazujaci vznik nového pracovného pomeru
zamestnanca k tomu istému zamestnavatelovi.

§111

(1) Cerpanie dovolenky uréuje zamestnavatel’ po prerokovani so zamestnancom podl'a
planu dovoleniek uréeného s predchadzajiicim stthlasom zastupcov zamestnancov tak,
aby si zamestnanec mohol dovolenku vycerpat’ spravidla vcelku a do konca kalendarneho
roka. Pri urovani dovolenky je potrebné prihliadat’ na ulohy zamestnivatela a na
opravnené zaujmy zamestnanca. Zamestnavatel’ je povinny ur¢it’ zamestnancovi ¢erpanie
asponi Styroch tyzdnov dovolenky v kalenddrnom roku, ak méa na ne narok, a ak uréeniu
¢erpania dovolenky nebrania prekazky v praci na strane zamestnanca.

(2) Zamestnavatel moze po dohode so zéastupcami zamestnancov ur¢it hromadné
Cerpanie dovolenky, ak je to nevyhnutné z prevadzkovych dévodov.

(3) Hromadné cerpanie dovolenky podla odseku 2 nesmie byt urcené na viac ako dva
tyzdne, ak tento zakon neustanovuje inak. Ak ide o vazne prevadzkové dévody, ktoreé sa
zamestnancom oznamia najmenej Sest mesiacov vopred, moze byt hromadné Cerpanie
dovolenky urcené na tri tyzdne.
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(4) Hromadné ¢erpanie dovolenky podl'a odseku 2 v umeleckych stboroch z povolania
nesmie byt uréené na viac ako Styri tyzdne. V divadle a v inej umeleckej ustanovizni,
ktorej predmetom cinnosti je interpretovanie hudobného diela, mozno urcit hromadné
Cerpanie dovolenky v celej vymere.

(5) Ak sa poskytuje dovolenka v niekolkych castiach, musi byt aspon jedna cast
najmenej dva tyzdne, ak sa zamestnanec so zamestnavatelom nedohodne inak. Cerpanie
dovolenky je zamestnavatel’ povinny oznamit’ zamestnancovi aspon 14 dni vopred. Toto
obdobie moze byt vynimocne skratené so suhlasom zamestnanca.

§112

(1) Zamestnavatel’ je povinny nahradit’ zamestnancovi naklady, ktoré mu bez jeho
zavinenia vznikli preto, Ze zamestnavate] mu zmenil Cerpanie dovolenky alebo ho
odvolal z dovolenky.
(2) Zamestnavatel' nesmie urcit’ Cerpanie dovolenky na obdobie, ked’ je zamestnanec
uznany za docasne praceneschopného pre chorobu alebo tiraz, a na obdobie, pocas
ktorého je zamestnanec na materskej dovolenke a rodi¢ovskej dovolenke. Pocas
ostatnych prekdZzok v pridci na strane zamestnanca moze zamestnavatel urCit’
zamestnancovi ¢erpanie dovolenky len na jeho ziadost'.
(3) Ak pripadne pocas dovolenky zamestnanca sviatok na defi, ktory je inak jeho
obvyklym pracovnym diiom, nezapocitava sa mu do dovolenky.
(4) Ak zamestnavatel’ ur¢i zamestnancovi nahradné vol'no za pracu nadcas alebo za pracu
vo sviatok tak, Ze by pripadlo do dovolenky, je povinny ur¢it’ mu ndhradné vol'no na iny
den.

8113

(1) Zamestnavatel’ moze urcit’ zamestnancovi ¢erpanie dovolenky, aj ked” dosial’ nesplnil
podmienky na vznik naroku na dovolenku, ak mozno predpokladat’, ze zamestnanec tieto
podmienky splni do konca kalendarneho roka, v ktorom dovolenku &erpa, alebo do
skoncenia pracovnéeho pomeru.

(2) Ak si zamestnanec nemoéze vyCerpat’ dovolenku v kalendarnom roku preto, Ze
zamestnavatel’ neurci jej Cerpanie, alebo pre prekdzky v praci na strane zamestnanca,
zamestnavatel’ je povinny poskytnit zamestnancovi dovolenku tak, aby sa skoncila
najneskér do konca nasledujdceho kalendarneho roka. Ak zamestnavatel neurci
zamestnancovi Cerpanie dovolenky najneskér do 30. juna nasledujuceho kalendarneho
roka tak, aby zamestnanec vycerpal dovolenku do konca tohto kalendarneho roka,
cerpanie dovolenky si moze ur¢it’ zamestnanec. Toto ¢erpanie dovolenky je zamestnanec
povinny oznamit zamestnavatelovi pisomne, najmenej 30 dni vopred; uvedena lehota
moze byt so sthlasom zamestnéavatel’a skratena.

(3) Ak si zamestnankyna (zamestnanec) nemdze vycerpat dovolenku pre cCerpanie
materskej dovolenky alebo rodicovskej dovolenky ani do konca nasledujuceho
kalendarneho roka, nevyc€erpanu dovolenku jej (mu)zamestnavatel’ poskytne po skonceni
materskej dovolenky alebo rodicovskej dovolenky.

(4) Ak si zamestnanec nemdze vycerpat dovolenku, pretoze bol uznany za docCasne
pracovne neschopného pre chorobu alebo Uraz, ani do konca nasledujuceho kalendarneho
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roka, nevyCerpani dovolenku mu zamestnavatel poskytne po skonceni docasnej
pracovnej neschopnosti zamestnanca.

(5) Ak si zamestnanec nemdze vycerpat dovolenku, pretoze bol dlhodobo uvolneny na
vykon verejnej funkcie alebo odborovej funkcie, nevyCerpani dovolenku mu
zamestnavatel’ poskytne po skonceni vykonu verejnej funkcie alebo odborovej funkcie.

§114

Ak nastupi zamestnanec v priebehu dovolenky sluzbu v ozbrojenych silach, ak bol
uznany za doc¢asne prace neschopného pre chorobu alebo traz alebo ak oSetruje chorého
¢lena rodiny, dovolenka sa mu prerusuje. To neplati, ak zamestnavatel' ur¢i Cerpanie
dovolenky na ¢as oSetrovania chorého ¢lena rodiny na Ziadost' zamestnanca. Dovolenka
sa prerusuje aj nastupom materskej dovolenky a rodicovskej dovolenky (§ 166 ods. 1).

§ 115

Ak bol zamestnanec docasne prideleny na vykon prace pre iného uzivatel'ského
zamestnavatel'a, poskytne mu dovolenku alebo jej cast tento zamestnavatel. Ak
nevycerpa zamestnanec dovolenku pred skon¢enim docasného pridelenia, poskytne mu ju
zamestnavatel’, ktory zamestnanca docasne pridelil.

§ 116

(1) Zamestnancovi patri za vy€erpanli dovolenku nahrada mzdy v sume jeho priemerného
zarobku.
(2) Za cast’ dovolenky, ktora presahuje Styri tyzdne zdkladnej vymery dovolenky, ktora
zamestnanec nemohol vycerpat’ ani do konca nasledujuceho kalendarneho roka, patri
zamestnancovi nahrada mzdy v sume jeho priemerného zarobku.
(3) Za nevycerpané Styri tyZzdne zakladnej vymery dovolenky nemdZe byt zamestnancovi
vyplatend ndhrada mzdy, s vynimkou, ak si tito dovolenku nemohol vycerpat’ z dovodu
skoncenia pracovného pomeru.

§ 117

Zamestnanec je povinny vratit’ vyplatenu ndhradu mzdy za dovolenku alebo jej Cast’, na
ktord stratil narok alebo na ktori mu narok nevznikol.
STVRTA CAST
MZDA A PRIEMERNY ZAROBOK

Mzda
§118

(1) Zamestnavatel’ je povinny poskytovat’ zamestnancovi za vykonanu pracu mzdu.
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(2) Mzda je penazné plnenie alebo plnenie peniaznej hodnoty (naturdlna mzda)
poskytované zamestnavatelom zamestnancovi za pracu. Za mzdu sa nepovazuje Najméa
nahrada mzdy, odstupné, odchodné, cestovné nahrady vratane nenarokovych cestovnych
nahrad, prispevky zo socidlneho fondu, prispevky na doplnkové déchodkové sporenie,
prispevky na zivotné poistenie zamestnanca, vynosy z kapitalovych podielov (akcii)
alebo obligacii, danovy bonus, ndhrada prijmu pri docasnej pracovnej neschopnosti
zamestnanca, doplatky k nemocenskym déavkam, néhrada za pracovnl pohotovost,
penazna nahrada podla § 83a ods. 4 ainé plnenie poskytované zamestnancovi v
suvislosti so zamestnanim podl'a tohto zakona, osobitnych predpisov, kolektivnej zmluvy
alebo pracovnej zmluvy, ktoré nema charakter mzdy.Za mzdu sa tieZ nepovazuje d’alSie
plnenie poskytované zamestnavatel'om zamestnancovi zo zisku po zdaneni.

(3) Ako mzda sa posudzuje aj plnenie poskytované zamestnavatelom zamestnancovi za
pracu pri prilezitosti jeho pracovného vyrocia alebo zivotného vyrocia, ak sa neposkytuje
z0 zisku po zdaneni alebo zo socialneho fondu.

§119

(1) Mzda nesmie byt niz$ia ako minimalna mzda ustanovena osobitnym predpisom.

(2) Mzdové podmienky zamestnavatel dohodne s prisluSnym odborovym orgdnom v
kolektivnej zmluve alebo so zamestnancom v pracovnej zmluve. Pre ¢lena druZstva, u
ktor¢ho je podla stanov podmienkou clenstva pracovny vzt'ah, mozno mzdové
podmienky upravit’ aj uznesenim clenskej schodze.

(3) V mzdovych podmienkach zamestnavatel dohodne najmd formy odmenovania
zamestnancov, sumu zakladnej zloZky mzdy a d’alSie zlozky plneni poskytovanych za
pracu a podmienky ich poskytovania. Zakladnou zlozkou mzdy je zlozka poskytovana
podla odpracovaného Casu alebo dosiahnutého vykonu.

8 119a
Mzda za rovnaku préacu a za pracu rovnakej hodnoty

(1) Mzdové podmienky musia byt dohodnuté bez akejkol'vek diskriminacie podla
pohlavia. Ustanovenie prvej vety sa vztahuje na kazdé plnenie za pracu, ako aj na
plnenia, ktoré sa vyplacaju alebo sa budu vyplacat’ v stvislosti so zamestnanim podl'a
inych ustanoveni tohto zakona alebo podl'a osobitnych predpisov.

(2) Zeny a muzi maji pravo na rovnakii mzdu za rovnaki pracu alebo za pracu rovnakej
hodnoty. Za rovnakt pracu alebo pracu rovnakej hodnoty sa povazuje praca rovnakej
alebo porovnatelnej zlozitosti, zodpovednosti a namahavosti, ktora je vykonavana v
rovnakych alebo porovnatelnych pracovnych podmienkach a pri dosahovani rovnakej
alebo porovnatel'nej vykonnosti a vysledkov prace v pracovnhom pomere u toho istého
zamestnavatela.

(3) Ak zamestnavatel’ uplatiuje systém hodnotenia pracovnych miest, hodnotenie musi
vychadzat z rovnakych kritérii pre muZov a Zeny bez akejkol'vek diskriminacie podla
pohlavia. Pri posudzovani hodnoty prace zeny a muza moze zamestnavatel’ okrem kritérii
uvedenych v odseku 2 uplatnit’ d’alSie objektivne merate'né kritéria, ktoré sa daju
uplatnit’ na vSetkych zamestnancov bez rozdielu pohlavia.
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(4) Odseky 1 az 3 sa vztahuji aj na zamestnancov rovnakého pohlavia, ak vykonavaju
rovnaku pracu alebo pracu rovnakej hodnoty.

8120
Minimalne mzdové naroky

(1) Zamestnavatel’, u ktorého nie je odmenovanie zamestnancov dohodnuté v kolektivnej
zmluve, je povinny zamestnancovi poskytnit’ mzdu najmenej v sume minimalneho
mzdového naroku uréeného pre stupenn narocnosti prace (d’alej len "stupeit") prislusného
pracovného miesta. Ak mzda zamestnanca v kalendarnom mesiaci nedosiahne sumu
minimalneho mzdového néaroku, zamestnavatel’ poskytne zamestnancovi doplatok v sume
rozdielu medzi dosiahnutou mzdou a sumou minimalneho mzdového naroku
ustanoveného pre stupen patriaci prislusnému pracovnému miestu.

(2) Do mzdy podl’a odseku 1 sa nezahiiia mzda za neaktivnu Cast’ pracovnej pohotovosti
na pracovisku (§ 96 ods. 3), mzda za pracu nadcas (§ 121), mzdové zvyhodnenie za pracu
vo sviatok (§ 122), mzdové zvyhodnenie za no¢nt pracu (§ 123) a mzdova kompenzacia
za stazeny vykon prace (§ 124). Do poctu odpracovanych hodin sa nezahfiiaju hodiny
prace nadcas a Cas neaktivnej Casti pracovnej pohotovosti na pracovisku.

(3) Pracovné miesto podla odseku 1 je suhrn pracovnych cinnosti, ktoré zamestnanec
vykonava podl'a druhu prace dohodnutého v pracovnej zmluve. Zamestnavatel podla
odseku 1 je povinny priradit kazdému pracovnému miestu stupen v sulade s
charakteristikami stupfiov naro¢nosti pracovnych miest uvedenymi v prilohe ¢. 1 podl'a
najnaro¢nejSej pracovnej ¢innosti, ktorej vykon od zamestnanca vyZaduje, v rdmci druhu
prace dohodnutého v pracovnej zmluve.

(4) Sadzba minimalneho mzdového naroku pre prislusny stupen je nasobkom hodinovej
minimalnej mzdy pri ustanovenom tyzdennom pracovnom case 40 hodin alebo
minimalnej mzdy v eurdch za mesiac, ak ide o zamestnanca odmenovaného mesacnou
mzdou, ustanovenej osobitnym predpisom, a koeficienta miniméalnej mzdy,

Koeficient minimalnej

Stupen mzdy

1.0
1.2
1.4
1.6
1.8
2.0

OO B WIN -

(5) Pri ustanoveni tyzdenného pracovného casu podla § 85 na menej ako 40 hodin sa
sadzby minimalnych mzdovych narokov ustanovené v eurach za hodinu imerne zvysia.

(6) U zamestnanca odmenovaného mesacnou mzdou, ktory v mesiaci neodpracoval
urCeny tyzdenny pracovny cas alebo mad dohodnuty krat$i tyzdenny pracovny cCas, sa
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sadzba minimalneho mzdového naroku ustanoveného v eurach za mesiac znizi v pomere
zodpovedajucom odpracovanému ¢asu v mesiaci.

(7) Sadzba minimalneho mzdového naroku ustanovend podla odseku 4 v eurach za
hodinu a sadzba minimalneho mzdového naroku v eurdch za hodinu zvysSena podla
odseku 5 sa zaokruhluje na Styri desatinné miesta. Sadzba minimalneho mzdového
naroku ustanovena podla odseku 4 v eurach za mesiac a sadzba minimalneho mzdového
naroku v eurdch za mesiac zniZzena podl'a odseku 6 sa zaokrihl'uje na najblizsich desat’
eurocentov.

8121
Mzda za pracu nadcas

(1) Za pracu nadcas patri zamestnancovi dosiahnutda mzda a mzdové zvyhodnenie
najmenej v sume 25 % jeho priemerného zarobku. Zamestnancovi, ktory vykonava
rizikové prace, patri za pracu nad¢as dosiahnutda mzda a mzdové zvyhodnenie najmenej
v sume 35 % jeho priemerného zarobku.

(2) Zamestnavatel’ méze pisomne dohodnut’ s vedicim zamestnancom v priamej riadiacej
pOsobnosti  Statutarneho organu alebo ¢lena Statutarneho organu, s veducim
zamestnancom, ktory je v priamej riadiacej pésobnosti tohto veduceho zamestnanca, a so
zamestnancom, ktory vykonava koncepéné, systémové, tvorivé alebo metodické ¢innosti,
riadi, organizuje alebo koordinuje zlozité procesy alebo rozsiahle subory vel'mi zloZzitych
zariadeni, ze vo vySke mzdy bude zohladnend pripadnd praca nadcas, najviac vSak v
Uhrne 150 hodin v kalendarnom roku. V tychto pripadoch zamestnancovi za pracu nadcas
nepatri mzda ani mzdové zvyhodnenie za pracu nadcas podl'a odseku 1 a zamestnanec
nemoze za tuto dobu Cerpat’ ndhradné volno.

(3) Zamestnavatel moze so zamestnancom dohodnut’ Cerpanie nahradného volna za
pracu nad¢as. Zamestnancovi patri nahradné volno v rozsahu, v ktorom praca nadcas
trvala; v tom pripade zamestnancovi mzdové zvyhodnenie podl'a odseku 1 nepatri.

(4) Nahradné vol'no zamestnavatel’ poskytuje zamestnancovi v dohodnutom termine. Ak
sa zamestnavatel’ so zamestnancom nedohodnu na termine ¢erpania nahradného vol'na za
pracu nadcas, zamestnavatel je povinny poskytnit zamestnancovi nédhradné volno
najneskdr do uplynutia styroch kalendarnych mesiacov nasledujucich po mesiaci, v
ktorom bola praca nad¢as vykonana.

(5) Ak zamestnavatel neposkytne zamestnancovi ndhradné volno podla odseku 4,
zamestnancovi patri mzdové zvyhodnenie podla odseku 1.

§122
Mzda a ndhrada mzdy za sviatok

(1) Za pracu vo sviatok zamestnancovi patri dosiahnuta mzda a mzdové zvyhodnenie
najmenej 50% jeho priemerného zéarobku. Mzdové zvyhodnenie patri aj za pracu
vykonavant vo sviatok, ktory pripadne na den nepretrzitého odpocinku zamestnanca v
tyzdni.

(2) Ak sa zamestnavatel' so zamestnancom dohodne na Cerpani nahradného volna za
pracu vo sviatok, patri zamestnancovi za hodinu prace vo sviatok hodina nahradného
vol'na. V tom pripade mu mzdové zvyhodnenie nepatri. Ak zamestnavatel’ neposkytne
zamestnancovi nahradné volno pocas troch kalendarnych mesiacov alebo v inak
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dohodnutom obdobi po vykone préce vo sviatok, patri zamestnancovi mzdove
zvyhodnenie podl'a odseku 1. Za Cerpanie ndhradného vol'na patri zamestnancovi nahrada
mzdy v sume jeho priemerného zarobku. U zamestnanca, ktory je odmenovany mesa¢nou
mzdou, sa ¢as ¢erpania ndhradného volna za pracu vo sviatok povazuje za odpracovany
Cas, za ktory mu patri mzda; tomuto zamestnancovi ndhrada mzdy za cas Cerpania
nahradného vol'na za pracu vo sviatok nepatri. V kolektivnej zmluve alebo v pracovnej
zmluve mozno dohodnut, Ze aj u zamestnanca, ktory je odmefiovany mesa¢nou mzdou,
sa bude postupovat’ podl'a Stvrtej vety.

(3) Zamestnancovi, ktory nepracoval preto, ze sviatok pripadol na jeho obvykly pracovny
den, patri nahrada mzdy v sume jeho priemerného zarobku, ak mu mzda usla pre sviatok.
U zamestnanca, ktory je odmenovany mesa¢nou mzdou, sa sviatok, ktory pripadne na
jeho obvykly pracovny den, povazuje za odpracovany den, za ktory mu patri mzda.
Tomuto zamestnancovi nahrada mzdy za sviatok nepatri. V kolektivnej zmluve alebo v
pracovnej zmluve mozno dohodntt, Ze aj u zamestnanca, ktory je odmetiovany mesacnou
mzdou, sa bude postupovat’ podl'a prvej vety.

(4) Nahrada mzdy za sviatok alebo mzda podla odseku 3 druhej vety nepatri
zamestnancovi, ktory neospravedlnene zamesSka zmenu bezprostredne predchadzajicu
sviatku alebo bezprostredne po nom nasledujiicu, alebo zmenu nariaden
zamestnavatel'om na sviatok, pripadne Cast’ niektorej z tychto zmien.

(5) S vedicim zamestnancom moze zamestnavatel’ v pracovnej zmluve dohodnit’ mzdu
uz s prihliadnutim na pripadnt pracu vo sviatok. Mzdové zvyhodnenie ani nahradné
vol'no za pracu vo sviatok v tomto pripade vediicemu zamestnancovi nepatria.

§123
Mzdové zvyhodnenie za no¢nt pracu

(1) Zamestnancovi patri za no¢nu pracu popri dosiahnutej mzde za kazda hodinu noc¢nej
prace mzdove zvyhodnenie najmenej 20 % minimalnej mzdy v eurach za hodinu podl'a
osobitného predpisu.

(2) S vedlcim zamestnancom mozno v pracovnej zmluve dohodnit mzdu uz s
prihliadnutim na pripadnti no¢ntl pracu. Mzdové zvyhodnenie v takom pripade veducemu
zamestnancovi nepatri.

§ 124
Mzdova kompenzacia za st’aZeny vykon prace

(1) Zamestnancovi patri mzdova kompenzacia za st'azeny vykon prace pri vykonavani
pracovnych ¢innosti uvedenych v odseku 2, ak tieto pracovné Cinnosti prislusny organ
verejného zdravotnictva zaradil do 3. alebo 4. kategérie podl'a osobitného predpisu, a pri
ich vykone intenzita pbsobenia faktorov pracovného prostredia napriek vykonanym
technickym, organizacnym a Specifickym ochrannym a preventivnym opatreniam podla
osobitnych predpisov vyzaduje, aby zamestnanec pouzival na zniZenie zdravotného rizika
0sobné ochranné pracovné prostriedky.

(2) Pracovné c&innosti, pri ktorych patri zamestnancovi mzdova kompenzéacia podla
odseku 1, su ¢innosti v prostredi, v ktorom posobia

a) chemické faktory,

b) karcinogénne a mutagénne faktory,
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c) biologické faktory,
d) prach,
e) fyzikalne faktory (napriklad hluk, vibracie, ionizujuce ziarenie).
(3) Za kazdu hodinu prace podla odseku 1 patri zamestnancovi popri dosiahnutej mzde
mzdova kompenzacia za stazeny vykon prace najmenej 20 % minimalnej mzdy v euréch
za hodinu podl'a osobitného predpisu.
(4) Mzdovi kompenzaciu mozno poskytovat aj pri pdsobeni inych vplyvov, ktoré
zamestnancovi pracu stazuju alebo zamestnanca negativne ovplyviiuji alebo pri nizsej
intenzite pdsobenia faktorov pracovneho prostredia uvedenych v odseku 2.
(5) Pri dohodnuti mzdovej kompenzacie za stazeny vykon prace podla odseku 4 sa odsek
3 neuplatni.
§125
Mzda pri vykone inej préace

(1) Ak je zamestnanec preradeny na ind pracu z dévodu ohrozenia chorobou z povolania,
karanténneho opatrenia, ktoré sa mu ulozilo podl'a osobitnych predpisov, odvratenia
mimoriadnej udalosti alebo na zmiernenie jej bezprostrednych nasledkov a ak po
preradeni dosiahne v prepocte na odpracovanu hodinu nizs$iu mzdu ako pri vykone prace
podla pracovnej zmluvy, patri mu doplatok najmenej do sumy jeho priemerného zarobku,
ktory dosahoval pred preradenim. Doplatok sa poskytuje pocas preradenia, najdlhSie
pocas 12 po sebe nasledujicich mesiacov odo dna preradenia.

(2) Doplatok pri ohrozeni chorobou z povolania patri aj vtedy, ak zamestnanec nastipi do
pracovného pomeru k inému zamestnavatel'ovi, pretoZe pre neho doterajsi zamestnavatel’
nema ind vhodnu pracu. Doplatok poskytuje zamestnancovi zamestnavatel’, ktory ho
zamestndva v cCase, po ktory doplatok patri. Naklady na doplatok tomuto
zamestnavatel'ovi je povinny uhradit’ zamestnavatel, u ktorého vzniklo ohrozenie
chorobou z povolania.

(3) Néklady na doplatok pri karanténnom opatreni uloZenom podl'a osobitnych predpisov
uhradi orgén verejného zdravotnictva zamestnavatel'ovi, ktory ho poskytol.

(4) Sucastou nakladov na doplatok podla odsekov 2 a 3 su aj odvody do poistnych
fondov a prispevky na starobné¢ dochodkové sporenie, ktoré je zamestnavatel’ povinny
platit’ podl'a osobitnych predpisov.

(5) Narok na thradu uplatni zamestnavatel’ u organu verejného zdravotnictva v pisomnej
ziadosti do 30 dni od skoncenia karanténneho opatrenia.

(6) Orgén verejného zdravotnictva ndklady na doplatok neuhradi, ak k ulozeniu
karanténneho opatrenia priSlo v priamej savislosti s porusenim povinnosti
zamestnavatel'a na predchadzanie vzniku a Sirenia prenosnych ochoreni a na obmedzenie

ich vyskytu.

§ 126
ZruSeny od 1. 9. 2007
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§ 127
Naturalna mzda

(1) Zamestnancovi mozno poskytovat’ ¢ast’ mzdy, s vynimkou minimélnej mzdy, formou
naturadlnej mzdy. Naturdlnu mzdu moéze zamestnavatel' poskytovat’ len so sthlasom
zamestnanca a za podmienok s nim dohodnutych.

(2) Ako naturdlnu mzdu mozno poskytovat vyrobky, vykony, prace a sluzby.
Poskytovanie naturdlnej mzdy vo forme liehovin alebo inych navykovych latok nie je
dovolené. Zl'ava na cestovnom pre zamestnanca dopravcu sa nepovazuje za naturalnu
mzdu.

(3) Naturalna mzda sa vyjadruje v penaznej forme v cenach tovaru od vyrobcu alebo v
cendch sluzieb od poskytovatela sluzieb podla cenového predpisu platného v case
poskytovania naturalnej mzdy.

(4) Ak zamestnavatel’ v ramci svojich priestorov zriadil obchodné zariadenia na predaj
tovaru alebo na poskytovanie sluzieb, nesmie zamestnanca nutit, aby v tychto
obchodnych zariadeniach kupoval tovar alebo vyuZzival ich sluzby. V pripade, ze z
dovodov odlacenosti prevadzky nemozno pouzivat iné obchodné =zariadenia, je
zamestnavatel’ povinny zabezpecit, aby sa predaj tovaru alebo poskytovanie sluzieb
nevyuzivali na dosahovanie vlastného zisku alebo aby sa tovar predaval a sluzby
poskytovali za ceny v mieste obvyklé v ase predaja tovaru alebo poskytovania sluzieb.

8128
Mzda v cudzej mene

Zamestnancovi s miestom vykonu prace podla pracovnej zmluvy v cudzine moZno
poskytovat’ mzdu alebo jej Cast’ v cudzej mene. Prepocet vysky mzdy v eurach na cudziu
menu sa vykondva podla referencného vymenného kurzu uréeného a vyhldseného
Eurdpskou centralnou bankou alebo Narodnou bankou Slovenska, ktory je platny v den
predchadzajtci ditu ur€enému na vyplatu mzdy podl'a § 130 ods. 2 alebo v iny dohodnuty
deil.
§129
Splatnost’ mzdy

(1) Mzda je splatna pozadu za mesaéné obdobie, a to najneskor do konca nasledujuceho
kalendarneho mesiaca, ak sa v kolektivnej zmluve alebo v pracovnej zmluve nedohodlo
inak.

(2) Na ziadost’ zamestnanca musi mu byt mzda splatné po¢as dovolenky vyplatena pred
nastipenim dovolenky.

(3) Pri skonceni pracovného pomeru vyplati zamestnavatel' zamestnancovi mzdu splatna
za mesacné obdobie v dent skonCenia pracovného pomeru, ak sa nedohodli inak,
najneskér vSak v najblizZSom vyplatnom termine nasledujicom po dni skoncenia
pracovného pomeru.
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8§ 130
Vyplata mzdy

(1) Vyplacana mzda sa zaokriihl'uje na najbliz8$i eurocent nahor, ak kolektivna zmluva
alebo zamestnavatel vo vnlitornom predpise neustanovujii priaznivejSiu Upravu
zaokruhl'ovania mzdy v prospech zamestnanca. Mzda sa zamestnancovi vyplaca v
peniazoch; v inom druhu plnenia alebo v cudzej mene mozno mzdu vyplacat, len ak to
umoziuje tento zékon alebo osobitny predpis.

(2) Mzda sa vyplaca vo vyplatnych terminoch dohodnutych v pracovnej zmluve alebo v
kolektivnej zmluve. So zamestnancom vykonavajucim domacku pracu mozno dohodnut’
vyplatu mzdy aj za dodanie kazdej skompletizovanej pridelenej prace.

(3) Medzi vyplatnymi terminmi mdze zamestnavatel’ poskytovat’ preddavok na mzdu v
dohodnutych terminoch. Na ziadost zamestnanca moéze zamestnavatel poskytnut’
preddavok na mzdu aj v inom termine, na ktorom sa so zamestnancom dohodnd.

(4) Mzda sa vyplaca v pracovnom Case a na pracovisku, ak sa v pracovnej zmluve
nedohodlo inak. Ak sa zamestnanec z vaznych dévodov neméze dostavit’ po vyplatu
mzdy alebo ak pracuje na vzdialenom pracovisku, zasle mu zamestnavatel’ mzdu tak, aby
mu bola doru€ena v dent ureny na jej vyplatu, alebo najneskor v najblizsi nasledujuci
pracovny den na svoje naklady a nebezpecenstvo, ak sa nedohodnu inak.

(5) Pri vyaétovani mzdy je zamestnavatel' povinny zamestnancovi vydat doklad
obsahujuci najma tdaje o jednotlivych zlozkach mzdy, o jednotlivych plneniach
poskytovanych v stvislosti so zamestnanim o stave uétu konta pracovného Casu, ak je
zavedené konto pracovného Casu, o vykonanych zrazkach zo mzdy a o celkovej cene
prace. Doklad podla prvej vety sa poskytne v pisomnej forme, ak sa zamestnavatel’ so
zamestnancom nedohodnl na jeho poskytovani elektronickymi prostriedkami. Celkovl
cenu prace tvori mzda vratane nahrady mzdy a nahrady za pracovnu pohotovost a
osobitne v ¢leneni preddavok poistného na zdravotné poistenie, poistné na nemocenské
poistenie, poistné na starobné poistenie, poistné na invalidné poistenie, poistné na
poistenie v nezamestnanosti, poistné na garan¢né poistenie, poistné na urazové poistenie,
poistné do rezervného fondu solidarity a prispevok na starobné déchodkové sporenie,
ktoré plati zamestnavatel. Na ziadost zamestnanca mu zamestndvatel predloZi na
nahliadnutie doklady, na ktorych zaklade bola mzda vypocitana.

(6) Zamestnanec mdze na prijatie mzdy pisomne splnomocnit’ ini1 osobu. Bez pisomného
splnomocnenia mozno vyplatit’ mzdu inej osobe ako zamestnancovi, len ak tak ustanovi
osobitny predpis.

(7) Zamestnavatel nema pravo akymkol'vek spdsobom obmedzovat zamestnanca vo
vol'nom nakladani s vyplatenou mzdou.

(8) Zamestnavatel je povinny, po vykonani zrazok podla § 131, poukazat’ mzdu alebo jej
Cast’ uréenut zamestnancom na nim urceny ucet v banke alebo v pobocke zahrani¢nej
banky v Slovenskej republike, ak o to zamestnanec pisomne poziada alebo ak sa
zamestnavatel so zamestnancom na takom postupe dohodne tak, aby urCend suma
penaznych prostriedkov mohla byt pripisand na tento ucet najneskoér v deil uréeny na
vyplatu. Ak o to zamestnanec poZiada, moOZe zamestnavatel Casti mzdy urcené
zamestnancom poukazovat’ aj na viac uctov, ktoré si zamestnanec sam urcil.
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Zrazky zo mzdy a poradie zrazok
§131

(1) Zo mzdy zamestnanca zamestnavatel prednostne vykona zrazky poistného na
sociélne poistenie, preddavkov poistného na verejné zdravotné poistenie, nedoplatku z
rocného zuctovania preddavkov na verejné zdravotné poistenie, prispevku na doplnkové
dochodkové sporenie, ktoré plati zamestnanec podla osobitného predpisu, zrazky
preddavku na dan alebo dane, nedoplatku preddavku na dan, danového nedoplatku,
nedoplatku, ktory vznikol zavinenim danovnika na preddavku na dan a na dani vratane
prislusenstva a nedoplatku z ro¢ného zuctovania preddavkov na dan z prijmov zo zévislej
¢innosti.

(2) Po vykonani zraZok podla odseku 1 mdze zamestnévatel’ zrazit’ zo mzdy len

a) preddavok na mzdu, ktory je zamestnanec povinny vratit preto, ze neboli splnené
podmienky na priznanie tejto mzdy,

b) sumy postihnuté vykonom rozhodnutia nariadenym stdom alebo spravnym organom,
c) penazné tresty a pokuty, ako aj ndhrady ulozené zamestnancovi vykonatelnym
rozhodnutim prislusnych organov,

d) nepravom prijaté sumy davok socialneho poistenia a dbéchodkov starobného
dochodkového sporenia alebo ich preddavky, Statnych socidlnych davok, davok v
hmotnej ntdzi a prispevkov k davke v hmotnej nudzi, petiaznych prispevkov na
kompenzaciu socidlnych dosledkov tazkého zdravotného postihnutia, ak je zamestnanec
povinny ich vratit’ na zaklade vykonateI'ného rozhodnutia podl'a osobitného predpisu,

e) nevyuctované preddavky cestovnych ndhrad,

f) ndhradu prijmu pri doc¢asnej pracovnej neschopnosti zamestnanca alebo jej Cast, na
ktor( zamestnanec stratil narok alebo mu narok nevznikol,

g) nahradu mzdy za dovolenku, na ktori zamestnanec stratil narok, pripadne na ktora mu
narok nevznikol,

h) sumu odstupného alebo jeho ¢ast’, ktort je zamestnanec povinny vratit’ podl'a § 76 ods.
4.

(3) Dalsie zrazky zo mzdy, ktoré presahuji ramec zrazok uvedenych v odsekoch 1 a 2,
moze zamestnavatel' vykonavat’ len na zaklade pisomnej dohody so zamestnancom o
zrazkach zo mzdy, alebo ak povinnost’ zamestnavatela vykonavat' zraZky zo mzdy a
inych prijmov zamestnanca vyplyva z osobitneho predpisu.

(4) Zrazky zo mzdy podla odsekov 1 a 2 a zrazky zo mzdy podla § 20 ods. 2 mozno
vykonavat’ len v rozsahu ustanovenom osobitnym predpisom. Pri pohl'adavkach, na ktoré
sud alebo spravny organ nariadil vykon rozhodnutia, spésob vykonavania zrazok a ich
poradie upravuju ustanovenia o vykone rozhodnutia zraZkami zo mzdy.

(5) Pri penaznych trestoch (pokutich) a nahraddch uloZenych vykonatelnymi
rozhodnutiami prisluSnych organov a pri preplatkoch na davkach socidlneho
zabezpecenia sa poradie zrazok spravuje diiom, ked’ zamestnavatel'ovi bolo dorucené
vykonatel'né rozhodnutie prislusného organu.

(6) Pri nevyuctovanych preddavkoch cestovnych nahrad, pri ndhrade prijmu pri do€asne;j
pracovnej neschopnosti zamestnanca, pri nahrade mzdy za dovolenku, pri preddavkoch
na mzdu alebo jej zlozku a pri odstupnom, ktoré je zamestnanec povinny vratit’ preto, ze
sa nesplnili podmienky na ich priznanie, sa poradie zrdzok spravuje dinom, ked’ sa zacalo
s vykonavanim zrazok.
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(7) Pri zrazkach vykonavanych na zdklade dohody o zrdzkach zo mzdy sa poradie
spravuje diiom uzatvorenia dohody. Pri zrazkach vykonavanych na zaklade dohody o
zrazkach zo mzdy uzatvorenej s inou pravnickou osobou alebo s fyzickou osobou sa
poradie zrazok spravuje dinom dorucenia tejto dohody zamestnavatelovi.

(8) Ak zamestnanec nastipi do pracovného pomeru k inému zamestnavatel'ovi, zostava
poradie, ktoré ziskali pohladavky podla odsekov 4 a 5, zachované aj u nového
zamestnavatela. Povinnost' vykondvat' zrazky vznikd novému zamestndvatelovi uz
diom, ked’ sa od zamestnanca alebo od doterajSicho zamestnavatela dozvie, Ze sa
vykonavali zrazky zo mzdy a pre aké pohl'adavky. To isté plati aj o vykondvani zrazok zo
mzdy podl'a odseku 7, ak v dohode o zrazkach zo mzdy nebol tento ucinok vyslovne
vyluceny.

§132

Ustanovenia § 129 az 131 sa vztahuju rovnako na vsetky zlozky prijmu zamestnanca
poskytované zamestnavatel'om, ak ide o ich splatnost’, vyplatu a vykonavanie zrazok.

8133
Normovanie préace

(1) Zamestnavatel moéze urCit normy spotreby prace. Pri urovani pozadovaného
mnozstva prace a pracovné¢ho tempa musi vziat' do tivahy pracovné tempo primerané
fyziologickym a neuropsychickym moZnostiam, pravne predpisy a ostatné predpisy na
zaistenie bezpec€nosti a ochrany zdravia pri praci, ¢as na osobnu ocistu po skonceni prace
a ¢as na prirodzené potreby zamestnanca.

(2) Zamestnavatel je povinny zabezpecit, aby predpoklady na uplatnenie noriem
spotreby prace boli utvorené pred zacatim prace. Normy spotreby prace a ich zmeny sa
musia zamestnancom oznamit’ vzdy pred zacatim prace a nesmu sa uplatiiovat’ so spatnou
platnost'ou.

(3) Ak zavédzanie a zmeny noriem spotreby prace nie si dohodnuté v kolektivnej
zmluve, zamestnavatel zavadza normy a vykonava ich zmeny aZ po dohode so
zastupcami zamestnancov; ak k dohode neddjde do 15 dni od predloZenia navrhu,
rozhodne prislusny inSpektorat prace podl'a osobitného predpisu.

Priemerny zarobok na pracovnopravne ucely
§134

(1) Priemerny zarobok na pracovnopravne ucely (d’alej len "priemerny zarobok") zist'uje
zamestnavatel’ zo mzdy zic¢tovanej zamestnancovi na vyplatu v rozhodujicom obdobi a z
obdobia odpracovaného zamestnancom v rozhodujucom obdobi. Do zuctovanej mzdy
podla prvej vety sa nezahffia mzda za neaktivnu cast pracovnej pohotovosti na
pracovisku (8 96 ods. 3) a do obdobia odpracovaného zamestnancom sa nezahiiia Cas
neaktivnej Casti pracovnej pohotovosti na pracovisku.

(2) Rozhodujucim obdobim je kalendarny stvrtrok predchadzajuci Stvrtroku, v ktorom sa
zistuje priemerny zarobok. Priemerny zarobok sa zistuje vzdy k prvému diu
kalendarneho mesiaca nasledujuceho po rozhodujicom obdobi a pouziva sa pocas celého
Stvrtroka, ak tento zakon neustanovuje inak.
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(3) Ak zamestnanec v rozhodujucom obdobi neodpracoval aspon 22 dni alebo 170 hodin,
pouziva sa namiesto priemerné¢ho zarobku pravdepodobny zarobok. Pravdepodobny
zarobok sa zisti zo mzdy, ktori zamestnanec dosiahol od zaéiatku rozhodujdceho
obdobia, alebo zo mzdy, ktor( by zrejme dosiahol.

(4) Priemerny zarobok sa zistuje ako priemerny hodinovy zarobok. Priemerny hodinovy
zarobok sa zaokruhluje na Styri desatinné miesta. Ak sa podla pracovnopravnych
predpisov mé pouzit' priemerny mesacny zarobok, postupuje sa tak, ze priemerny
hodinovy zarobok sa vyndsobi priemernym poctom pracovnych hodin pripadajucich v
roku na jeden mesiac podla tyzdenného pracovného Casu zamestnanca. Priemerny
mesacény zarobok sa zaokrihl'uje na najblizsi eurocent nahor.

(5) Ak je priemerny zarobok zamestnanca niz§i ako minimalna mzda, na ktorG by
zamestnancovi vznikol narok v kalendarnom mesiaci, v ktorom vznikla potreba
priemerny zarobok pouzit, zvy$i sa priemerny zarobok na sumu zodpovedajucu tejto
minimalnej mzde. Ak u zamestnavatel'a nie je odmenovanie zamestnancov dohodnuté v
kolektivnej zmluve a priemerny zarobok zamestnanca je nizsi ako prislusny minimalny
mzdovy narok (§ 120 ods. 4), zvysi sa priemerny zarobok na sumu zodpovedajicu
tomuto minimalnemu mzdovému naroku. Ak zamestnavatel’ skrati ustanoveny tyzdenny
pracovny cas podla § 85 ods. 5, zamestnavatel’ zvysi priemerné zarobky dotknutych
zamestnancov nepriamo umerne skrateniu tyzdenného pracovného casu odo dia
Gginnosti tejto zmeny; opaény postup zamestnavatel uplatni v pripade prediZzenia
ustanoveného tyzdenného pracovného casu.

(6) Ak sa podla pracovnopravnych predpisov pouziva v suvislosti s ndhradou Skody
priemerny zarobok u Ziakov zakladnych S§kol, ziakov strednych $kol a Studentov
vysokych §kol alebo u zamestnancov so zdravotnym postihnutim, ktori nie su zamestnani
a ktorych priprava na povolanie (¢innost) sa vykondva podla osobitnych predpisov,
vychédza sa zo sumy priemerného zarobku urcenej podl'a odseku 5 prvej vety.

(7) Ak sa zamestnancovi v rozhodujicom obdobi zuctuje na vyplatu mzda (¢ast’ mzdy),
ktord sa poskytuje za dlhSie obdobie ako kalendarny Stvrtrok, na Ucely zistovania
priemerného zarobku sa urci jej pomernd Cast’ pripadajuca na kalendarny Stvrtrok.
Zvys$na Cast’ (Casti) sa zahrnie (zahrn) do mzdy pri zistovani priemerného zarobku v
d’alSom obdobi (d’alSich obdobiach). Pocet rozhodujucich obdobi zamestnavatel' urci
podl'a poctu Stvrtrokov, za ktoré sa mzda poskytuje. Mzda poskytnutd zamestnancovi pri
prilezitosti jeho pracovného vyrocia alebo Zivotného vyro€ia podla § 118 ods. 3 sa
povazuje za mzdu poskytnuti za obdobie Styroch kalendarnych Stvrtrokov. Pri uréovani
pomernych cCasti mzdy zamestnavatel prihliada na podiel obdobia odpracovaného
zamestnancom v rozhodujicom obdobi alebo v d’alsich rozhodujucich obdobiach z fondu
pracovného Casu na prislusné obdobie.

(8) Ak zamestnanec vykonéava pracu v niekol’kych pracovnych vztahoch u toho istého
zamestnavatel’a, posudzuje sa mzda v kazdom pracovnom vztahu samostatne.

(9) Ak sa na ucely vypoctu penaznych plneni vychadza podla vSeobecne zdvéznych
pravnych predpisov z priemerného mesacného cistého zarobku zamestnanca, tento
zarobok sa zistuje z priemerného mesacného zarobku odpocitanim sim poistného na
socialne poistenie, prispevku na doplnkové déchodkové sporenie, preddavku poistného
na zdravotné poistenie a preddavku na dan z prijmov fyzickych oso6b vypocitanych podl'a
podmienok a sadzieb platnych pre zamestnanca v mesiaci, v ktorom sa tento zarobok
zist'uje.

218



(10) Ustanovenia odsekov 1 az 9 platia primerane na ucely zistovania pravdepodobného
zarobku.

(11) Podrobnosti zistovania priemerného zarobku alebo pravdepodobného zarobku
mozno dohodnut’ so zastupcami zamestnancov.

§135

Priemerny zarobok zamestnanca za rozhodujuce obdobie, ktoré predchddza dnu
nadobudnutia G¢innosti tohto zakona, sa zisti z hrubej mzdy zi¢tovanej zamestnancovi na
vyplatu v rozhodujicom obdobi a z Casu odpracovaného zamestnancom v rozhodujiucom
obdobi zniZzeného o hodiny zodpovedajuce trvaniu prestavok na jedenie a oddych v
rozhodujucom obdobi. Rovnako sa na zistovanie priemerného zarobku v dalSom
rozhodujicom obdobi znizi pocet hodin odpracovanych zamestnancom od zaciatku
rozhodujuceho obdobia do nadobudnutia u¢innosti tohto zékona, ak tento zékon
nadobudne G¢innost’ v priebehu rozhodujlceho obdobia.

PIATA CAST ,
PREKAZKY V PRACI

Prekazky z dovodov v§eobecného zaujmu
8§ 136
Nadpis zruSeny od 1. 7. 2003

(1) Zamestnavatel’ poskytne zamestnancovi pracovné volno na nevyhnutne potrebny cas
na vykon verejnych funkcii, ob¢ianskych povinnosti a inych tkonov vo vSeobecnom
zdujme, ak tOto Cinnost’ nemozno vykonat mimo pracovného Casu. Pracovné volno
poskytne zamestnavatel' bez nahrady mzdy, ak tento zakon, osobitny predpis alebo
kolektivna zmluva neustanovuje inak alebo ak sa zamestnavatel so zamestnancom
nedohodne inak.

(2) Zamestnavatel’ uvolni zamestnanca dlhodobo na vykon verejnej funkcie a na vykon
odborovej funkcie. Nahrada mzdy od zamestnavatel’a, u ktorého je v pracovnom pomere,
mu nepatri.

(3) Zamestnavatel’ uvol'ni zamestnanca dlhodobo na vykon funkcie v odborovom orgéne
posobiacom u tohto zamestnavatel'a za podmienok dohodnutych v kolektivnej zmluve a
na vykon funkcie ¢lena zamestnaneckej rady po dohode so zamestnaneckou radou.

8§ 137
Nadpis zruSeny od 1. 7. 2003

(1) Verejna funkcia, ob¢ianska povinnost’ a iny ukon vo vSeobecnom zaujme je na ucely
tohto zakona ¢innost’, o ktorej to ustanovuje tento zakon alebo osobitny predpis.

(2) Vykon verejnej funkcie na ucely tohto zdkona je plnenie povinnosti vyplyvajtcich z
funkcie, ktord je vymedzend funkénym obdobim alebo ¢asovym obdobim a obsadzovana
na zaklade priamej vol'by alebo nepriamej vol'by alebo vymenovanim podla osobitnych
predpisov.
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(3) Zamestnancovi, ktory vykondva verejnd funkciu popri plneni povinnosti
vyplyvajicich z pracovného pomeru, moze byt z ddévodu vykonu verejnej funkcie
poskytnuté pracovné volno v rozsahu najviac 30 pracovnych dni alebo zmien v
kalendarnom roku, ak osobitny predpis neustanovuje inak.

(4) Obcianska povinnost’ je najmé ¢innost’

a) svedka, tlmoc¢nika, znalca, inych os6b predvolanych na konanie na sude alebo inom
Statnom organe alebo organe izemnej samospravy,

b) pri poskytnuti prvej pomoci,

c) pri povinnych lekarskych prehliadkach,

d) pri opatreniach proti prenosnym chorobam,

e) pri inych nalichavych opatreniach lie¢ebno-preventivnej starostlivosti,

f) pri izolacii z dévodov veterinarno-ochrannych opatrent,

g) obcCana, ktorému vznikla branna povinnost’ a v obdobi krizovej situdcie je povinny
vykonat’" mimoriadnu sluzbu alebo v Case vojny alebo vojnového stavu alternativnu
sluzbu,

h) pri mimoriadnych udalostiach,

1) v pripadoch, ked je fyzickd osoba povinnd podla osobitnych predpisov poskytnat
osobnu pomoc,

J) pri povinnej ucasti zamestnancov na rekondi¢nych pobytoch.

(5) Iny ukon vo vSeobecnom zdujme je najma

a) darovanie krvi a aferéza,

b) darovanie d’alSich biologickych materialov,

c) vykon funkcie v odborovom organe,

d) ¢innost’ ¢lena zamestnaneckej rady a zamestnaneckého dovernika,

e) ucast’ zastupcov zamestnancov na vzdelavani,

f) ¢innost’ ¢lena volebnych komisii vo vol'bach, ktoré vyhlasuje predseda Narodnej rady
Slovenskej republiky a v referende a ¢innost’ ¢lena orgdnov na l'udové hlasovanie o
odvolani prezidenta Slovenskej republiky,

g) Cinnost’ Clena horskej sluzby alebo inej organizovanej zdchrannej skupiny pocas
osobnej ucasti na zdchrannej akcii,

h) ¢innost’ veduceho tabora pre deti a mladez, jeho zastupcu pre hospodarske veci a
zastupcu pre zdravotné veci, oddielového veduceho, vychovavatel’a, inStruktora, pripadne
zdravotnika v tdbore pre deti a mladez,

1) ¢innost’ Clena poradného orgéanu vlady Slovenskej republiky,

Jj) ¢innost’ ¢lena rozkladovej komisie,

k) ¢innost’ sprostredkovatela alebo rozhodcu pri kolektivnom vyjednévani,

1) ¢innost’ registrovaného kandidata pri volbe do Nérodnej rady Slovenskej republiky,
prezidenta Slovenskej republiky a do organov Uzemnej samospravy.

§138
Nadpis zruSeny od 1. 9. 2007

(1) Zamestnavatel’ poskytne zamestnancovi pracovné vol'no na nevyhnutne potrebny cas

s ndhradou mzdy v sume jeho priemerného zarobku na tcast’ na rekondi¢nych pobytoch,
na povinnych lekarskych prehliadkach a na ucast’ zastupcov zamestnancov na vzdelavani.
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(2) Zamestnavatel’ d’alej poskytne zamestnancovi pracovné volno s nahradou mzdy v
sume jeho priemerného zarobku na ucast’ na darovani krvi, aferéze a darovani d’alSich
biologickych materidlov. Pracovné vol'no patri na nevyhnutne potrebny Cas a to za Cas
cesty na odber a spét’ a za Cas na zotavenie po odbere, pokial tieto skutocnosti zasahuju
do pracovného Casu zamestnanca. Podl'a charakteru odberu a zdravotného stavu darcu
mdze lekar urcit, ze Cas potrebny na jeho zotavenie sa predlzuje, najviac po dobu
zasahujucu do pracovného ¢asu v ramci 96 hodin od nastupu cesty na odber. Ak neddjde
k odberu, poskytne sa pracovné volno s ndhradou mzdy v sume jeho priemerného
zéarobku len za preukazany nevyhnutne potrebny ¢as nepritomnosti v praci.

§ 138a
Prekazka v praci z dévodu dobrovol'nickej ¢innosti

(1) Zamestnavatel mdze zamestnancovi na zéklade jeho Ziadosti poskytnut’ pracovné
vol'no na vykon c¢innosti vykonavanej na zaklade zmluvy o dobrovolnickej Cinnosti
podla osobitného predpisu v pracovnom ¢ase; za ¢as pracovného vol'na mzda ani nahrada
mzdy zamestnancov nepatri. Pracovné vol'no poskytnuté podl'a prvej vety sa nepovazuje
za vykon prace.

(2) Podmienky poskytovania pracovného vol'na zamestnancom na vykon dobrovolnickej
¢innosti podla osobitného predpisu mozno dohodnut’ aj so zastupcami zamestnancov;
mzdu ani ndhradu mzdy za ¢as pracovného vol'na nemozno dohodntt’.

§ 139
Nahrada mzdy pri plneni brannej povinnosti a pri plneni tloh odbornej pripravy v
ozbrojenych silach

(1) Ak je zamestnanec povinny dostavit sa osobne v suvislosti s plnenim branne;j
povinnosti na prislusny obvodny turad v sidle kraja alebo na lekarske vySetrenie,
zamestnavatel’ mu poskytne pracovné vol'no na nevyhnutne potrebny cas.

(2) Ak je zamestnanec povinny dostavit’ sa osobne na odbornu pripravu do uréeného
vojenského Utvaru, zamestnavatel’ mu poskytne pracovné volno na nevyhnutne potrebny
cas.

(3) Ak mé zamestnanec nastupit’ na odborntl pripravu v mieste natol’ko vzdialenom od
svojho bydliska, pripadne pracoviska, ze cesta verejnou dopravou trva viac ako Sest’
hodin, ma narok na jeden den pracovného volna.

(4) Zamestnancovi po skonceni odbornej pripravy zamestndvatel poskytne za cas
odbornej pripravy nahradu mzdy v sume jeho priemerného zarobku najneskér do konca
nasledujuceho kalendarneho mesiaca.

(5) Na cestu z miesta, kde zamestnanec skon¢il odbornu pripravu, do miesta bydliska,
pripadne pracoviska, patri zamestnancovi jeden deii pracovného volna za podmienok
uvedenych v odseku 3.

(6) Za Cas pracovného vol'na poskytnutého podla odsekov 1 az 3 a 5 patri zamestnancovi
nahrada mzdy v sume jeho priemerného zarobku.

(7) Zamestnanec je povinny nastipit’ do prace najneskoér druhy deii po skonceni odborne;j

pripravy.
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(8) Naklady zamestnavatela na ndhradu mzdy za poskytnuté pracovné volno podla
odseku 1 zamestnavatel'ovi uhradi prislusny obvodny trad v sidle kraja.

(9) Néaklady zamestnavatela na ndhradu mzdy za poskytnuté pracovné volno podla
odsekov 2, 3 a 5 zamestnavatel'ovi uhradi vojensky utvar, v ktorom zamestnanec odbornu
pripravu vykonaval.

8 140
Zvysovanie kvalifikacie

(1) Utast na dalom vzdeldvani, v ktorom ma zamestnanec ziskat' predpoklady
ustanovené pravnymi predpismi alebo splnit’ poziadavky nevyhnutné na riadny vykon
prace dohodnuté v pracovnej zmluve, je prekazkou v praci na strane zamestnanca.

(2) Zamestnavatel’ méze poskytovat’ zamestnancovi pracovné volno a ndhradu mzdy v
sume jeho priemerného zarobku, najmd ak je predpokladané zvySenie kvalifikacie v
stlade s potrebou zamestnavatela. ZvySenie kvalifikacie je aj jej ziskanie alebo
roz§irenie.

(3) Pracovné vol'no podl'a odseku 2 poskytne zamestnavatel’ najmene;j

a) v rozsahu potrebnom na ucast’ na vyucovani,

b) dva dni na pripravu a vykonanie kazdej skusky,

¢) pat’ dni na pripravu a vykonanie zaverecnej skiisky, maturitnej skisky a absolutdria,

d) 40 dni suhrnne na pripravu a vykonanie vSetkych Statnych skuSok alebo dizertacnej
skasky v jednotlivych stuptioch vysokoskolského vzdeldvania,

¢) desat’ dni na vypracovanie a obhajobu zavereCnej prace, diplomovej prace alebo
dizertacnej prace.

(4) Zamestnavatel' poskytne zamestnancovi, ktory vykonadva zdravotnicke povolanie
podl'a osobitného predpisu, pracovné volno pat' dni v priebehu kalendarneho roka na
sustavne vzdelavanie a ndhradu mzdy v sume jeho priemerného zarobku.

(5) Za pracovné volno poskytnuté zamestnancovi na vykonanie opravnej skusky nepatri
nahrada mzdy.

(6) Za pracu nadCas, ktora presahuje rozsah prace nadcas podla § 97, patri
zamestnancovi, ktory vykonava zdravotnicke povolanie podl'a osobitného predpisu,
nadhradné volno. Néhradné volno sa poskytuje najneskdr do dvoch kalendarnych
mesiacov po vykonani prace nadcas.

(7) Ak zamestnavatel neposkytne zamestnancovi, ktory vykonava zdravotnicke
povolanie podl'a osobitného predpisu, nahradné volno podla odseku 6, aak z tohto
dovodu rozsah prace nadcas tohto zamestnanca presahuje rozsah ur¢eny podla § 97 alebo
takyto zamestnanec vykonava zdravotnicke povolanie v rozpore s poziadavkami na
personalne zabezpeCenie zdravotnickeho zariadenia podla osobitného predpisu,
zamestnavatel’ poskytne takému zamestnancovi pracovné volno na d’alSie vzdelavanie v
rozsahu prace nadcas, ktord presahuje rozsah ureny podla § 97, alebo ndhradu mzdy v
sume jeho priemerného zarobku; ustanovenia § 121 sa nepouZzijl.

(8) Do pracovného volna podl'a odseku 6 sa nezapocitava pracovné volno na sustavné
vzdelavanie podl'a odseku 4.
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8§ 141
Dolezité osobné prekazky v praci

(1) Zamestnavatel' ospravedlni nepritomnost’ zamestnanca v praci za ¢as jeho docasnej
pracovnej neschopnosti pre chorobu alebo uraz, poc¢as materskej dovolenky a rodicovskej
dovolenky (§ 166), karantény, oSetrovania chorého ¢lena rodiny a pocas starostlivosti o
dieta mladsie ako desat’ rokov, ktoré nemoze byt z vaznych dovodov v starostlivosti
detského vychovného zariadenia alebo $koly, v ktorych starostlivosti diet’a inak je, alebo
ak osoba, ktora sa inak stard o diet’a, ochorela alebo sa jej nariadila karanténa (karanténne
opatrenie), pripadne sa podrobila vySetreniu alebo oSetreniu v zdravotnickom zariadeni,
ktoré nebolo mozné zabezpecit' mimo pracovného casu zamestnanca. Za tento ¢as nepatri
zamestnancovi nahrada mzdy, ak osobitny predpis neustanovuje inak.

(2) Zamestnavatel' je povinny poskytnut zamestnancovi pracovné volno z tychto
dovodov a v tomto rozsahu:

a) vysetrenie alebo oSetrenie zamestnanca v zdravotnickom zariadeni

1. pracovné vol'no s nahradou mzdy sa poskytne na nevyhnutne potrebny Ccas,
najviac na sedem dni v kalendarnom roku, ak vySetrenie alebo oSetrenie nebolo mozné
vykonat’ mimo pracovného Casu,

2. d’alSie pracovné vol'no bez ndhrady mzdy sa poskytne na nevyhnutne potrebny
Cas, ak vySetrenie alebo oSetrenie nebolo mozné vykonat’ mimo pracovného casu,

3. pracovné vol'no s ndhradou mzdy sa poskytne na nevyhnutne potrebny ¢as na
preventivne lekarske prehliadky stvisiace s tehotenstvom, ak vySetrenie alebo oSetrenie
nebolo mozné vykonat’ mimo pracovného Casu,

b) narodenie dietata zamestnancovi; pracovné volno s ndhradou mzdy sa poskytne na
nevyhnutne potrebny ¢as na prevoz matky dietat’a do zdravotnickeho zariadenia a spat,,
C) sprevadzanie

1. rodinného prislusnika do zdravotnickeho zariadenia na vySetrenie alebo
oSetrenie pri ndhlom ochoreni alebo traze a na vopred urené vySetrenie, oSetrenie alebo
lie¢enie; pracovné volno s nahradou mzdy sa poskytne len jednému z rodinnych
prislusnikov na nevyhnutne potrebny ¢as, najviac na sedem dni v kalendarnom roku, ak
bolo sprevadzanie nevyhnutné a uvedené ukony nebolo moZzné vykonat mimo
pracovného cCasu,

2. zdravotne postihnutého dietata do zariadenia socialnej starostlivosti alebo
Specialnej skoly; pracovné vol'no s ndhradou mzdy sa poskytne len jednému z rodinnych
prislusnikov na nevyhnutne potrebny ¢as, najviac na desat’ dni v kalenddrnom roku,

d) tmrtie rodinného prislusnika

1. pracovné vol'no s ndhradou mzdy na dva dni pri amrti manZela alebo dietat’a a
na d’alsi defl na Gcast’ na pohrebe tychto 0sob,

2. pracovné vol'no s nahradou mzdy na jeden deni na ucast’ na pohrebe rodica a
stirodenca zamestnanca, rodi¢a a surodenca jeho manzela, ako aj manzela stirodenca
zamestnanca a na d’al$i den, ak zamestnanec obstarava pohreb tychto osob,

3. pracovné vol'no s ndhradou mzdy na nevyhnutne potrebny €as, najviac na jeden
defi, na ucast’ na pohrebe prarodi¢a alebo vnuka zamestnanca, alebo prarodi¢a jeho
manzela, alebo inej osoby, ktora sice nepatri k uvedenym pribuznym, ale Zila so
zamestnancom v ¢ase umrtia v domacnosti, a na d’alSi den, ak zamestnanec obstarava
pohreb tychto os6b,
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e) svadba; pracovné volno s ndhradou mzdy sa poskytne na jeden den na ucast na
vlastnej svadbe a pracovné vol'no bez ndhrady mzdy sa poskytne na ucast’ na svadbe
diet'at’a a rodi¢a zamestnanca,

f) znemozZnenie cesty do zamestnania z poveternostnych dovodov individudlnym
dopravnym prostriedkom, ktory pouziva zamestnanec so zdravotnym postihnutim;
pracovné vol'no s ndhradou mzdy sa poskytne na nevyhnutne potrebny Cas, najviac na
jeden den,

g) nepredvidané preruSenie premavky alebo meskanie pravidelnej verejnej dopravy;
pracovné vol'no bez ndhrady mzdy sa poskytne na nevyhnutne potrebny ¢as, ak nemohol
zamestnanec dosiahnut’ miesto pracoviska inym primeranym spdsobom,

h) prestahovanie zamestnanca, ktory ma vlastné bytové zariadenie; pracovné volno bez
nahrady mzdy sa poskytne na nevyhnutne potrebny cas, najviac na jeden den pri
stahovani v tej istej obci a pri stahovani do inej obce najviac na dva dni; ak ide o
stahovanie v zaujme zamestndvatel'a, poskytne sa pracovné volno s ndhradou mzdy,

i) vyhl'adanie nového miesta pred skoncenim pracovného pomeru; pracovné volno bez
nahrady mzdy sa poskytne na nevyhnutne potrebny Cas, najviac na jeden poldeni v tyzdni
pocas zodpovedajucej vypovednej doby; v rovnakom rozsahu sa poskytne pracovné
volno s ndhradou mzdy pri skonceni pracovného pomeru vypovedou danou
zamestnavatel'om alebo dohodou z dévodov uvedenych v § 63 ods. 1 pism. a) az c);
pracovné vol'no mozno so sthlasom zamestnavatel’a zlucovat’.

(3) Zamestnavatel moze poskytnut’ zamestnancovi

a) d’alSie pracovné vol'no z dévodov podl'a odseku 2 s nahradou mzdy alebo bez néhrady
mzdy,

b) pracovné volno z inych dévodov ako podla odseku 2 s ndhradou mzdy alebo bez
nahrady mzdy,

¢) pracovné vol'no na ziadost’ zamestnanca s ndhradou mzdy alebo bez nahrady mzdy,

d) pracovné volno s nahradou mzdy, ktoré si zamestnanec odpracuje.

(4) Za jeden den sa povazuje Cas zodpovedajuci dizke pracovného Gasu, ktory mal
zamestnanec na zaklade rozvrhnutia ustanoveného tyzdenného pracovného ¢asu v tento
dent odpracovat’.

(5) Na ucely uréenia celkového rozsahu pracovného vol'na poskytnutého zamestnancovi
v kalendarnom roku pri prekazke v praci podl'a odseku 2 pism. a) a c) sa za jeden den
povazuje ¢as zodpovedajici priemernej dizke pracovného asu pripadajiiceho na jeden
deii, ktory vyplyva z ustanoveného tyzdenného pracovného Casu zamestnanca, pricom sa
zamestnanec posudzuje akoby pracoval pat’ dni v tyzdni.

(6) Zamestnavatel' moéze urcit, ze ak pracovny pomer zamestnanca vznikol v priebehu
kalendarneho roka, pracovné vol'no s nahradou mzdy z dévodov uvedenych v odseku 2
pism. a) prvom bode a pism. c) prvom bode sa poskytne v rozsahu najmenej jednej
tretiny naroku za kalendarny rok za kazdu zacati tretinu kalendarneho roka trvania
pracovného pomeru. Celkovy néarok podl'a prvej vety sa zaokrahli na celé kalendarne dni
nahor.

(7) Nahrada mzdy sa poskytne v sume priemerného zarobku zamestnanca.

(8) Zamestnavatel je povinny ospravedlnit’ nepritomnost’ zamestnanca v praci za ¢as jeho
Ucasti na Strajku v suvislosti s uplatnenim jeho hospodarskych a socidlnych prav; mzda,
ani nahrada mzdy zamestnancovi nepatri. U¢ast’ na $trajku po pravoplatnosti rozhodnutia
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sudu o nezdkonnosti Strajku sa povazuje za neospravedlnent nepritomnost’ zamestnanca
V praci.
§ 141a
Docasné prerusenie vykonu prace

Ak je zamestnanec dovodne podozrivy zo zdvazného porusenia pracovnej discipliny a
jeho dalsi vykon prace by ohrozoval doblezity zaujem zamestnavatela, modze
zamestnavatel’ po prerokovani so zadstupcami zamestnancov zamestnancovi docasne,
najdlhsie na jeden mesiac, prerusit’ jeho vykon prace. Zamestnancovi po dobu do¢asného
prerusenia vykonu prace patri nahrada mzdy najmenej v sume 60 % jeho priemerného
zarobku; ak sa zdvazné porusenie pracovnej discipliny nepreukézalo, zamestnancovi patri
doplatok do vysky jeho priemerného zarobku.

§ 142
PrekaZzKky na strane zamestnavatel’a

(1) Ak zamestnanec nemoéze vykondvat' pracu pre prechodny nedostatok spdsobeny
poruchou na strojovom zariadeni, v dodavke surovin alebo pohonnej sily, chybnymi
pracovnymi podkladmi alebo inymi podobnymi prevadzkovymi pri¢inami (prestoj) a
nebol po dohode preradeny na in0 pracu, patri mu nahrada mzdy v sume jeho
priemerného zarobku.

(2) Ak zamestnanec nemohol vykonavat’ pracu pre nepriaznivé poveternostné vplyvy,
poskytne mu zamestnavatel’ ndhradu mzdy najmenej 50% jeho priemerného zarobku.

(3) Ak nemohol zamestnanec vykonavat pracu pre iné prekazky na strane
zamestnavatel'a, ako st uvedené v odsekoch 1 a 2, zamestnavatel’ mu poskytne nahradu
mzdy v sume jeho priemerného zarobku.

(4) Ak zamestnavatel vymedzil v pisomnej dohode so zastupcami zamestnancov véazne
prevadzkové dovody, pre ktoré zamestnavatel nemoze zamestnancovi pridelovat’ préacu,
ide o prekazku v praci na strane zamestnavatel'a, pri ktorej patri zamestnancovi ndhrada
mzdy v sume urcenej dohodou najmenej 60% jeho priemerného zarobku. Dohodu podla
prvej vety nemozno nahradit’ rozhodnutim zamestnavatela.

(5) Ak zamestnanec nemdze vykonévat’ pracu z vaznych prevadzkovych dovodov, moze
zamestnavatel' postupovat’ podla § 87a; ustanovenie § 90 ods. 9 sa v tomto pripade
nemusi uplatnit’.

§ 143
Prekazky v praci pri pruZnom pracovnom ¢ase

(1) Prekdzky v praci na strane zamestnanca sa pri uplatneni pruzného pracovného casu
posudzuju ako vykon prace s nahradou mzdy len v rozsahu, v ktorom zasiahli do
zakladného pracovného Casu. V rozsahu, v ktorom zasiahli do voliteI'ného pracovného
Casu, sa posudzuji ako ospravedlnené prekdzky v préci, nie vSak ako vykon prace a
neposkytuje sa za ne nahrada mzdy.
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(2) Ak tento zakon alebo kolektivna zmluva pri prekazkach v préci na strane zamestnanca
ustanovi presna dizku nevyhnutne potrebného &asu, za ktory zamestnancovi patri
pracovné volno, posudzuje sa ako vykon prace cely tento ¢as; za jeden defl sa pritom
povazuje ¢as zodpovedajiici priemernej dizke pracovnej zmeny vyplyvajuci z uréeného
tyzdenného pracovného ¢asu zamestnanca.

(3) Prekazky v praci na strane zamestnavatel'a sa posudzuji ako vykon prace najviac v
rozsahu prevadzkoveho ¢asu v uréenom pruznom pracovnom obdobi.

(4) Ak zamestnanec neodpracoval pre ospravedlnené prekazky v praci uvedené v odseku
1 druhej vete cely prevadzkovy ¢as urc¢eného pruzného pracovného obdobia, pretoze mu
v tom branila prekdzka v praci na jeho strane, je povinny bez zbytocného odkladu po jej
odpadnuti tito neodpracovanu Cast’ pracovného ¢asu odpracovat’ v pracovnych dnoch, ak
sa so zamestndvatelom nedohodol inak. Odpracovanie je mozné len vo volitelnom
pracovnom case, ak sa nedohodla ina doba, a odpracovanie nie je pracou nadcas.

8 144
Spolo¢né ustanovenie o prekazkach v praci

(1) Ak je prekazka v praci zamestnancovi vopred zndma, je povinny véas poziadat
zamestnavatela o poskytnutie pracovného volna. Inak je zamestnanec povinny
upovedomit’ zamestnavatela o prekazke v praci a o jej predpokladanom trvani bez
zbyto¢ného odkladu.

(2) Prekazku v praci a jej trvanie je zamestnanec povinny zamestnavatel'ovi preukazat’.
Prislu$né zariadenie je povinné potvrdit’ mu doklad o existencii prekazky v praci a o jej
trvani.

(3) Ak ma zamestnanec narok na pracovné volno bez ndhrady mzdy, zamestnavatel je
povinny mu umoznit' odpracovanie zamesSkaného casu, ak tomu nebrania vazne
prevadzkove dovody.

§ 144a
Vykon préace

(1) Ako vykon préce sa posudzuje aj doba,

a) ked’ zamestnanec nepracuje pre prekazky v praci, ak tento zakon neustanovuje inak,

b) pracovného vol'na, ktoré si zamestnanec odpracuje neskor,

¢) nahradného volna za pracu nadcas, za pracu vo Sviatok, za cas neaktivnej casti
pracovnej pohotovosti na pracovisku alebo nahradného vol'na poskytnutého podla § 96b,
d) prekazky v praci z dévodu nepriaznivych poveternostnych vplyvov,

e) dovolenky,

f) pocas ktorej zamestnanec nepracuje preto, ze je Sviatok, za ktory mu patri ndhrada
mzdy alebo za ktory sa mu jeho mesa¢na mzda nekrati,

g) ktora mladistvy zamestnanec stravi pri odbornej priprave v ramci systému teoretickej
alebo praktickej pripravy.

(2) Ako vykon préce sa neposudzuje doba

a) vykonu prace, za ktory sa vopred poskytlo pracovné volno,
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b) prace nadcas, neaktivnej Casti pracovnej pohotovosti na pracovisku, ak sa za fu
poskytne nahradne volno,

c) pocas ktorej si zamestnanec odpracuva prekazku v préaci z dovodu nepriaznivych
poveternostnych vplyvov,

d) pracovného vol'na poskytnutého na ziadost’ zamestnanca podl'a § 141 ods. 3 pism. c),
e) vykonu mimoriadnej sluzby v obdobi krizovej situdcie alebo alternativnej sluzby v
Case vojny a vojnového stavu,

f) neospravedlneného zameskania pracovnej zmeny alebo jej Casti,

g) na ktor zamestnavatel’ uvol'ni zamestnanca dlhodobo na vykon verejnej funkcie alebo
odborovej funkcie podl'a § 136 ods. 2.

(3) Ako vykon prace sa na ucely dovolenky okrem dob podl'a odseku 2 neposudzuje ani
doba

a) doCasnej pracovnej neschopnosti zamestnanca pre chorobu alebo traz okrem docasne;j
pracovnej neschopnosti zamestnanca vzniknutej v dosledku pracovného Urazu alebo
choroby z povolania, za ktoré zamestnavatel’ zodpoveda,

b) rodicovskej dovolenky podla § 166 ods. 2,

c) nariadenej karantény (karanténneho opatrenia),

d) oSetrovania chorého ¢lena rodiny,

e) starostlivosti o dieta mladsie ako desat’ rokov, ktoré neméze byt z vaznych dévodov v
starostlivosti detského vychovného zariadenia alebo $koly, v ktorych starostlivosti dieta
inak je, alebo ak osoba, ktora sa inak stara o dieta, ochorela alebo sa jej nariadila
karanténa (karanténne opatrenie), pripadne sa podrobila vySetreniu alebo oSetreniu v
zdravotnickom zariadeni, ktoré nebolo mozné zabezpecit mimo pracovného Casu
Zamestnanca.

(4) Na zistenie, ¢i su splnené podmienky vzniku naroku na dovolenku, sa posudzuje
zamestnanec, ktory je zamestnany po uréeny tyzdenny pracovny cas, akoby Vv
kalendarnom tyzdni pracoval pat’ pracovnych dni, aj ked” jeho pracovny ¢as nie je
rozvrhnuty na vSetky pracovné dni v tyzdni. To plati aj na zistenie po¢tu dni na ucely
kréatenia dovolenky okrem neospravedInenej nepritomnosti v praci.

(5) Odseky 1 az 3 sa neuplatnia pri posudzovani naroku na mzdu (odmenu) za vykonanu
pracu.

(6) O tom, ¢i ide o neospravedlnené zameSkanie prace, rozhoduje zamestnavatel’ po
prerokovani so zastupcami zamestnancov.

8 145
Nahrady vydavkov poskytované zamestnancom v suvislosti s vykonom prace

(1) Zamestnavatel' poskytuje zamestnancovi za podmienok ustanovenych osobitnym
predpisom cestovné ndhrady, ndhrady st'ahovacich vydavkov a inych vydavkov, ktoré mu
vzniknd pri plneni pracovnych povinnosti.

(2) Za podmienok dohodnutych v kolektivnej zmluve alebo v pracovnej zmluve
poskytuje zamestnavatel zamestnancovi ndhrady za pouzivanie vlastného ndradia,
vlastného zariadenia a vlastnych predmetov potrebnych na vykon préce, ak ich vyuziva s
jeho suhlasom.
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SIESTA CAST
OCHRANA PRACE

Ochrana préace
8 146
(1) Ochrana prace je systém opatreni vyplyvajucich z pravnych predpisov, organiza¢nych
opatreni, technickych opatreni, zdravotnickych opatreni a socidlnych opatreni
zameranych na utvaranie pracovnych podmienok zaistujicich bezpecnost' a ochranu
zdravia pri préaci, zachovanie zdravia a pracovnej schopnosti zamestnanca. Ochrana prace
je neoddelite'nou sucast'ou pracovnopravnych vztahov.
(2) Starostlivost o bezpecnost a zdravie zamestnancov pri praci a o zlepSovanie
pracovnych podmienok ako zakladnych stcasti ochrany prace je rovnocennou a
neoddelitelnou sucastou planovania a plnenia pracovnych uloh. Bezpecnost' a ochrana
zdravia pri praci je stav pracovnych podmienok, ktoré vylucuju alebo minimalizuji
posobenie nebezpeénych a Skodlivych ¢initefov pracovného procesu a pracovného
prostredia na zdravie zamestnancov.
(3) Zamestnavatel’, zamestnanci a zastupcovia zamestnancov pre bezpecnost’ a ochranu
zdravia pri praci a odborova organizacia navzajom spolupracuju pri planovani a
vykonavani opatreni v oblasti ochrany prace.
(4) Znalost pravnych predpisov a ostatnych predpisov na zaistenie bezpecnosti a ochrany
zdravia pri praci je neoddelitenou a trvalou sucast'ou kvalifikacnych predpokladov. Pri
hodnoteni pracovnych vysledkov treba prihliadat’ na dodrziavanie pravnych predpisov a
ostatnych predpisov na zaistenie bezpecnosti a ochrany zdravia pri praci.
(5) Odbornym zamestnancom poverenym plnenim uloh pri zaistovani bezpecnosti a
ochrany zdravia pri praci, zastupcom zamestnancov pre bezpecnost’ a ochranu zdravia pri
préaci a zamestnancom nesmie vzniknit’ ujma za plnenie tloh pri zaist'ovani bezpecnosti a
ochrany zdravia pri préci.
8§ 147
Povinnosti zamestnavatel’a

(1) Zamestnavatel’ je v rozsahu svojej posobnosti povinny sustavne zaistovat’ bezpecnost’
a ochranu zdravia zamestnancov pri praci a na ten ucel vykonavat potrebné opatrenia
vratane zabezpeCovania prevencie, potrebnych prostriedkov a vhodného systému na
riadenie ochrany prace. Zamestnavatel’ je povinny zlepSovat’ Groven ochrany prace vo
vSetkych ¢innostiach a prispdsobovat troveil ochrany prace meniacim sa skutocnostiam.
(2) Dalsie povinnosti zamestnavatela v oblasti bezpe¢nosti a ochrany zdravia pri praci
upravuje osobitny zakon.
8§ 148
Prava a povinnosti zamestnancov

(1) Zamestnanci majii pravo na zaistenie bezpe¢nosti a ochrany zdravia pri praci, na
informacie o nebezpecenstvach vyplyvajucich z pracovného procesu a pracovného
prostredia a o opatreniach na ochranu pred ich u¢inkami. Zamestnanci su povinni pri
praci dbat’ o svoju bezpecnost’ a zdravie a o bezpecnost’ a zdravie osdb, ktorych sa ich
¢innost’ tyka.
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(2) Dalsie prava a povinnosti zamestnancov v oblasti bezpe¢nosti a ochrany zdravia pri
praci upravuje osobitny zakon.
8 149
Kontrola odborovym organom

(1) U zamestnavatel'a, u ktorého pdsobi odborova organizacia, ma odborovy organ pravo
vykonavat kontrolu nad stavom bezpecnosti a ochrany zdravia pri praci. Pritom ma pravo
najma
a) kontrolovat’, ako zamestnavatel’ plni svoje povinnosti v starostlivosti o bezpecnost’ a
ochranu zdravia pri praci a ¢i ststavne utvara podmienky bezpecnej a zdravotne
neskodnej prace, pravidelne preverovat’ pracovisko a zariadenie zamestnavatela pre
zamestnancov a kontrolovat hospodarenie zamestnavatela s osobnymi ochrannymi
pracovnymi prostriedkami,
b) kontrolovat, ¢i zamestnavatel riadne vySetruje priiny pracovnych urazov,
zucCastiiovat’ sa na zistovani pri¢in pracovnych turazov a chordb z povolania, pripadne ich
sam vySetrovat,,
¢) pozadovat od zamestnavatel'a odstranenie nedostatkov v prevadzke, na strojoch a
zariadeniach alebo pri pracovnych postupoch a preruSenie prace v pripade
bezprostredného a vazneho ohrozenia Zivota alebo zdravia zamestnancov a ostatnych
osOb zdrziavajicich sa v priestoroch alebo na pracovisku zamestnavatela s jeho
vedomim,
d) upozornit’ zamestnavatela na pracu nadfas a no¢nu pracu, ktord by ohrozovala
bezpecnost’ a ochranu zdravia zamestnancov,
e) zacastiovat’ sa na rokovaniach o otdzkach bezpe€nosti a ochrany zdravia pri praci.
(2) O nedostatkoch podla odseku 1 pism. c¢) je odborovy orgdn povinny vypracovat’
protokol. Protokol obsahuje oznacenie odborového organu, ktory kontrolu vykonal,
datum a ¢as vykonania kontroly a nedostatky zisten¢ kontrolou v prevadzke, na strojoch a
zariadeniach alebo pri pracovnych postupoch, ktoré odborovy organ pozaduje odstranit’.
V pripade bezprostredného a vazneho ohrozenia Zivota alebo zdravia protokol obsahuje
aj poziadavku na prerusSenie prace s oznacenim prace a Casu, odkedy sa poZaduje praca
prerusit’. Sucast'ou protokolu je vyjadrenie zamestnavatela k zistenym nedostatkom.
(3) O poziadavke na prerusenie prace podl'a odseku 1 pism. c) je odborovy organ povinny
bez zbytotného odkladu upovedomit’ prislusny organ inSpekcie prace alebo prislusny
organ Statnej banskej spravy. Poziadavka na prerusenie prace odborového organu trva az
do odstranenia nedostatkov zamestnavatelom, inak do skoncenia jej preskiimania
prislusnym organom inSpekcie prace alebo prisluSnym orgdnom $tatnej banskej spravy.
(4) V druzstve, kde je stcastou Clenstva aj pracovnopravny vztah Clena k druzstvu,
zabezpecuje vykon kontroly nad stavom bezpecnosti a ochrany zdravia pri praci podla
odsekov 1 a 3 vo vztahu k tymto ¢lenom druZstva osobitny organ druzstva voleny
¢lenskou schodzou.
(5) Néklady vzniknuté vykonanim kontroly nad stavom bezpecnosti a ochrany zdravia pri
praci uhradza $tat.
§ 150
InSpekcia prace

(1) InSpekcia prace sa vykondva podla osobitné¢ho zakona.
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(2) Zamestnanci, ktori su poSkodeni porusenim povinnosti vyplyvajicich z
pracovnopravnych vztahov, ako aj zastupcovia zamestnancov, ktori si v pracovnom
pomere u zamestnavatel'a, u ktorého kontrolnou ¢innostou podla § 239 zistili poruSenie
pracovnopravnych predpisov, mézu podat’ podnet na prisluSnom organe inSpekcie prace.

) SIEDMA CAST
SOCIALNA POLITIKA ZAMESTNAVATELA

§151
Pracovné podmienky a Zivotné podmienky zamestnancov

(1) Na zlepSovanie kultury prace a pracovného prostredia zamestnavatel' utvara
primerané pracovné podmienky a stard sa o vzhlad a upravu pracovisk, socidlnych
zariadeni a zariadeni na osobnu hygienu.

(2) Zamestnavatel’ zriad'uje, udrziava a zvysuje troven socialneho zariadenia, zariadenia
na osobnu hygienu a podla osobitnych predpisov aj zdravotnicke zariadenia pre
Zamestnancov.

(3) Zamestnavatel' je povinny zaistit' bezpe¢ni uschovu najméd zvrSkov a osobnych
predmetov, ktoré zamestnanci obvykle nosia do zamestnania, ako aj obvyklych
dopravnych prostriedkov, ak ich zamestnanci pouzivaju na cestu do zamestnania a spét’ s
vynimkou motorovych vozidiel. Zamestnavatel moéze po dohode so zastupcami
zamestnancov vymedzit podmienky, za ktorych bude zodpovedat’ aj za tuschovu
motorovych vozidiel. Tuto povinnost’ ma aj voc¢i vSetkym ostatnym osobam, ak st pre
neho ¢inné na jeho pracoviskéach.

§ 152
Stravovanie zamestnancov

(1) Zamestnavatel je povinny zabezpecovat' zamestnancom vo vSetkych zmendch
stravovanie zodpovedajlce zasadam spravnej vyzivy priamo na pracoviskach alebo v ich
blizkosti. Tito povinnost nema vo€i zamestnancom vyslanym na pracovnu cestu, s
vynimkou zamestnancov vyslanych na pracovnu cestu, ktori na svojom pravidelnom
pracovisku odpracovali viac ako Styri hodiny. Povinnost’ zamestnavatel'a ustanovena v
prvej vete sa nevztahuje na zamestnancov pri vykone prace vo verejnom zaujme v
zahranici.

(2) Zamestnavatel’ zabezpecuje stravovanie podla odseku 1 najmé poskytovanim jedného
teplého hlavného jedla vratane vhodného nédpoja zamestnancovi v priebehu pracovnej
zmeny vo vlastnom stravovacom zariadeni, v stravovacom zariadeni iného
zamestnavatel'a alebo zabezpeci stravovanie pre svojich zamestnancov prostrednictvom
pravnickej osoby alebo fyzickej osoby, ktora ma opravnenie sprostredkovat’ stravovacie
sluzby, ak ich sprostredkuje u pravnickej osoby alebo fyzickej osoby, ktora ma
opravnenie poskytovat’ stravovacie sluzby. Narok na poskytnutie stravy ma zamestnanec,
ktory v ramci pracovnej zmeny vykonava pracu viac ako Styri hodiny. Ak pracovna
zmena trva viac ako 11 hodin, zamestnavatel moze zabezpecit' poskytnutie d’alSieho
teplého hlavného jedla.
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(3) Zamestnavatel’ prispieva na stravovanie podl'a odseku 2 v sume najmenej 55% ceny
jedla, najviac v8ak na kazdé jedlo do sumy 55% stravného poskytovaného pri pracovnej
ceste v trvani 5 az 12 hodin podla osobitného predpisu. Okrem toho zamestnavatel
poskytuje prispevok podl'a osobitného predpisu.

(4) Pri zabezpecovani stravovania zamestnancov prostrednictvom pravnickej osoby alebo
fyzickej osoby, ktora ma opravnenie sprostredkovat’ stravovacie sluzby, sa cenou jedla
rozumie hodnota stravovacej poukazky. Hodnota stravovacej poukazky musi
predstavovat’ najmenej 75% stravného poskytovaného pri pracovnej ceste v trvani 5 az 12
hodin podl'a osobitného predpisu.

(5) Pri zabezpecCovani stravovania zamestnancov prostrednictvom pravnickej osoby alebo
fyzickej osoby, ktord ma opravnenie sprostredkovat’ stravovacie sluzby prostrednictvom
stravovacich poukazok, je vySka poplatku za sprostredkované stravovacie sluzby
maximalne 3 % z hodnoty sumy uvedenej na stravovacej poukazke.

(6) Zamestnavatel' poskytne zamestnancovi finanény prispevok v sume uvedenej v
odseku 3, len ak povinnost zamestnavatela zabezpeCit zamestnancom stravovanie
vylucuju podmienky vykonu prace na pracovisku alebo ak zamestnavatel nemodze
zabezpecit’ stravovanie podla odseku 2, alebo ak zamestnanec na zadklade lekarskeho
potvrdenia od Specializovaného lekara zo zdravotnych dovodov nemoze vyuzit' ziadny zo
spdsobov stravovania zamestnancov zabezpecenych zamestnavatel'om.

(7) Zamestnavatel' poskytne finanény prispevok na stravovanie podla odseku 6 aj
zamestnancovi pri vykone domadackej prace alebo teleprace, ak mu nezabezpeci
stravovanie podl'a odseku 2 alebo ak by stravovanie podl'a odseku 2 bolo v rozpore s
povahou vykonavanej domackej prace alebo teleprace.

(8) Zamestnavatel’ moze po prerokovani so zastupcami zamestnancov

a) upravit podmienky, za ktorych bude zamestnancom poskytovat’ stravovanie pocas
dovolenky, prekazok v préci, alebo inej ospravedlnenej nepritomnosti zamestnanca v
praci,

b) umoznit’ stravovat’ sa zamestnancom, ktori pracuju mimo ramca rozvrhu pracovnych
zmien za rovnakych podmienok ako ostatnym zamestnancom,

c) rozsirit’ okruh fyzickych osob, ktorym zabezpeci stravovanie, a ktorym bude prispievat’
na stravovanie podl'a odseku 3.

Vzdelavanie zamestnancov
8§ 153

Zamestnavatel’ sa stard o prehlbovanie kvalifikdcie zamestnancov alebo o jej zvySovanie.
Zamestnavatel prerokuje so zastupcami zamestnancov opatrenia zamerané na
starostlivost’ o kvalifikaciu zamestnancov, jej prehlbovanie a zvySovanie.

8§ 154
(1) Zamestnancovi, ktory vstupuje do pracovného pomeru bez kvalifikacie, zabezpecuje

zamestnavatel’ ziskanie kvalifikacie zaskolenim alebo zauc¢enim. Po skonceni zaSkolenia
alebo zaucenia vyda o tom zamestnavatel’ zamestnancovi potvrdenie.
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(2) Zamestnavatel’ je povinny rekvalifikovat zamestnanca, ktory prechadza na nové
pracovisko alebo na novy druh prace, alebo na spbésob prace, ak je to nevyhnutné najmé
pri zmenach v organizécii prace alebo pri inych racionaliza¢nych opatreniach.

(3) Zamestnanec je povinny sUstavne si prehlbovat’ kvalifikaciu na vykon prace
dohodnutej v pracovnej zmluve. Prehlbovanie kvalifikacie je aj jej udrziavanie a
obnovovanie. Zamestnavatel’ je opravneny ulozit’ zamestnancovi zucastnit’ sa na d’alSom
vzdelavani s cielom prehibit’ si kvalifikiciu. Ugast’ na vzdelavani je vykonom prace, za
ktory patri zamestnancovi mzda.

8 155

(1) Zamestnavatel’ méze so zamestnancom uzatvorit’ dohodu, ktorou sa zamestnavatel’
zavizuje umoznit’ zamestnancovi zvysenie kvalifikacie poskytovanim pracovného volna,
nahrady mzdy a uhrady dalSich nakladov spojenych so §tidiom, a zamestnanec sa
zavidzuje zotrvat’ po skonceni S$tidia u zamestnévatel’a urCity €as v pracovnom pomere
alebo mu uhradit’ néklady spojené so Stadiom, a to aj vtedy, ked’ zamestnanec skonci
pracovny pomer pred skonéenim §tidia. Dohoda sa musi uzatvorit pisomne, inak je
neplatna.

(2) Dohoda podl'a odseku 1 musi obsahovat’

a) druh kvalifikacie a sposob jej zvySenia,

b) Studijny odbor a oznacenie §koly,

c) dobu, po ktorti sa zamestnanec zavézuje zotrvat u zamestnavatela v pracovnom
pomere,

d) druhy nakladov a ich celkovi sumu, ktort bude zamestnanec povinny uhradit
zamestnavatel'ovi, ak nesplni svoj zavédzok zotrvat u neho v pracovnom pomere pocas
dohodnutej doby.

(3) Celkovéa dohodnuté doba zotrvania v pracovnom pomere nesmie prekrocit’ pat’ rokov.
Ak zamestnanec splni svoj zavdzok iba scasti, povinnost’ nahradit’ ndklady sa pomerne
Znizi.

(4) Do doby zotrvania v pracovnom pomere sa nezapocitava cas

a) vykonu mimoriadnej sluzby v obdobi krizovej situacie alebo alternativnej sluzby v
Case vojny a vVojnoveho stavu,

b) materskej dovolenky a rodicovskej dovolenky podl'a § 166,

(5) Zamestnavatel moze so zamestnancom uzatvorit dohodu podla odseku 2 aj pri
prehlbovani kvalifikécie, ak predpokladané naklady dosahuja aspont 1700 eur. V tychto
pripadoch nemozno zamestnancovi uloZit’ povinnost’ prehlbovat’ si kvalifikéaciu.

(6) Povinnost’ zamestnanca na uhradu ndkladov nevznika, najmé ak

a) zamestnavatel' v priebehu zvySovania kvalifikicie zastavil poskytovanie pracovného
volna a nahrady mzdy, pretoZze sa zamestnanec bez svojho zavinenia stal dlhodobo
nespdsobily na vykon prace, pre ktoru si zvySoval kvalifikaciu,

b) pracovny pomer sa skoncil vypoved'ou danou zamestnavatelom z dévodov uvedenych
v § 63 ods. 1 pism. a) a b) alebo dohodou z tych istych dévodov,

c) zamestnanec nemdze vykonavat podla lekdrskeho posudku pracu, pre ktort si
zvySoval kvalifikaciu, pripadne stratil dlhodobo spdsobilost’ vykonavat’ d’alej doterajSiu
pracu z dévodov uvedenych v § 63 ods. 1 pism. ¢),

d) zamestnavatel' nevyuzival v poslednych 12 mesiacoch pocas najmenej Siestich
mesiacov kvalifikéciu, ktoru si zamestnanec zvysil,
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e) zamestnavatel’ porusil ustanovenia tohto zdkona vo vztahu k zamestnancovi, ktory
vykonava zdravotnicke povolanie podl'a osobitného predpisu, a toto poruSenie bolo
zistené prislusnym inSpektoratom prace a pravoplatne o nom rozhodol sud.

Zabezpecenie zamestnanca pri do¢asnej pracovnej neschopnosti, v starobe a
zamestnavanie po navrate do prace
8 156

Zabezpecenie zamestnanca pri doCasnej pracovnej neschopnosti pre chorobu, uraz, pri
tehotenstve, materstve a rodiCovstve, zabezpeCenie zamestnanca v starobe, pri invalidite,
zabezpecenie pozostalych pri umrti zamestnanca a preventivnu a lieCebnu starostlivost’
upravuju osobitné predpisy.

8 157

(1) Ak sa zamestnankyia vrati do prace po skonceni materskej dovolenky alebo ak sa
zamestnanec vrati do prace po skonceni rodicovskej dovolenky podla § 166 ods. 1,
zamestnavatel’ je povinny zaradit’ ich na povodnu pracu a pracovisko. Ak zaradenie na
povodnu pracu a pracovisko nie je mozné, zamestnavatel je povinny zaradit’ ich na ina
pracu zodpovedajucu pracovnej zmluve. Zamestnavatel je povinny zaradit
zamestnankynu a zamestnanca za podmienok, ktoré pre nich nebudti menej priaznivé ako
podmienky, ktoré mali v Case, ked’ nastpili na materski dovolenku alebo rodicovsku
dovolenku podl'a § 166 ods. 1, a zamestnankyna a zamestnanec maju pravo na prospech z
kazdého zlepSenia pracovnych podmienok, na ktoré by mali pravo, ak by nenastipili na
matersku dovolenku alebo rodi¢ovsku dovolenku podla § 166 ods. 1.

(2) Ak sa zamestnankyna alebo zamestnanec vrati do prace po skoneni rodiCovskej
dovolenky podl'a § 166 ods. 2, zamestnavatel’ je povinny zaradit’ ich na pdvodnt pracu a
pracovisko. Ak zaradenie na pdvodntl pracu a pracovisko nie je mozné, zamestnavatel je
povinny zaradit’ ich na inu pracu zodpovedajicu pracovnej zmluve. Zamestnankyna a
zamestnanec maju pravo po skonceni rodicovskej dovolenky podla § 166 ods. 2 na
zachovanie vSetkych prav, ktoré mali alebo ktoré im vznikali v Case nastupu na tato
rodicovskl dovolenku v pdvodnom rozsahu; tieto prava sa uplatnia vratane zmien, ktoré
vyplyvaju z pravnych predpisov, kolektivnej zmluvy alebo z obvyklych postupov u
zamestnavatela.

(3) Ak sa zamestnanec vrati do prace po skonceni vykonu verejnej funkcie alebo ¢innosti
pre odborovu organizaciu, po Skoleni, po skonceni mimoriadnej sluzby alebo
alternativnej sluzby alebo ak sa zamestnanec vrati do prace po skonceni docasnej
pracovnej neschopnosti alebo karantény (karanténneho opatrenia), zamestnavatel je
povinny zaradit’ ho na pdévodnt pracu a pracovisko. Ak zaradenie na povodnu pracu
a pracovisko nie je mozné, zamestnavatel je povinny zaradit ho na inG préacu
zodpovedajucu pracovnej zmluve.
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Zamestnanec so zdravotnym postihnutim
§ 158

(1) Zamestnavatel’ je povinny zamestnavat zamestnanca so zdravotnym postihnutim na
vhodnych pracovnych miestach a umoznovat mu vycvikom alebo Studiom ziskanie
potrebnej kvalifikacie, ako aj starat’ sa o jej zvySovanie. Dalej je zamestnavatel’ povinny
utvarat’ podmienky, aby zamestnanec mal moznost’ pracovného uplatnenia, a zlepSovat
vybavenie pracovisk, aby mohol dosahovat’, ak je to mozné, rovnaké pracovné vysledky
ako ostatni zamestnanci a aby mu bola praca ¢o najviac ul’ahcena.

(2) Pre zamestnanca so zdravotnym postihnutim, ktorého nemozno zamestnat za
obvyklych pracovnych podmienok, méze zamestnavatel’ zriadit' chranenti dielnu alebo
chranené pracovisko.

(3) Povinnosti zamestnavatel'a suvisiace so zamestnavanim zamestnanca so zdravotnym
postihnutim uvedené v odsekoch 1 a 2 podrobnej$ie upravuju osobitné predpisy.

§ 159

(1) Zamestnavatel’ umozni zamestnancovi so zdravotnym postihnutim teoreticka pripravu
alebo prakticka pripravu (rekvalifikaciu) s cielom zachovat, zvysit, rozsirit alebo
zmenit doterajS$iu kvalifikdciu alebo ju prispdsobit’ technickému rozvoju na udrzanie
zamestnanca v pracovnom pomere.

(2) Rekvalifikécia, ktoru vykondva zamestnavatel v zaujme dalSieho pracovného
uplatnenia zamestnanca so zdravotnym postihnutim, sa uskuto¢iiuje na zéklade pisomne;j
dohody uzatvorenej medzi zamestnavatel'om a zamestnancom.

(3) Rekvalifikéacia zamestnanca so zdravotnym postihnutim sa uskuto¢fiuje v pracovnom
Case a je prekazkou v praci na strane zamestnanca. Za tento €as patri zamestnancovi
nahrada mzdy vo vysSke jeho priemerného zarobku. Mimo pracovného casu sa
rekvalifikdcia uskutocniuje, len ak je to nevyhnutné vzhladom na spdsob jej
zabezpecenia.

(4) Zamestnavatel' prerokuje so zastupcami zamestnancov opatrenia na utvaranie
podmienok na zamestnavanie zamestnancov so zdravotnym postihnutim a z&sadné otazky
starostlivosti o tychto zamestnancov.

Pracovné podmienky Zien a muZov starajicich sa o deti
§ 160

Zamestnavatel je povinny zriad'ovat, udrziavat’ a zvySovat’ uroveil socidlneho zariadenia
a zariadenia na osobnu hygienu pre Zeny.
§161

(1) Tehotné zeny, matky do konca deviateho mesiaca po porode a dojéiace zeny nesmu
byt zamestndvané pracami, ktoré st pre ne fyzicky neprimerané alebo Skodia ich
organizmu. Zoznamy prac a pracovisk, ktoré su zakdzané tehotnym zenam, matkam do
konca deviateho mesiaca po porode a doj¢iacim zenam, ustanovi nariadenie vlady
Slovenskej republiky (d’alej len "nariadenie vlady").
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(2) Tehotna zena nesmie byt zamestnavana ani pracami, ktoré podla lekarskeho posudku
ohrozuju jej tehotenstvo zo zdravotnych pri¢in spocivajucich v jej osobe. To plati
rovnako o matke do konca deviateho mesiaca po pérode a doj¢iacej zene.

§ 162

(1) Ak tehotna zena vykonava pracu, ktora je tehotnym Zenam zakazand alebo ktora
podla lekarskeho posudku ohrozuje jej tehotenstvo, je zamestnavatel povinny vykonat’
docasnu tpravu pracovnych podmienok.

(2) Ak uprava pracovnych podmienok podl'a odseku 1 nie je mozna, zamestnavatel’ Zenu
preradi doCasne na pracu, ktoréd je pre itu vhodné a pri ktorej méze dosahovat’ rovnaky
zarobok ako pri doterajSej praci v rdmci pracovnej zmluvy, a ak to nie je mozné, preradi
ju po dohode s nou aj na pracu in¢ho druhu.

(3) Ak dosahuje Zena pri praci, na ktort bola preradend bez svojho zavinenia, nizsi
zarobok ako pri doterajSej praci, poskytuje sa jej na vyrovnanie tohto rozdielu
vyrovnavaci prispevok v tehotenstve a v materstve podl'a osobitného predpisu.

(4) Ak nemozno tehotnu zenu preradit’ na pracovné miesto s dennou pracou alebo na int
vhodnt pracu, zamestnavatel je povinny poskytnut’ jej pracovné volno s ndhradou mzdy.
(5) Ustanovenia odsekov 1 az 4 platia rovnako o matke do konca deviateho mesiaca po
porode a o dojciacej Zene.

§ 163
ZruSeny od 1. 9. 2007

Uprava pracovného &asu
8§ 164

(1) Zamestnavatel’ je povinny prihliadat’ pri zarad’ovani zamestnancov do pracovnych
zmien aj na potreby tehotnych Zien a Zien a muZov starajucich sa o deti.
(2) Ak poziada tehotna zena a zena alebo muz trvale sa starajuci o dieta mladsie ako 15
rokov o krat$i pracovny Cas alebo o int vhodnu Upravu ur¢eného tyzdenného pracovného
Casu, zamestnavatel je povinny ich Ziadosti vyhoviet, ak tomu nebrania vazne
prevadzkove dovody.
(3) Tehotna Zena, Zena alebo muz trvale sa starajuci o dieta mladSie ako tri roky,
osameld zena alebo osamely muz, ktori sa trvale staraju o dieta mladSie ako 15 rokov, sa
mozu zamestnavat pracou nadcas len s ich suhlasom. Pracovna pohotovost’ sa s nimi
moze len dohodnut’.

8 165

Ustanovenie § 164 ods. 2 sa vztahuje aj na zamestnanca, ktory sa osobne stard o blizku
osobu, ktora je prevazne alebo uplne bezvladna a neposkytuje sa jej starostlivost’ v
zariadeni socidlnych sluZieb alebo Ustavna starostlivost’ v zdravotnickom zariadeni.

235



Materska dovolenka a rodifovska dovolenka
8166

(1) V suavislosti s porodom a starostlivostou o narodené dieta patri Zene materska
dovolenka v trvani 34 tyzdiov. Osamelej Zene patri materska dovolenka v trvani 37
tyzdiov a zene, ktord porodila zaroven dve alebo viac deti, patri materska dovolenka
V trvani 43 tyzdnov. V stvislosti so starostlivostou o narodené dieta patri aj muzovi od
narodenia dietata rodi¢ovskd dovolenka v rovnakom rozsahu, ak sa stard o narodené
dieta.

(2) Na prehibenie starostlivosti o dieta je zamestnavatel' povinny poskytnit’ Zene a
muzovi, ktori o to poziadaju, rodi¢ovsku dovolenku az do dna, v ktorom diet’a dovf$i tri
roky veku. Ak ide o dlhodobo nepriaznivy zdravotny stav dietata vyzadujuci osobitnt
starostlivost, je zamestnavatel’ povinny poskytnit’ zene a muzovi, ktori o to poziadaju,
rodi¢ovsku dovolenku az do dia, v ktorom diet’a dovrsi Sest’ rokov veku. Tato dovolenka
sa poskytuje v rozsahu, 0 aky rodi¢ ziada, spravidla vSak najmenej na jeden mesiac.

3) Zena a muz pisomne ozndmia zamestnavatelovi najmenej jeden mesiac vopred
predpokladany deil ndstupu na materski dovolenku a rodicovski dovolenku,
predpokladany deni ich preruSenia, skonfenia a zmeny tykajlice sa nastupu, preruSenia a
skon¢enia materskej dovolenky a rodicovskej dovolenky.

(4) Zamestnavatel’ sa mdze so zamestnancom dohodnut’, Zze rodi¢ovsku dovolenku podl'a
odseku 2 mozno poskytnit’ najdlhsie do dna, v ktorom dieta dovisi pat’ rokov veku, a ak
ide o dieta s dlhodobo nepriaznivym zdravotnym stavom vyzadujucim osobitnt
starostlivost’, najdlhsie do dia, v ktorom dieta dovifSi osem rokov veku, a to najviac v
rozsahu, v ktorom sa tato dovolenka v obdobi podla odseku 2 necerpala.

§ 167

(1) Zena nastupuje materski dovolenku spravidla od za¢iatku §iesteho tyzdiha pred
ocakévanym ditom porodu, najskor vSak od zaciatku 6smeho tyzdna pred tymto ditom.

(2) Ak Zena vycerpa z materskej dovolenky pred porodom menej ako Sest’ tyzdiov,
pretoze porod nastal skor, ako urcil lekar, patri jej materskéd dovolenka odo diia nastupu
az do uplynutia Casu ustanoven¢ho v § 166 ods. 1. Ak Zena vycCerpa z materskej
dovolenky pred porodom menej ako Sest’ tyzdhov z iného ddvodu, poskytne sa jej
materskd dovolenka odo dia poérodu len do uplynutia 28 tyzdiiov; osamelej Zene sa
poskytne materska dovolenka do uplynutia 31 tyzdnov a Zene, ktord porodila zaroven dve
alebo viac deti, sa poskytne materskd dovolenka do uplynutia 37 tyzdiov.

§ 168

(1) Ak dieta zo zdravotnych dovodov prevzal do starostlivosti dojcensky ustav alebo iny
lieCebny ustav a Zena a muz zatial’ nastipi do prace, prerusi sa tymto nastupom materska
dovolenka a rodicovska dovolenka najskor po uplynuti Siestich tyzdnov odo diia porodu.
Jej nevyCerpand Cast’ sa zene a muzovi poskytne odo dia, ked’ prevzal dieta z ustavu
opat’ do svojej starostlivosti a prestal preto pracovat’, nie vSak dlhsie ako do troch rokov
veku dietat’a.
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(2) Zene a muzovi, ktory sa prestal starat’ o narodené dieta a ktorého diet’a bolo z tohto
dévodu umiestnené do starostlivosti nahradzajicej starostlivost’ rodicov, ako aj zene a
muzovi, ktorého dieta je v docasnej starostlivosti detského domova alebo obdobného
ustavu z inych ako zdravotnych dovodov, nepatri materskd dovolenka a rodiCovska
dovolenka za obdobie, pocas ktorého sa o diet’a nestara.

(3) Ak sa diet’a narodilo mftve, patri Zene materska dovolenka po dobu 14 tyzdnov.

(4) Materska dovolenka v suvislosti s porodom nesmie byt kratSia ako 14 tyzdiov a
nemoze sa skoncit’ ani prerusit’ pred uplynutim Siestich tyzdiiov odo diia pérodu.

(5) Ak dieta zomrie v dobe, ked’ je zena na materskej dovolenke alebo Zena a muz na
rodi¢ovskej dovolenke, poskytuje sa im tato dovolenka este pocas dvoch tyzdinov odo dna
umrtia diet'at’a, najdlhsie do dia, ked’ by diet'a dosiahlo jeden rok.

§ 169

(1) Néarok na materski dovolenku a rodiCovski dovolenku ma aj Zzena a muz, ktory
prevzal na zaklade pravoplatného rozhodnutia prisluSného organu dieta do starostlivosti
nahradzajucej starostlivost’ rodi¢ov, ktoré mu bolo zverené rozhodnutim prislusnych
organov na neskorsie osvojenie alebo do pestinskej starostlivosti, alebo diet’a, ktorého
matka zomrela.

(2) Materska dovolenka alebo rodi¢ovska dovolenka podla § 166 ods. 1 sa poskytuje
zene a muzovi odo dia prevzatia dietata v trvani 28 tyzdilov, osamelej Zene
a osamelému muzovi sa poskytuje v trvani 31 tyzdnov a Zene a muzovi, ktory prevzal dve
deti alebo viac deti sa poskytuje v trvani 31 tyzdiov, najdlhsie do dia, v ktorom diet’a
dovisi tri roky veku. Rodi¢ovska dovolenka podla § 166 ods. 2 sa poskytuje v trvani
troch rokov odo dna skoncenia materskej dovolenky alebo rodicovskej dovolenky podla
prvej vety alebo odo dina prevzatia dietata, ktoré dovfsi tri roky veku, najdlhSie do dna,
V ktorom dieta dovi$i Sest’ rokov veku. Ak ide o dieta sdlhodobo nepriaznivym
zdravotnym stavom vyzadujlicim osobitnt starostlivost, rodi¢ovska dovolenka sa
poskytuje v trvani Sest’ rokov odo dina skon¢enia materskej dovolenky alebo rodicovskej
dovolenky podla prvej vety alebo odo dna prevzatia dietata, ktoré dovfsi tri roky,
najdlhsie do dia, v ktorom diet’a dovfsi Sest’ rokov veku.

(3) Zamestnavatel’ sa mdZe so zamestnancom dohodnut, ze ak ide o dieta s dlhodobo
nepriaznivym zdravotnym stavom vyzadujucim osobitnu starostlivost, rodicovsku
dovolenku mozno poskytnit’ najdlhSie do dna, v ktorom dieta dovfsi osem rokov veku,
a to najviac v rozsahu, v ktorom sa tato dovolenka v obdobi podla odseku 2 tretej vety
necerpala.
§ 170
Prestavky na dojcenie

(1) Matke, ktora dojci svoje diet’a, je zamestnavatel’ povinny poskytnut’ okrem prestavok
V praci osobitné prestavky na dojcenie.

(2) Matke, ktord pracuje po urCeny tyzdenny pracovny cas, patria na kazdé dieta do
konca Siesteho mesiaca jeho veku dve polhodinové prestavky na dojcenie a v dalSich
Siestich mesiacoch jedna polhodinova prestdvka na doj¢enie za zmenu. Tieto prestavky
mozno zIucit’ a poskytnit’ na zaciatku alebo na konci pracovnej zmeny. Ak pracuje po
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krat§i pracovny cas, ale asponl polovicu uréené¢ho tyzdenného pracovného Casu, patri jej
len jedna polhodinova prestavka na dojCenie, a to na kazdé dieta do konca Siesteho
mesiaca jeho veku.

(3) Prestavky na dojCenie sa zapocitavaju do pracovného ¢asu zeny a poskytuje sa za ne
néhrada mzdy v sume jej priemerného zarobku.

Pracovné podmienky mladistvych zamestnancov
§171

(1) Zamestnavatel' je povinny utvarat priaznivé podmienky na vSestranny rozvoj
telesnych a duSevnych schopnosti mladistvych zamestnancov aj osobitnou uUpravou ich
pracovnych podmienok. Pri rieSeni dolezitych otdzok tykajicich sa mladistvych
zamestnavatel’ izko spolupracuje so zakonnymi zastupcami mladistvych.

(2) Zamestnavatel' je povinny viest' evidenciu mladistvych zamestnancov, ktorych
zamestnava v pracovnom pomere. Evidencia obsahuje aj datum narodenia mladistvych
Zzamestnancov.

8172

Vypoved dand mladistvému zamestnancovi i okamzité skoncenie pracovného pomeru s
mladistvym zamestnancom zo strany zamestnavatel'a sa musia dat’ na vedomie aj jeho
zakonnému zastupcovi. Ak pracovny pomer skon¢i mladistvy zamestnanec vypovedou,
okamzitym skonfenim pracovného pomeru, v skuSobnej dobe alebo ak sa ma jeho
pracovny pomer skoncit’ dohodou, je zamestndvatel povinny vyZiadat’ si vyjadrenie
zakonného zastupcu.

§173

Zamestnavatel mdze zamestnavat mladistvych zamestnancov len pracami, ktoré su
primerané ich fyzickému a rozumovému rozvoju, neohrozuji ich mravnost’, a poskytuje
im pri praci zvySenu starostlivost’. To isté plati aj pre Skoly a ob¢ianske zdruZenia podl'a
osobitného predpisu, ak v ramci svojej GcCasti na vychove mladeze organizuju préce
mladistvych.

8174
Ziakaz prace nadcas, prace v noci a pracovnej pohotovosti

(1) Zamestnavatel nesmie zamestnadvat’ mladistvych zamestnancov pracou nadcas,
nocnou pracou a nesmie im nariadit’ alebo s nimi dohodnut’ pracovnu pohotovost.
Vynimo¢ne moézu mladistvi zamestnanci star§i ako 16 rokov vykonavat’ no¢na pracu
nepresahujucu jednu hodinu, ak je to potrebné na ich vychovu na povolanie. No¢na praca
mladistvého zamestnanca musi bezprostredne nadvédzovat' na jeho pracu pripadajicu
podl'a rozvrhu pracovnych zmien na denny cas.

(2) Zamestnavatel’ nesmie pouzivat’ taky spdsob odmenovania prace, ktory by viedol pri
zvySovani pracovnych vykonov k ohrozeniu bezpeCnosti a zdravia mladistvych
Zamestnancov.
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(3) Ak zamestnavatel’ nesmie zamestnavat mladistvého zamestnanca pracou, na ktort
ziskal kvalifikaciu, pretoze je jej vykon mladistvym zamestnancom zakazany alebo preto,
ze podla lekarskeho posudku ohrozuje jeho zdravie, zamestnavatel’ je povinny dovtedy,
kym bude mladistvy zamestnanec moct tato pracu vykonavat, poskytnut mu int
primeranu précu zodpovedajticu pokial’ mozno jeho kvalifikacii.

8175
Prace zakazané mladistvym zamestnancom

(1) Mladistvy zamestnanec nesmie byt zamestnavany pracami pod zemou pri tazbe
nerastov alebo pri razeni tunelov a $tdlni.

(2) Mladistvy zamestnanec nesmie byt zamestnavany pracami, ktoré so zretelom na
anatomické, fyziologické a psychické zvlastnosti v tomto veku st pre neho neprimerané,
nebezpecné alebo jeho zdraviu skodlivé.

(3) Zoznamy prac a pracovisk, ktoré st zakdzané mladistvym zamestnancom, ustanovi
nariadenie viady.

(4) Zamestnavatel' nesmie zamestnavat' mladistvych zamestnancov ani pracami, pri
ktorych s vystaveni zvySenému nebezpeCenstvu urazu alebo pri ktorych vykone by
mohli vazne ohrozit’ bezpecnost’ a zdravie spoluzamestnancov alebo inych 0sob.

8176
Lekarska preventivna prehliadka vo vzt'ahu k praci

(1) Zamestnavatel’ je povinny zabezpecit' posudenie zdravotnej spdsobilosti na pracu na
zaklade vysledkov lekarskej preventivnej prehliadky vo vztahu k praci mladistvého
zamestnanca

a) pred preradenim mladistvého zamestnanca na ind préacu,

b) pravidelne, podl'a potreby najmenej raz za rok, ak osobitny predpis neustanovuje inak.
(2) Mladistvy zamestnanec je povinny podrobit’ sa uréenym lekarskym preventivnym
prehliadkam vo vztahu K praci.

(3) Pri ukladani pracovnych dloh mladistvemu zamestnancovi sa zamestnavatel” riadi aj
lekarskymi posudkami.

OSMA CAST
NAHRADA SKODY

Predchadzanie $kodam
8177

(1) Zamestnavatel je povinny svojim zamestnancom zabezpecovat také pracovné
podmienky, aby mohli riadne plnit’ svoje pracovné tlohy bez ohrozenia zZivota, zdravia a
majetku. Ak zisti nedostatky, je povinny urobit’ opatrenia na ich odstranenie.

(2) Na ochranu svojho majetku je zamestnavatel’ opravneny vykonavat' v nevyhnutnom
rozsahu kontrolu veci, ktoré zamestnanci vnaSaju na pracovisko alebo odnédsaju z
pracoviska. PodrobnejSie podmienky ur¢i zamestnavatel' v pracovnom poriadku. Pri
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kontrole sa musia dodrzat’ predpisy o ochrane osobnej slobody a nesmie byt poniZovana
I'udska dostojnost.

§178

(1) Zamestnanec je povinny si pocinat’ tak, aby nedochadzalo k ohrozeniu zivota, zdravia
a poskodeniu majetku alebo k jeho znic¢eniu, ani k bezdévodnému obohateniu.

(2) Ak hrozi skoda, zamestnanec je povinny na fiu upozornit’ vediiceho zamestnanca. Ak
je na odvratenie Skody hroziacej zamestnavatelovi neodkladne potrebny zakrok, je
povinny zakroc€it. Tato povinnost’ nemd, ak mu v tom brania délezité okolnosti alebo ak
by tym vystavil vaZnemu ohrozeniu seba alebo ostatnych zamestnancov, alebo blizke
osoby. Ak zamestnanec zisti, Ze nema utvorené potrebné pracovné podmienky, je
povinny oznamit  to veducemu zamestnancovi.

Vseobecna zodpovednost’ zamestnanca za Skodu
8179

(1) Zamestnanec zodpovedd zamestnavatelovi za Skodu, ktorh mu sposobil zavinenym
poruSenim povinnosti pri plneni pracovnych uloh alebo v priamej suvislosti s nim.
Zamestnavatel' je povinny preukdzat zamestnancovo =zavinenie okrem pripadov
uvedenych v § 182 a 185.
(2) Zamestnanec zodpoveda aj za Skodu, ktorti sposobil imyselnym konanim proti
dobrym mravom.

§ 180

Zamestnanec, ktory je postihnuty duSevnou poruchou, zodpoveda za Skodu nim
sposobenu, len ak je schopny ovladnut’ svoje konanie a posudit’ nasledky svojho konania.
Zamestnanec, ktory sa uvedie vlastnou vinou do takého stavu, Ze nie je schopny ovladnut’
svoje konanie alebo posudit’ ndsledky svojho konania, zodpoveda za Skodu v tomto stave
spdsobend.

§181

(1) Od zamestnanca, ktory vedome neupozornil vedlceho zamestnanca na hroziacu
Skodu alebo nezakrocil proti hroziacej Skode, hoci by sa tym zabranilo bezprostrednému
vzniku Skody, méze zamestnavatel’ pozadovat, aby prispel na tthradu Skody v rozsahu
primeranom okolnostiam pripadu, ak ju nemozno uhradit' inak. Pritom sa prihliadne
najmi na to, ¢o brédnilo splneniu povinnosti. Nahrada Skody nesmie presiahnut sumu
rovnajucu sa Stvorndsobku jeho priemerného mesa¢ného zarobku.

(2) Zamestnanec nezodpoveda za Skodu, ktoru sposobil pri odvracani Skody hroziacej
zamestnavatel'ovi alebo nebezpecenstva priamo ohrozujuceho Zivot alebo zdravie, ak
tento stav sam umyselne nevyvolal a ak si pritom pocinal spdsobom primeranym
okolnostiam.

(3) Zamestnanec nezodpoveda za Skodu, ktora vyplyva z podnikatel'ského rizika.
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Zodpovednost’ zamestnanca za schodok na zverenych hodnotach, ktoré je

zamestnanec povinny vyuctovat’
§182

(1) Ak zamestnanec prevzal na zédklade dohody o hmotnej zodpovednosti zodpovednost’
za zverené hotovosti, ceniny, tovar, zasoby materialu alebo iné hodnoty ur¢ené na obeh
alebo obrat, ktoré je povinny vyuctovat’, zodpoveda za vzniknuty schodok. V dohodéch
sa moze so zamestnancami sucasne dohodnut, ze ak budu pracovat’ na pracovisku s
viacerymi zamestnancami, ktori uzatvorili dohodu o hmotnej zodpovednosti,
zodpovedajt s nimi za schodok spolo¢ne (spolo¢na hmotna zodpovednost).

(2) Dohoda o hmotnej zodpovednosti sa musi uzatvorit’ pisomne, inak je neplatna.

(3) Zamestnanec sa zbavi zodpovednosti celkom alebo scasti, ak preukaze, ze schodok
vznikol celkom alebo scasti bez jeho zavinenia.

(4) Ak nedostatky vznikni v pracovnych podmienkach zamestnancov so spolo¢nou
hmotnou zodpovednostou v stvislosti s tym, ze bol na ich pracovisko zaradeny iny
zamestnanec alebo iny veduci, pripadne zastupca veddceho, alebo s tym, ze niektory zo
zamestnancov od dohody o hmotnej zodpovednosti odstupil, zamestnavatel’ je povinny
nedostatky odstranit’ bez zbyto¢ného odkladu.

§183

(1) Zamestnanec, ktory uzatvoril dohodu o hmotnej zodpovednosti, moze od nej odstupit,
ak sa preraduje na ini pracu, zaraduje na iné pracovisko, prekladd alebo ak
zamestnavatel’ v ¢ase do jedného mesiaca po tom, ¢o dostal jeho pisomné upozornenie,
neodstrani nedostatky v pracovnych podmienkach, ktoré bréania riadnemu hospodéareniu
so zverenymi hodnotami. Pri spolo¢nej hmotnej zodpovednosti méze zamestnanec od
dohody odstupit’, ak je na pracovisko zaradeny iny zamestnanec alebo ustanoveny iny
veduci, pripadne jeho zastupca. Odstipenie sa musi oznamit’ zamestnavatel'ovi pisomne.
(2) Dohoda o hmotnej zodpovednosti zanikd dilom skoncenia pracovného pomeru alebo
dilom odstupenia od tejto dohody.
§184

(1) Inventarizacia sa musi vykonat’ pri uzatvoreni dohody o hmotnej zodpovednosti, pri
jej zaniku, pri preradeni zamestnanca na inu pracu alebo na iné pracovisko, pri jeho
prelozeni a pri skonéeni pracovného pomeru.

(2) Na pracoviskach, kde pracuji zamestnanci so spolo¢nou hmotnou zodpovednostou,
musi sa inventarizacia vykonat pri uzatvoreni dohdd o hmotnej zodpovednosti so
vSetkymi spolo¢ne zodpovednymi zamestnancami

a) pri skonceni vsetkych tychto dohod,

b) pri preradeni na inu pracu alebo prelozeni vSetkych spolo¢ne zodpovednych
Zzamestnancov,

c) pri zmene vo funkcii veduceho alebo jeho zastupcu,

d) na ziadost’ ktoréhokol'vek zo spolo¢ne zodpovednych zamestnancov pri zmene v ich
kolektive,

e) pri odstapeni niektorého z nich od dohody o hmotnej zodpovednosti.
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(3) Ak zamestnanec so spolo¢nou hmotnou zodpovednost'ou, ktorého pracovny pomer sa
skoncil alebo ktory bol preradeny na int1 pracu alebo iné pracovisko, alebo bol prelozeny,
zaroven nepoziada o vykonanie inventarizacie, zodpoveda za pripadny schodok zisteny
najblizSou inventarizaciou na jeho predchadzajucom pracovisku.

(4) Ak zamestnanec, ktory sa zarad’uje na pracovisko, kde pracuju zamestnanci so
spolo¢nou hmotnou zodpovednostou, zaroven nepoziada o vykonanie inventarizacie,
zodpovedd, ak od dohody o hmotnej zodpovednosti neodstlpil, za pripadny schodok
zisteny najbliZSou inventarizaciou.

8 185
Zodpovednost’ zamestnanca za stratu zverenych predmetov

(1) Zamestnanec zodpoveda za stratu nastrojov, ochrannych pracovnych prostriedkov a
inych podobnych predmetov, ktoré mu zamestnavatel' zveril na zdklade pisomného
potvrdenia.

(2) Zamestnanec sa zbavi zodpovednosti uplne alebo scasti, ak sa preukaze, Ze strata
vznikla uplne alebo scasti bez jeho zavinenia.

(3) Zamestnavatel moze po dohode so zédstupcami zamestnancov vymedzit okruh
zamestnancov, s ktorymi méze dohodnuat’ povinnost’, aby si dali poistit’ predmet, ktory im
zamestnavatel’ zveril podl'a odseku 1, pre pripad straty a zni¢enia, a okruh zamestnancov,
ktorym poisti predmet zvereny podla odseku 1 pre pripad straty a znicenia.

Rozsah a sposob nahrady skody
8§ 186

(1) Zamestnanec, ktory zodpoveda za $kodu, je povinny nahradit zamestnavatelovi
skuto¢nu Skodu, a to v peniazoch, ak Skodu neodstrani uvedenim do predchadzajiceho
stavu a ak tto Skodu zamestnavatel’ od zamestnanca pozaduje.
(2) Nahrada Skody sposobena z nedbanlivosti, ktori zamestnavatel pozaduje od
zamestnanca, nesmie u jednotlivého zamestnanca presiahnut sumu rovnajucu sa
Stvornasobku jeho priemerného mesa¢ného zarobku pred porusenim povinnosti, ktorym
sposobil Skodu. Toto obmedzenie neplati, ak ide o osobitni zodpovednost’ zamestnanca
podla § 182 az 185 alebo ak bola Skoda sposobend pod vplyvom alkoholu alebo po poziti
omamnych latok alebo psychotropnych latok.
(3) Ak bola skoda spdsobena tmyselne, moze zamestnavatel' okrem skuto¢nej Skody
pozadovat aj nahradu uslého zisku, ak by jej neuhradenie odporovalo dobrym mravom.

§ 187

(1) Ak Skodu spoOsobil porusenim povinnosti aj zamestnavatel, zamestnanec uhradi
pomernu cast’ $kody podl'a miery svojho zavinenia.

(2) Ak zodpovedd zamestnavatel'ovi za Skodu niekol’ko zamestnancov, kazdy z nich
uhradi pomernt ¢ast’ Skody podl'a miery svojho zavinenia.

§188

Pri urceni Skody na veci sa vychadza z ceny veci v Case vzniku Skody.
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§ 189

(1) Zamestnanec, ktory zodpoveda za schodok alebo za stratu predmetov, je povinny
nahradit’ schodok alebo stratu v plnej sume.
(2) Pri spolo¢nej zodpovednosti za schodok sa jednotlivym zamestnancom urci podiel
nahrady podla pomeru ich priemernych zarobkov, pricom zéarobok ich veduceho a jeho
zastupcu sa zapocitava v dvojnasobnej sume.
(3) Podiel nahrady urceny podla odseku 2 nesmie u jednotlivych zamestnancov s
vynimkou veduceho a jeho zastupcu presiahnut’ sumu rovnajicu sa ich priemernému
mesaénému zarobku pred vznikom Skody. Ak sa takto ur€enymi podielmi neuhradi cela
Skoda, zvySok je povinny uhradit vedici a jeho zastupca podla pomeru svojich
priemernych zarobkov.
(4) Ak sa zisti, Ze schodok alebo jeho Cast’ zavinil niektory zo spolo¢ne zodpovednych
zamestnancov, uhradi schodok tento zamestnanec podl'a miery svojho zavinenia. Zvys$nu
cast’ schodku uhradia vSetci spolocne zodpovedni zamestnanci podielmi uréenymi podla
odsekov 2 a 3.
§190
ZruSeny od 1. 9. 2007

§191

(1) Zamestnavatel moze poZadovat od zamestnanca nahradu Skody, za ktori mu
zamestnanec zodpoveda. Pozadovant ndhradu $kody urci zamestnavatel’.

(2) Zamestnavatel’ prerokuje pozadovanl ndhradu Skody so zamestnancom a ozndmi mu
ju najneskér do jedného mesiaca odo dna, ked sa zistilo, ze Skoda vznikla a Ze za fiu
zamestnanec zodpoveda.

(3) Ak zamestnanec uznd zavdzok nahradit Skodu v urCenej sume a ak s nim
zamestnavatel dohodne spOsob nahrady, je zamestnavatel’ povinny uzatvorit dohodu
pisomne, inak je dohoda neplatna. Osobitna pisomna dohoda nie je potrebna, ak skoda
bola uz uhradena.

(4) Pozadovanu néhradu skody a obsah dohody o sposobe jej tthrady s vynimkou nédhrady
Skody nepresahujucej 50 eur je zamestnavatel’ povinny vopred prerokovat’ so zastupcami
Zzamestnancov.

8192
VSeobecna zodpovednost’ zamestnavatel’a za Skodu

(1) Zamestnavatel zodpoveda zamestnancovi za Skodu, ktora vznikla zamestnancovi
porusenim pravnych povinnosti alebo imyselnym konanim proti dobrym mravom pri
plneni pracovnych Gloh, alebo v priamej savislosti s nim.

(2) Zamestnavatel’ zodpoveda zamestnancovi aj za Skodu, ktor mu sposobili porusenim
pravnych povinnosti v rdmci plnenia uloh zamestnavatel'a zamestnanci konajtci v jeho
mene.
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(3) Zamestnavatel nezodpovedd zamestnancovi za Skodu na motorovom vozidle,
vlastnom naradi, vlastnom zariadeni a vlastnych predmetoch potrebnych na vykon prace,
ktoré pouzil pri plneni pracovnych uloh alebo v priamej suvislosti s nim bez pisomného
sthlasu zamestnavatel’a.
§193
Zodpovednost’ zamestnavatel’a za Skodu na odloZenych veciach

(1) Zamestnavatel’ zodpoveda za Skodu na veciach, ktoré si u neho zamestnanec odlozil
pri plneni pracovnych tloh alebo v priamej stivislosti s nim na mieste na to uréenom, a ak
nie je také miesto urené, potom na mieste, kde sa obvykle odkladaju. Za veci, ktoré sa
do zamestnania obvykle nenosia, zamestnavatel zodpoveda, len ak ich prevzal do
uschovy, inak najviac do sumy 165,97 eura.

(2) Pravo na nahradu Skody zanikne, ak zamestnanec o nej pisomne neupovedomil
zamestnavatel'a bez zbyto¢ného odkladu, najneskér v lehote 15 dni odo dila, ked’ sa o
Skode dozvedel.

§ 194
Zodpovednost’ zamestnavatela pri odvracani Skody

Zamestnanec, ktory pri odvracani Skody hroziacej zamestnavatel'ovi utrpel vecnu $kodu,
ma vo¢i nemu narok na jej ndhradu a na ndhradu ucelne vynalozenych néakladov, ak
nebezpecenstvo sam umyselne nevyvolal a ak si pocinal pritom spdsobom primeranym
okolnostiam. Tento narok mé aj zamestnanec, ktory takto odvracal nebezpecenstvo
hroziace Zivotu alebo zdraviu, ak by za Skodu zodpovedal zamestnavatel. Ak utrpel
Skodu na zdravi, posudzuje sa tato Skoda ako pracovny tUraz.

Zodpovednost’ zamestnavatel’a za Skodu pri pracovnom uraze a pri chorobe z
povolania

§195

(1) Ak u zamestnanca doslo pri plneni pracovnych tloh alebo v priamej suvislosti s nim k
poskodeniu zdravia alebo k jeho smrti irazom (pracovny Uraz), zodpoveda za Skodu tym
vzniknutli zamestnavatel’, u ktorého bol zamestnanec v case pracovného urazu v
pracovnom pomere.

(2) Pracovny uraz je poskodenie zdravia, ktoré bolo zamestnancovi spdsobené pri plneni
pracovnych uloh alebo v priamej suvislosti s nim nezavisle od jeho vole kratkodobym,
nahlym a nésilnym pdsobenim vonkajsich vplyvov.

(3) Pracovny Uraz nie je uraz, ktory zamestnanec utrpel na ceste do zamestnania a spat’.
(4) Za skodu spdsobenu zamestnancovi chorobou z povolania zodpoved4 zamestnavatel,
u ktorého zamestnanec pracoval naposledy pred jej zistenim v pracovnom pomere za
podmienok, z ktorych vznik& choroba z povolania, ktorou bol postihnuty. Choroby z
povolania st choroby uvedené v pravnych predpisoch o socidlnom zabezpeceni (zoznam
chor6b z povolania), ak vznikli za podmienok v nich uvedenych.
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(5) Zamestnavatel' zodpoveda za $kodu, aj ked’ dodrzal povinnosti vyplyvajice z
osobitnych predpisov a ostatnych predpisov na zaistenie bezpecnosti a ochrany zdravia
pri préci, ak sa zodpovednosti nezbavi podla § 196.

§ 196

(1) Zamestnavatel’ sa zbavi zodpovednosti celkom, ak preukaze, ze jedinou pricinou
Skody bola skuto¢nost’, Ze

a) Skoda bola spOsobena tym, ze postihnuty zamestnanec svojim zavinenim porusil
pravne predpisy alebo ostatné predpisy na zaistenie bezpecnosti a ochrany zdravia pri
praci, alebo pokyny na zaistenie bezpecnosti a ochrany zdravia pri praci, hoci s nimi bol
riadne a preukazatel'ne obozndmeny a ich znalost’ a dodrziavanie sa ststavne vyzadovali
a kontrolovali, alebo

b) Skodu si spdsobil postihnuty zamestnanec pod vplyvom alkoholu, omamnych latok
alebo psychotropnych latok a zamestnavatel' nemohol skode zabranit’.

(2) Zamestnavatel’ sa zbavi zodpovednosti scasti, ak preukaze, ze

a) postihnuty zamestnanec poruSil svojim zavinenim pravne predpisy alebo ostatné
predpisy, alebo pokyny na zaistenie bezpecnosti a ochrany zdravia pri praci, hoci s nimi
bol riadne a preukazatel'ne oboznameny, a ze toto porusenie bolo jednou z pricin Skody,
b) jednou z pri¢in Skody bolo, Ze zamestnanec bol pod vplyvom alkoholu, omamnych
latok alebo psychotropnych latok,

c) zamestnancovi vznikla Skoda preto, Ze si pocinal v rozpore s obvyklym spdsobom
spravania sa tak, Ze je zrejmé, ze hoci neporusil pravne predpisy alebo ostatné predpisy,
alebo pokyny na zaistenie bezpecnosti a ochrany zdravia pri praci, alebo osobitné
predpisy, konal I'ahkomysel'ne a musel si pritom byt vzh'adom na svoju kvalifikaciu a
skusenosti vedomy, Ze si mozZe privodit’ ujmu na zdravi.

(3) Ak sa zamestnavatel' zbavi zodpovednosti sCasti, ur¢i sa Cast’ Skody, za ktorl
zodpovedéd zamestnanec, podl'a miery jeho zavinenia. V pripade uvedenom v odseku 2
pism. c¢) sa zamestnancovi uhradi aspoii jedna tretina Skody.

(4) Pri posudzovani, ¢i zamestnanec porusil pravne predpisy alebo ostatné predpisy na
zaistenie bezpecnosti a ochrany zdravia pri praci [odsek 1 pism. a) a odsek 2 pism. a)],
alebo osobitné predpisy, nemozno sa dovolavat len vSeobecnych ustanoveni, podla
ktorych si ma kazdy pocinat’ tak, aby neohrozoval svoje zdravie a zdravie inych.

(5) Za lahkomysel'né konanie podla odseku 2 pism. c) nemozno povazovat beznl
neopatrnost’ a konanie vyplyvajice z rizika prace.

§197
Zamestnavatel’ sa nemoze zbavit' zodpovednosti, ak zamestnanec utrpel pracovny uraz

pri odvracani Skody hroziacej tomuto zamestnavatelovi alebo nebezpecenstva priamo
ohrozujuceho zivot alebo zdravie, ak zamestnanec tento stav sdm imyselne nevyvolal.
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§198

(1) Zamestnanec, ktory utrpel pracovny Uraz alebo u ktorého sa zistila choroba z
povolania, m& narok v rozsahu, v ktorom zamestnavatel zodpovedd za Skodu, na
poskytnutie nahrady za vecnt $kodu; ustanovenie § 192 ods. 3 plati rovnako.

2) Rozsah zodpovednosti podl'a odseku 1 je zamestnavatel povinny prerokovat bez
zbyto¢ného odkladu so zastupcami zamestnancov a so zamestnancom.

8199
ZrusSeny od 1. 1. 2004

§ 200
ZruSeny od 1. 1. 2004

§201
ZruSeny od 1. 1. 2004

§ 202
ZruSeny od 1. 1. 2004

§ 203
ZruSeny od 1. 1. 2004

§ 204
ZruSeny od 1. 1. 2004

§ 205
ZruSeny od 1. 1. 2004

§ 206
ZruSeny od 1. 1. 2004

8 207
Zruseny od 1. 1. 2004

§ 208
ZruSeny od 1. 1. 2004

8 209
Zruseny od 1. 1. 2004
8210
Zruseny od 1. 1. 2004

§211
Zruseny od 1. 1. 2004
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§ 212
ZrusSeny od 1. 1. 2004

§213
ZruSeny od 1. 1. 2004

Zodpovednost’ za §kodu v niektorych osobitnych pripadoch

§214
Zruseny od 1. 9. 2009

§215

(1) Fyzickej osobe, ktord vykonava verejnu funkciu, zodpoveda za Skodu vzniknutd pri
vykone funkcie alebo v priamej suvislosti s lou organizacia, pre ktoru bola ¢inna; fyzicka
osoba zodpoveda za Skodu tejto organizacii. Ak funkcionar odborovej organizécie
pomaha pri vykone svojej funkcie alebo v priamej suvislosti s fiou sucasne plnit
spolocenské, hospodéarske alebo socidlne ulohy zamestnavatela, u ktorého je v
pracovnom pomere, zodpoveda mu za Skodu tento zamestnavatel’.

(2) Obcanovi so zdravotnym postihnutim, ktory nie je v pracovnom pomere a ktorého
priprava na povolanie (¢innost’) sa vykonava podla osobitnych predpisov, zodpoveda za
Skodu vzniknutl pri tejto priprave ten zamestnavatel’, u ktorého sa priprava na povolanie
vykonava.

8 216
Zruseny od 1. 9. 2007

Spolo¢né ustanovenia o zodpovednosti zamestnavatel’a
§217

(1) Zamestnavatel’ je povinny nahradit’ zamestnancovi skuto¢nu skodu, a to v peniazoch,
ak Skodu neodstrani uvedenim do predchadzajiuceho stavu. Ak ide o int $kodu na zdravi
ako z dévodu pracovného Urazu alebo choroby z povolania, platia pre spdsob a rozsah jej
nadhrady ustanovenia o pracovnych urazoch s tym obmedzenim, Ze jednorazové
odskodnenie pozostalym nepatri.

(2) Pri urceni Skody na veci sa vychadza z ceny veci v ¢ase poSkodenia.

§218
Ak zamestnavatel preukdze, Ze Skodu zavinil aj poskodeny zamestnanec, jeho

zodpovednost’ sa pomerne obmedzi. Pri zodpovednosti za Skodu pri pracovnych Grazoch
a pri chorobach z povolania sa postupuje podla § 196.
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§219

Zamestnavatel’, ktory nahradil poskodenému Skodu, ma narok na ndhradu vo¢i tomu, kto
poskodenému za taka Skodu zodpoveda podla osobitného predpisu, a to v rozsahu, ktory
zodpovedd miere tejto zodpovednosti vo¢i poskodenému, ak nie je vopred dohodnuté
inak.

Plnenie pracovnych uloh a priama suvislost’ s nim
8 220

(1) Plnenie pracovnych dloh je wvykon pracovnych povinnosti vyplyvajlcich
z pracovnopravneho vzt'ahu, ina ¢innost’ vykonavana na prikaz zamestnavatel’a a ¢innost,
ktora je predmetom pracovnej cesty.
(2) V priamej suvislosti s plnenim pracovnych uloh st ukony potrebné na vykon prace a
ukony pocas prace zvycajné alebo potrebné pred zaciatkom prace alebo po jej skonceni.
Takymi ukonmi nie je cesta do zamestnania a spdt, stravovanie, oSetrenie alebo
vySetrenie v zdravotnickom zariadeni, ani cesta na ne a spét’. VySetrenie v zdravotnickom
zariadeni vykondvané na prikaz zamestnavatel'a alebo oSetrenie pri prvej pomoci a cesta
na ne a spat’ st ukony v priamej suvislosti s plnenim pracovnych uloh.
(3) Ako pracovny Uraz sa posudzuje aj Uraz, ktory zamestnanec utrpel pre plnenie
pracovnych Gloh.

§221

(1) Cesta do zamestnania a spédt’ je cesta z bydliska (ubytovania) zamestnanca do miesta
vstupu do objektu zamestnavatel'a alebo na iné miesto urené na plnenie pracovnych tloh
a spat. Ak ide o zamestnavatel'a v pol'nohospodarstve, lesnictve a stavebnictve, je to aj
cesta z bydliska na ur€ené zhromazdisko a spat’.
(2) Cesta z obce bydliska zamestnanca na pracovisko alebo do miesta ubytovania v ingj
obci, ktora je cielom pracovnej cesty, ak nie je stCasne obcou jeho pravidelného
pracoviska, a spét’ sa posudzuje ako potrebny tkon pred zaciatkom prace alebo po jej
skonceni.

§222

Bezdd6vodné obohatenie

(1) Ak sa zamestnanec bezdovodne obohati na ukor zamestndvatela alebo ak sa
zamestnavatel’ bezdovodne obohati na tikor zamestnanca, musi obohatenie vydat’.

(2) Bezddvodné obohatenie na ucely tohto zdkona je majetkovy prospech ziskany
plnenim bez pravneho dévodu, plnenim z neplatného pravneho Ukonu, plnenim z
pravneho dovodu, ktory odpadol, ako aj majetkovy prospech ziskany z nepoctivych
zdrojov.

(3) Predmet bezdévodného obohatenia sa musi vydat’ tomu, na ¢i ukor bol ziskany. Musi
sa vydat’ vSetko, ¢o sa nadobudlo bezdovodnym obohatenim. Ak to nie je mozné najma
preto, ze obohatenie spoc¢ivalo vo vykonoch, musi sa poskytnut’ pefiazna ndhrada.

(4) S predmetom bezd6vodneho obohatenia sa musia vydat’ aj Gzitky z neho, ak ten, kto
obohatenie ziskal, nekonal dobromyselne.
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(5) Ten, kto predmet bezddévodného obohatenia vydava, ma pravo na ndhradu potrebnych
nakladov, ktoré na vec vynalozil.

(6) Vratenie nepravom vyplatenych sim moéze zamestnavatel’ od zamestnanca pozadovat,
ak zamestnanec vedel alebo musel z okolnosti predpokladat, ze ide o sumy nespravne
uréené alebo omylom vyplatené, a to v lehote do troch rokov od ich vyplaty.

DEVIATA CAST
DOHODY O PRACACH VYKONAVANYCH MIMO PRACOVNEHO POMERU

Dohody o préacach vykonavanych mimo pracovného pomeru
8223

(1) Zamestnavatel’ méze na plnenie svojich uloh alebo na zabezpecenie svojich potrieb
vynimoc¢ne uzatvarat s fyzickymi osobami dohody o pracach vykonavanych mimo
pracovného pomeru (dohodu o vykonani prace, dohodu o pracovnej ¢innosti a dohodu o
brigadnickej praci studentov), ak ide o pracu, ktora je vymedzena vysledkom (dohoda o
vykonani prace) alebo ak ide o prilezitostnt ¢innost’ vymedzent druhom préce (dohoda o
pracovnej ¢innosti, dohoda o brigddnickej praci Studentov).
(2) Na pracovnopravny vztah zalozeny dohodami o pracach vykondvanych mimo
pracovného pomeru sa vztahuji ustanovenia prvej Casti, § 85 ods. 1 a 2, § 90 ods. 10, §
91 az 95, § 98, § 119 ods. 1 a Siestej Casti. Pracovny Cas zamestnancov, ktori vykonavaji
pracu na zéklade dohdd o pracach vykonavanych mimo pracovného pomeru, v priebehu
24 hodin nesmie presiahnut’ 12 hodin a u mladistvého zamestnanca v priebehu 24 hodin
nesmie presiahnut’ 8 hodin. Zamestnancom, ktori vykonéavaju pracu na zaklade dohod
o0 pracach vykonavanych mimo pracovného pomeru, nemozno nariadit’ ani s nimi
dohodnuit’ pracovnu pohotovost a pracu nadCas. Ak ide o dévody nepritomnosti
zamestnanca v praci uvedené v § 141 ods. 1 a ods. 2 pism. a) az g), ktoré zasiahli do Casu,
na ktory zamestnavatel’ ur€il vykon prace, zamestnavatel’ je povinny ospravedlnit’ tuto
nepritomnost’ zamestnanca v praci. Za tento ¢as zamestnancovi ndhrada odmeny nepatri.
(3) S mladistvym zamestnancom mozno tieto dohody uzatvarat’, len ak sa tym neohrozi
jeho zdravy vyvoj, bezpecnost’, mravnost’ alebo vychova na povolanie.
(4) Tieto dohody nemozno uzatvarat na ¢innosti, ktoré su predmetom ochrany podla
autorskeho zékona.
(5) Spory vyplyvajuce z tejto dohody sa prejednavaju rovnako ako spory z pracovného
pomeru.

§224

(1) Na zaklade uzatvorenych dohod podla § 223 st zamestnanci povinni najma

a) vykonavat prace zodpovedne a riadne a dodrziavat’ podmienky dohodnuté v dohode,
b) vykonavat’ prace osobne,

¢) dodrziavat’ pravne predpisy vzt'ahujice sa na pracu nimi vykonavant, najma pravne
predpisy na zaistenie bezpecnosti a ochrany zdravia pri praci, dodrziavat ostatné predpisy
vztahujice sa na pracu nimi vykonavanu, najmé predpisy na zaistenie bezpecnosti a
ochrany zdravia pri praci, s ktorymi boli riadne oboznameni,
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d) riadne hospodarit so zverenymi prostriedkami a strazit a ochranovat majetok
zamestnavatel’a pred poSkodenim, stratou, zni¢enim a zneuzitim.
e) pisomne oznamovat’ zamestnavatel'ovi bez zbyto¢ného odkladu vSetky zmeny, ktoré sa
tykajd jeho pracovnopravneho vztahu a suvisia s jeho osobou, najmé zmenu jeho mena,
priezviska, trvalého pobytu alebo prechodného pobytu, adresy pre dorucovanie
pisomnosti, a ak sa so sthlasom zamestnanca poukazuje vyplata na ucet v banke alebo
pobocke zahrani¢nej banky, aj zmenu bankového spojenia.
(2) Na zaklade uzatvorenych dohod podla § 223 je zamestnavatel’ povinny najma
a) utvarat zamestnancom primerané pracovné podmienky zabezpecujice riadny a
bezpecny vykon prace, najmd poskytovat potrebné zdkladné prostriedky, material,
naradie a osobné ochranné pracovné prostriedky,
b) oboznamit’ zamestnancov s pravnymi predpismi a ostatnymi predpismi vztahujicimi
sa na pracu nimi vykondvani, najmé s predpismi na zaistenie bezpe¢nosti a ochrany
zdravia pri praci,
¢) poskytnit’ zamestnancom za vykonanu pracu dohodnuti odmenu a dodrziavat’ ostatné
dohodnuté podmienky; naroky zamestnanca alebo iné plnenia v jeho prospech nemozno
dohodnut’ pre zamestnanca priaznivejsie, ako su ndroky a plnenia vyplyvajuce z
pracovného pomeru,
d) viest evidenciu uzatvorenych doh6d o pracach vykonavanych mimo pracovného
pomeru v poradi, v akom boli uzatvorené,
e) viest’ evidenciu pracovného ¢asu zamestnancov, ktori vykonavaji pracu na zaklade
dohody o brigadnickej praci Studentov a dohody o pracovnej Einnosti, tak, aby bol
zaznamenany zaciatok a koniec ¢asového useku, v ktorom zamestnanec vykonaval pracu,
a viest’ evidenciu vykonanej prace u zamestnancov, ktori vykonavaji pracu na zaklade
dohody o vykonani prace, tak, aby v jednotlivych diioch bola zaznamenana dizka
Casového useku, v ktorom sa praca vykonavala.
(3) Zé&kazy prac a pracovisk pre tehotné zeny, matky do konca deviateho mesiaca po
porode, dojéiace Zeny a mladistvych platia aj pre prace vykonavané na zaklade tychto
dohod.

8§ 225

(1) Zamestnanec zodpoveda zamestnévatel'ovi, s ktorym uzatvoril dohodu podla § 223,
za Skodu spdsobenti zavinenym poruSenim povinnosti pri vykone prace alebo priamej
stvislosti s nim rovnako ako zamestnanec v pracovnom pomere. Nahrada Skody
spOsobena z nedbanlivosti nesmie presiahnut’ tretinu skuto¢nej Skody a nesmie byt vyssia
ako tretina odmeny dohodnutej za vykonanie tejto prace okrem pripadov podla § 182 az
185.

(2) Zamestnavatel' zodpovedd zamestnancovi za Skodu, ktoru utrpel pri vykone prace
podla uzatvorenej dohody alebo v priamej savislosti s nim, rovnako ako zamestnancom v
pracovnom pomere.

8§ 226
Dohoda o vykonani préace

(1) Dohodu o vykonani priace zamestnavatel moze uzatvorit' s fyzickou osobou, ak
rozsah prace (pracovnej ulohy), na ktory sa tato dohoda uzatvéara, nepresahuje 350 hodin
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v kalenddrnom roku. Do rozsahu prace sa zapocitava aj praca vykondvand zamestnancom
pre zamestnavatel'a na zaklade inej dohody o vykonani prace.

(2) Dohoda o vykonani prace sa uzatvara pisomne, inak je neplatnd. V dohode o
vykonani prace musi byt vymedzena pracovnd uloha, dohodnuta odmena za jej
vykonanie, doba, v ktorej sa ma pracovnd uloha vykonat,, a rozsah prace, ak jej rozsah
nevyplyva priamo z vymedzenia pracovnej ulohy. Pisomna dohoda o vykonani prace sa
uzatvara najneskor den pred dilom zacatia vykonu prace.

(3) Pracovna uloha sa musi vykonat v dohodnutej dobe, inak mdze zamestnavatel’ od
dohody odstupit’. Zamestnanec méze od dohody odstupit, ak nemoze pracovnil ulohu
vykonat' preto, Ze mu zamestnavatel neutvoril dohodnuté pracovné podmienky.
Zamestnavatel je povinny nahradit’ §kodu, ktora mu tym vznikla.

(4) Odmena za vykonanie pracovnej Ulohy je splatnd po dokonceni a odovzdani prace.
Medzi uc¢astnikmi mozno dohodnut, ze ¢ast’ odmeny bude splatnd uz po vykonani urcitej
Casti pracovnej Ulohy. Zamestnavatel moze odmenu po prerokovani so zamestnancom
primerane znizit, ak vykonana praca nezodpoveda dohodnutym podmienkam.

(5) Ak zamestnanec zomrie pred splnenim pracovnej ulohy a zamestnavatel’ mdze jej
vysledky pouzit’, pravo na odmenu primerant vykonanej praci a pravo na nahradu tcelne
vynalozenych ndkladov nezanikd a stdva sa sti€ast'ou dedicstva.

§ 226a
ZruSeny od 1. 7. 2003

Dohoda o brigadnickej praci Studentov
8§ 227

(1) Dohodu o brigadnickej praci Studentov mdzZe zamestnavatel’ uzatvorit' s fyzickou
osobou, ktorda ma Statut Ziaka strednej Skoly alebo Statut Studenta dennej formy
vysokoskolského $tadia podla osobitného predpisu a ktord nedovifsila 26 rokov veku.
Préacu na zaklade dohody o brigadnickej praci Studentov mozno vykonavat’ najneskor do
konca kalendarneho roka, v ktorom fyzick4 osoba dovifsi 26 rokov veku.

(2) Na zaklade dohody o brigadnickej praci Studentov mozno vykonévat pracu v rozsahu
najviac 20 hodin tyZdenne v priemere; priemer najviac pripustného rozsahu pracovného
Casu sa posudzuje za celu dobu, na ktort bola dohoda uzatvorena, najdlhsie vSak za 12
mesiacov.

§228

(1) Dohodu o brigadnickej praci Studentov je zamestnavatel’ povinny uzatvorit’ pisomne,
inak je neplatna. V dohode musi byt uvedené: dohodnuta praca, dohodnuta odmena za
vykonanu pracu, dohodnuty rozsah pracovného €asu a doba, na ktoru sa dohoda uzatvara.
Jedno vyhotovenie dohody o brigadnickej praci Studentov je zamestnavatel' povinny
vydat’ zamestnancovi.

(2) Dohoda o brigadnickej praci Studentov sa uzatvara na uréiti dobu, pripadne na
neurcity ¢as. V dohode mozno dohodnut’ spdsob jej skoncenia. NeoddeliteInou sucast'ou
dohody je potvrdenie Statatu podla § 227 ods. 1; to neplati, ak sa dohoda uzatvara v
obdobi od skoncenia $tadia na strednej Skole alebo od skoncenia letného semestra na
vysokej Skole najneskor do konca oktobra toho istého kalendarneho roka. Okamzité
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skon¢enie dohody mozno dohodnut len pre pripady, v ktorych mozno okamzite skoncit’
pracovny pomer. Ak spdsob skoncenia nevyplyva priamo z uzatvorenej dohody, mozno
ju skoncit’ dohodou tcastnikov k dohodnutému ditu a jednostranne len vypoved'ou bez
uvedenia doévodu s 15-dennou vypovednou dobou, ktora sa za¢ina diiom, v ktorom bola
pisomna vypoved’ dorucena.
§ 228a
Dohoda o pracovnej ¢innosti

(1) Na zéklade dohody o pracovnej Cinnosti mozno vykonavat pracovnu c¢innost’ v
rozsahu najviac 10 hodin tyzdenne.
(2) Dohodu o pracovnej Cinnosti je zamestnavatel’ povinny uzatvorit’ pisomne, inak je
neplatna. V dohode o pracovnej ¢innosti musi byt uvedena dohodnuta praca, dohodnuta
odmena za vykonavanu pracu, dohodnuty rozsah pracovného ¢asu a doba, na ktoru sa
dohoda uzatvara. Jedno vyhotovenie dohody o pracovnej Cinnosti je zamestnavatel
povinny vydat’ zamestnancovi.
(3) Dohoda o pracovnej ¢innosti sa uzatvara na urciti dobu alebo na neurcity cas. V
dohode mozno dohodnut’ sposob jej skoncenia. Okamzité skoncenie dohody mozno
dohodnut’ len na pripady, v ktorych mozno okamzite skoncit’ pracovny pomer. Ak spdsob
skonCenia nevyplyva priamo z uzatvorenej dohody, mozno ju skoncit dohodou
ucastnikov k dohodnutému diiu a jednostranne len vypoved’ou bez uvedenia dévodu s 15-
dennou vypovednou dobou, ktora sa zacina dilom, v ktorom sa pisomnd vypoved’
dorucila.
DESIATA CAST
KOLEKTIVNE PRACOVNOPRAVNE VZTAHY
8229
Ukast’ zamestnancov v pracovnopravnych vzt’ahoch a jej formy

(1) S cielom zabezpecit' spravodlivé a uspokojivé pracovné podmienky sa zamestnanci
zucCastiuji na rozhodovani zamestnavatel’a, ktoré sa tyka ich ekonomickych a socidlnych
zauyjmov, a to priamo alebo prostrednictvom prisluSného odborového organu,
zamestnaneckej rady alebo zamestnaneckého doévernika; zastupcovia zamestnancov
navzajom Uzko spolupracuju.

(2) Zamestnanci maju pravo na poskytovanie informacii o hospodarskej a financ¢nej
situacii zamestnavatela a o predpokladanom vyvoji jeho ¢innosti, a to zrozumitelnym
sposobom a vo vhodnom case. Zamestnanci maju pravo vyjadrovat sa k tymto
informécidm a k pripravovanym rozhodnutiam, ku ktorym mdzu podéavat’ svoje névrhy.
(3) Zamestnanci zamestnavatel'ov uvedenych v § 241 ods. 1 maji pravo na nadnarodné
informécie a na prerokovanie zaujmov tykajlcich sa zamestnancov v rozsahu uvedenom
v ustanoveniach o europskej zamestnaneckej rade a o postupoch pre nadnarodné
informécie a prerokovanie.

(4) Zamestnanci sa zucastnuju prostrednictvom prislusného odborového orgéanu,
zamestnaneckej rady alebo zamestnaneckého ddvernika na utvarani spravodlivych a
uspokojivych pracovnych podmienok

a) spolurozhodovanim,

b) prerokovanim,

c) pravom na informécie,
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d) kontrolnou ¢innost’ou.

(5) Zamestnanci st opravneni prostrednictvom zastupcov zamestnancov uplatiiovat’ svoje
prava vyplyvajuce z pracovnopravnych vzt'ahov alebo obdobnych pracovnych vztahov,
ak zakon neustanovi inak.

(6) Zamestnanci maju pravo na kolektivne vyjednavanie len prostrednictvom prislusného
odborového organu.

(7) Ak u zamestnavatel'a posobia popri sebe odborova organizacia, zamestnanecka rada
alebo zamestnanecky dovernik, odborovej organizacii patri pravo na kolektivne
vyjednavanie, na spolurozhodovanie, na kontrolni ¢innost a na informadcie
a zamestnaneckej rade alebo zamestnaneckému dévernikovi patri pravo na prerokovanie
a na informécie, ak tento zdkon neustanovuje inak.

(8) Ak u zamestnavatel’a posobia popri sebe odborova organizacia a zamestnanecka rada,
na zasadnutiach zamestnaneckej rady sa moze zacastnit’ zastupca odboroveho organu, ak
s tym suhlasi nadpolovicné vicsina ¢lenov zamestnaneckej rady.

Odborova organizacia
8230

(1) Odborova organizacia je ob¢ianske zdruzenie podl'a osobitného predpisu. Odborova
organizicia je povinnd pisomne informovat’ zamestnavatel'a o zacati svojho posobenia u
zamestnavatel'a a predlozit mu zoznam ¢lenov odborového organu.

(2) Zamestnavatel je povinny umoznit’ pésobenie odborovych organizécii na pracovisku.

(3) Zamestnavatel’ je povinny umoznit’ vstup do priestorov zamestnavatel’a, suvisiacich s
ucelom vstupu, aj osobe, ktora nie je zamestnancom zamestnéavatel’a, ak tato osoba kona
v mene odborovej organizacie, v ktorej je zdruzeny jeho zamestnanec, na ucel
uplatiiovania prdv zamestnancov; tito osoba je povinnd v nevyhnutnom rozsahu
dodrziavat’, vzhl'adom na ucel vstupu, povinnosti a opatrenia ustanovené pre oblast
bezpecnosti a ochrany zdravia, osobitné predpisy a vnltorné predpisy zamestnavatela.
Odborovy organ je povinny oznamit zamestnavatelovi osobu konajucu v mene
odborovej organizécie, ucel a termin vstupu do priestorov zamestnavatel’a.

§231

(1) Odborovy organ uzatvara so zamestnavatel'om kolektivhu zmluvu, ktora upravuje
pracovneé podmienky vratane mzdovych podmienok a podmienky zamestnavania, vztahy
medzi zamestnavatelmi a zamestnancami, vztahy medzi zamestnavatelmi alebo ich
organizaciami a jednou organizaciou alebo viacerymi organizaciami zamestnancov
vyhodnejsie, ako ich upravuje tento zdkon alebo iny pracovnopravny predpis, ak to tento
zakon alebo iny pracovnopravny predpis vyslovne nezakazuje alebo ak z ich ustanoveni
nevyplyva, Ze sa od nich nemozno odchylit.

(2) Néaroky, ktoré vznikli z kolektivnej zmluvy jednotlivym zamestnancom, sa uplatiujt
a uspokojuju ako ostatné naroky zamestnancov z pracovného pomeru.

(3) Pracovna zmluva je neplatna v tej Casti, v ktorej upravuje naroky zamestnanca v
menSom rozsahu nez kolektivna zmluva.

(4) Postup pri uzatvarani kolektivnych zmluv ustanovuje osobitny predpis.
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(5) V druzstve, kde stcastou ¢lenstva je aj pracovny vzt'ah ¢lena k druzstvu, kolektivnu
zmluvu podl'a odseku 1 nahradza uznesenie ¢lenskej schodze.

§232

(1) Ak u zamestnavatela pdsobia popri sebe viaceré odborové organizacie, musi
zamestnavatel’ v pripadoch tykajtcich sa vSetkych alebo vicSieho poctu zamestnancov,
ak vSeobecne zavdzné pravne predpisy alebo kolektivna zmluva vyzaduji prerokovanie
alebo suhlas odborového organu, plnit’ tieto povinnosti k prislusnym organom vsetkych
zuCastnenych odborovych organizacii, ak sa s nimi nedohodne inak. Ak sa organy
vSetkych zcastnenych odborovych organizacii nedohodnu najneskor do 15 dni od
poziadania, ¢i suhlas udelia, alebo nie, je rozhodujuce stanovisko organu odborovej
organizacie s najvac¢sim poctom ¢lenov u zamestnavatel’a.
(2) Ak u zamestnavatel’a pdsobia popri sebe viaceré odborové organizécie, vystupuje v
pracovnopravnych vztahoch a obdobnych pracovnych vztahoch tykajdcich sa
jednotlivych zamestnancov prislusny odborovy organ odborovej organizacie, ktorej je
zamestnanec ¢lenom.
(3) V pripade uvedenom v odseku 2 vystupuje v pracovnopravnych vztahoch a
obdobnych pracovnych vztahoch tykajucich sa zamestnanca, ktory nie je odborovo
organizovany, organ odborovej organizacie s najvacsim poctom ¢lenov u zamestnavatel’a,
ak zamestnanec neurci inak.
§233
Zamestnanecka rada a zamestnanecky dévernik

(1) Zamestnaneckd rada je organ, ktory zastupuje vSetkych zamestnancov
zamestnavatela.

(2) Zamestnanecka rada mdze pdsobit’ u zamestnavatel’a, ktory zamestnava najmenej 50
Zzamestnancov.

(3) U zamestnavatela, ktory zamestnava menej ako 50 zamestnancov, ale najmenej troch
zamestnancov, moze posobit zamestnanecky dovernik. Prava a povinnosti
zamestnaneckého ddvernika su rovnaké ako prava a povinnosti zamestnaneckej rady.

(4) Zamestnaneckd rada alebo zamestnanecky dovernik ma pravo spolurozhodovat’
formou dohody alebo formou udelenia predchadzajuceho suhlasu podl'a tohto zakona, len
ak pracovné podmienky alebo podmienky zamestnavania, pri ktorych sa vyZaduje
spolurozhodovanie zamestnaneckej rady alebo zamestnaneckého dovernika, neupravuje
kolektivna zmluva.

Vorlba ¢lenov zamestnaneckej rady, vol’ba zamestnaneckého dévernika a volebné
obdobie

§234
Nadpis zruSeny od 1. 7. 2003

(1) Zamestnavatel je povinny umoznit’ uskuto¢nenie volieb do zamestnaneckej rady, ak o

to zamestnavatel'a pisomne poZiada aspon 10% zamestnancov. Zamestnaneckd rada u
zamestnavatel'a, ktory ma
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a) od 50 do 100 zamestnancov, ma najmenej troch ¢lenov,

b) od 101 do 500 zamestnancov, na kazdych 100 zamestnancov ma najmenej jedného
d’alSieho ¢lena,

¢) od 501 do 1 000 zamestnancov, ma najmenej jedného d’alSieho ¢lena,

d) od 1 001 a viac zamestnancov, na kazdych 1 000 zamestnancov méa najmenej jedného
dal$ieho ¢lena.

(2) Pravo volit’ ¢lenov zamestnaneckej rady alebo zamestnaneckého dovernika maju
vSetci zamestnanci zamestnavatel’a, ak u zamestnavatel'a pracuji najmenej tri mesiace.
(3) Pravo byt voleny za ¢lena zamestnaneckej rady alebo za zamestnaneckého dévernika
ma kazdy zamestnanec zamestnavatela starSi ako 18 rokov, ktory je bezuhonny, nie je
blizkou osobou zamestnavatela a pracuje u zamestnavatel’a najmene;j tri mesiace.

(4) Clen zamestnaneckej rady je voleny priamou volbou s tajnym hlasovanim na zaklade
kandidétne;j listiny, ktori navrhne najmenej 10% zamestnancov alebo prislusny odborovy
organ. Volby st platné, ak sa na hlasovani z(castni najmenej 30 % vsetkych
zamestnancov, ktori maju pravo volit ¢lenov zamestnaneckej rady. Clenmi
zamestnaneckej rady sa stavaju ti kandidati, ktori ziskali najvacsi pocet hlasov. Pocet
¢lenov zamestnaneckej rady uréi vopred volebny vybor po dohode so zamestnavatelom.
Ak nebude zvoleny potrebny pocet ¢lenov zamestnaneckej rady, zamestnavatel umozni
dalsie kolo volieb do troch tyzdnov. Ak ani po vykonani opakovanej volby nebude
zvoleny potrebny pocet ¢lenov zamestnaneckej rady, zamestnanecka rada sa neustanovi.
Nové volby do zamestnaneckej rady sa uskutoc¢nia az po uplynuti 12 mesiacov od
konania opakovanej vol'by.

(5) Prvé volby €lenov zamestnaneckej rady u zamestnavatel’a organizuje volebny vybor
zloZzeny najmenej z troch zamestnancov a najviac zo siedmich zamestnancov, ktori
podpisali ziadost’ o vytvorenie zamestnaneckej rady. Pocet ¢lenov volebného vyboru urci
zamestnavatel’ v zavislosti od po¢tu zamestnancov a vnatornej Struktiry zamestndvatela.
Dalsie vol'by organizuje zamestnanecka rada.

(6) Zamestnanecky doévernik je voleny priamou volbou s tajnym hlasovanim
nadpolovi¢nou vac¢Sinou zamestnancov pritomnych na hlasovani.

(7) Néklady na thradu volieb zamestnaneckej rady a zamestnaneckého dévernika hradi
zamestnavatel’.

(8) Volebné obdobie zamestnaneckej rady a zamestnaneckého dovernika je Stvorro¢né.

8235
Nadpis zruSeny od 1. 7. 2003

(1) Zamestnanecka rada zanika

a) uplynutim volebného obdobia,

b) odstipenim zamestnaneckej rady, ak odstipenie bolo prijaté na zhromazdeni
zamestnancov,

c) odvolanim zamestnaneckej rady nadpolovi¢nou vé¢sinou zamestnancov pritomnych na
hlasovani, ak sa hlasovania zu¢astnilo najmenej 30 % vSetkych zamestnancov,

d) poklesom poctu zamestnancov u zamestnavatel'a na menej ako 50.

(2) Odsek 1 sa primerane vzt'ahuje aj ha zamestnaneckého dévernika.
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8 236
Nadpis zruSeny od 1. 7. 2003

(1) Clenstvo v zamestnaneckej rade zanika

a) skon¢enim pracovného pomeru so zamestnavatel'om,

b) vzdanim sa Clenstva v zamestnaneckej rade,

c) odvolanim z funkcie Cclena zamestnaneckej rady nadpolovicnou vicSinou
zamestnancov, ak sa hlasovania zacastnilo najmenej 30 % vsetkych zamestnancov.

(2) Funkcia zamestnaneckého dovernika zanika

a) skoncenim pracovného pomeru so zamestnavatelom,

b) vzdanim sa funkcie,

c) odvolanim z funkcie zamestnaneckého dbévernika nadpolovi¢nou véac¢Sinou
zamestnancov, ak sa hlasovania ztc¢astnilo najmenej 30 % vSetkych zamestnancov.

Nadpis zruseny od 1. 7. 2003
8237
Prerokovanie

(1) Prerokovanie je vymena ndzorov a dialdg medzi zastupcami zamestnancov a
zamestnavatel'om.
(2) Zamestnavatel’ vopred prerokuje so zastupcami zamestnancov najma
a) stav, Strukturu a predpokladany vyvoj zamestnanosti a planované opatrenia, najmi ak
je ohrozena zamestnanost’,
b) zasadné otazky socialnej politiky zamestnavatel'a, opatrenia na zlepSenie hygieny pri
praci a pracovného prostredia,
¢) rozhodnutia, ktoré mézu viest k zdsadnym zmendm v organizicii prace alebo v
zmluvnych podmienkach,
d) organizacné zmeny, za ktoré sa povazujii obmedzenie alebo zastavenie cinnosti
zamestnavatel'a alebo jeho Casti, zlucenie, splynutie, rozdelenie, zmena pravnej formy
zamestnavatel’a,
e) opatrenia na predchadzanie vzniku Urazov a chor6b z povolania a na ochranu zdravia
Zzamestnancov.
(3) Prerokovanie sa uskuto¢ni zrozumite'nym sposobom a vo vhodnom case, s
primeranym obsahom, s ciel'om dosiahnut’ dohodu.
(4) Na tucely uvedené v odseku 2 zamestndvatel’ poskytuje zastupcom zamestnancov
potrebné informacie, konzultacie a doklady a v rdmci svojich moznosti prihliada na ich
stanoviska.
§238
Pravo na informacie

(1) Informovanie je poskytnutie Gdajov zamestnavatelom zastupcom zamestnancov s
cielom oboznamenia sa s obsahom informacie.

(2) Zamestnavatel informuje zrozumitelnym spdsobom a vo vhodnom c¢ase zastupcov
zamestnancov o svojej hospodarskej a finanénej situacii a o predpokladanom vyvoji jeho
¢innosti.
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(3) Zamestnavatel mdze odmietnut’ poskytnit’ informacie, ktoré by mohli poskodit
zamestnavatel’a, alebo mdze vyzadovat, aby sa tieto informacie povazovali za doverné.

§239
Kontrolna ¢innost’

Zastupcovia zamestnancov kontroluju dodrziavanie pracovnopravnych predpisov vratane
mzdovych predpisov a zavazkov vyplyvajucich z kolektivnej zmluvy; na tento ucel st
oprévneni najma

a) vstupovat’ na pracoviska zamestnavatel'a v case dohodnutom so zamestnavatel'om, a ak
sa so zamestnavatelom nedohodnil, najneskdr do troch pracovnych dni po ozndmeni
zamestnavatel'ovi o vstupe na jeho pracoviska; § 230 ods. 3 sa pouzije primerane,

b) vyzadovat’ od veducich zamestnancov potrebné informacie a podklady,

c¢) podavat’ navrhy na zlepSovanie pracovnych podmienok,

d) vyzadovat’ od zamestnavatel'a, aby dal pokyn na odstranenie zistenych nedostatkov,

e) navrhovat’ zamestnavatel'ovi alebo inému organu poverenému kontrolou dodrziavania
pracovnopravnych predpisov, aby uplatnil vhodné opatrenia vocéi vedicim
zamestnancom, ktori porusuju pracovnopravne predpisy alebo povinnosti vyplyvajuce
pre nich z kolektivnych zmlav,

f) vyzadovat' od zamestnavatel'a informacie 0 tom, aké opatrenia boli vykonané na
odstranenie nedostatkov zistenych pri vykone kontroly.

8 240
Podmienky ¢innosti zastupcov zamestnancov a ich ochrana

(1) Cinnost zastupcov zamestnancov, ktord bezprostredne suavisi s plnenim uloh
zamestnavatel'a, sa povazuje za vykon prace, za ktory patri zamestnancovi mzda.

(2) Zamestnavatel’ poskytuje na vykon funkcie zastupcov zamestnancov alebo na ucast’
na ich vzdelavani, ktoré zabezpeCuje organ prislusného odborového organu,
zamestnaneckd rada a zamestnavatel pracovné volno podla § 136 ods. 1, ak tomu
nebrania délezité prevadzkové dovody.

(3) Zamestnavatel' poskytne c¢lenovi odborového organu na cinnost' odborovej
organizacie, Clenovi zamestnaneckej rady na cinnost' zamestnaneckej rady alebo
zamestnaneckému dévernikovi na jeho ¢innost’ pracovné volno s nahradou mzdy na Cas
dohodnuty medzi zamestndvatel'om a odborovou organizaciou alebo zamestnavatelom a
zamestnaneckou radou alebo zamestnaneckym dbévernikom. Ak k dohode neddjde,
zamestnavatel’ poskytne na zaklade rozdelenia pracovného volna podla Siestej vety
¢lenom odborového orgdnu na ¢innost’ odborovej organizéacie a ¢lenom zamestnanecke;j
rady na ¢innost' zamestnaneckej rady alebo zamestnaneckému dévernikovi na jeho
¢innost’ pracovné vol'no s nahradou mzdy mesacne v thrne v rozsahu uréenom ako sucin
priemerného poctu zamestnancov pracujucich u zamestnavatel'a pocas predchadzajuceho
kalendarneho roka a ¢asového useku 15 minit. Ak zamestnavatel v predchadzajucom
kalendarnom roku nezamestnaval zamestnancov, vychadza sa z po¢tu zamestnancov k
poslednému diiu kalendarneho mesiaca, ktory predchadza kalendadrnemu mesiacu,
v ktorom sa pracovné vol'no poskytuje. Ak u zamestnavatel'a posobi viacero zastupcov
zamestnancov, pisomne oznamia zamestnavatel'ovi rozdelenie pracovného volna podla
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prvej vety alebo druhej vety. Ak sa zastupcovia zamestnancov nedohodnu na rozdeleni
pracovného vol'na, o rozdeleni pracovného vol'na rozhodne rozhodca, ktoré¢ho si urcia; za
Cas do pisomného oznamenia rozdelenia pracovného vol'na zamestnavatel'ovi nepatri
zastupcom zamestnancov pracovné volno. O rozdeleni pracovného volna medzi
jednotlivych ¢lenov odborového organu rozhodne odborovy organ a medzi jednotlivych
Clenov zamestnaneckej rady rozhodne zamestnaneckad rada; toto rozdelenie odborovy
organ a zamestnanecka rada pisomne oznamia zamestnavatelovi. V kolektivnej zmluve
alebo v dohode so zastupcami zamestnancov sa dohodnu podmienky, za ktorych patri
odborovej organizacii, zamestnaneckej rade alebo zamestnaneckému ddévernikovi
penazna nahrada za nevycCerpané pracovné vol'no podla prvej vety a druhej vety.

(4) Zamestnavatel’ ma pravo skontrolovat’, ¢i zamestnanec vyuziva poskytnuté pracovné
vol'no podla odseku 3 na ucel, na ktory bolo poskytnuté. V kolektivnej zmluve alebo v
dohode so zastupcami zamestnancov mozno dohodnut’ podmienky vykonu kontroly
podl’a prvej vety.

(5) Zamestnavatel' podla svojich prevadzkovych moznosti poskytuje zastupcom
zamestnancov na nevyhnutnii prevadzkovll €innost’ bezplatne v primeranom rozsahu
miestnosti s nevyhnutnym vybavenim a uhradza néklady spojené s ich udrzbou a
technickou prevadzkou.

(6) Zastupcovia zamestnancov, odbornici plniaci Glohy pre zastupcov zamestnancov su
povinni zachovavat’ mléanlivost’ o skutoc¢nostiach, o ktorych sa dozvedeli pri vykone
svojej funkcie a ktoré boli zamestnavatelom oznacené ako doverné. Tato povinnost’ trva
aj pocas jedného roka po skonceni vykonu funkcie, ak osobitny predpis neustanovi inak.
(7) Zastupcovia zamestnancov nesmu byt’ za plnenie loh vyplyvajucich z vykonu svojej
funkcie zamestnavatel'om znevyhodiiovani ani inak postihovani.

(8) Zastupcovia zamestnancov su v ¢ase funkéného obdobia a pocas Siestich mesiacov po
jeho skonceni chraneni proti opatreniam, ktoré by ich mohli poskodzovat' vratane
skonéenia pracovného pomeru a ktoré by boli motivované ich postavenim alebo
¢innostou.

(9) Zamestnavatel moze dat Clenovi prislusného odborového organu, clenovi
zamestnaneckej rady alebo zamestnaneckému dovernikovi vypoved alebo s nimi
okamzite skonéit" pracovny pomer len s predchadzajucim suhlasom tychto zéstupcov
zamestnancov. Za predchadzajuci sthlas sa povazuje aj, ak zastupcovia zamestnancov
pisomne neodmietli udelit’ zamestnavatel'ovi stthlas do 15 dni odo dina, ked o to
zamestnavatel’ poziadal. Zamestnavatel’ moZze pouzit' predchadzajuci stihlas len v lehote
dvoch mesiacov od jeho udelenia.

(10) Ak zastupcovia zamestnancov odmietli udelit’ suhlas podl'a odseku 9, je vypoved
alebo okamzité skoncenie pracovného pomeru zo strany zamestnavatel’a z tohto dévodu
neplatné; ak sU ostatné podmienky vypovede alebo okamzitého skonéenia pracovného
pomeru splnené a sud v spore podla § 77 zisti, ze od zamestnavatel'a nemoze spravodlivo
pozadovat, aby zamestnanca nad’alej zamestnaval, je vypoved’ alebo okamzité skoncenie
pracovneho pomeru platné.

(11) Rovnaké podmienky ¢innosti a ochrana podla odsekov 1, 2, 5 az 10 sa vztahuju aj
na zastupcov zamestnancov pre bezpecnost’ a ochranu zdravia pri praci podla osobitného
predpisu.
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Pravo na nadnarodné informécie a na prerokovanie
§241

(1) Pravo zamestnancov zamestnavatel'a pdsobiaceho na tzemi ¢lenskych Statov
Eurdpskej unie a Eurdpskeho hospodarskeho priestoru (d’alej len ,,¢lensky S$tat) a
skupiny zamestnavatel'ov posobiacich na tuzemi clenskych Statov na nadnarodné
informacie a na prerokovanie sa uskutociiuje prostrednictvom eurdpskej zamestnaneckej
rady alebo prostrednictvom iného postupu informovania zamestnancov a prerokovania s
nimi.
(2) Uplatnenim prava na nadnarodné informacie a na prerokovanie nie je dotknuté
informovanie a prerokovanie podl'a § 29, 73, 237 a § 238.
(3) Ak to ustanovuje osobitny predpis, na uplatnenie prava na nadnarodné informécie a
na prerokovanie v eurdpskej spoloc¢nosti a v eurdpskej druzstevnej spolocnosti sa
vzt'ahuje tento zakon.

§ 241a

(1) Na ucely uplatiiovania prava na nadnarodné informécie a na prerokovanie

a) zamestnavatel pdsobiaci na Uzemi Clenskych Stitov je zamestnavatel, ktory
zamestndva najmenej 1000 zamestnancov v Clenskych S$taitoch a aspon 150
zamestnancov v kazdom z najmenej dvoch ¢lenskych Statov,

b) skupina zamestnavatel'ov je riadiaci zamestnavatel’ a nim ovladani zamestnavatelia,

c) skupina zamestnavatelov podsobiacich na uzemi clenskych Statov je skupina
zamestnavatelov, ktord spolu zamestnava najmenej 1 000 zamestnancov v ¢lenskych
Statoch, z ktorych najmenej dvaja zamestnavatelia skupiny zamestnavatel'ov pdsobia v
dvoch réznych Clenskych Stdtoch a z ktorych najmenej jeden zamestnavatel' skupiny
zamestnavatel'ov zamestndva najmenej 150 zamestnancov v jednom clenskom State a
najmenej jeden d’alSi zamestnavatel’ skupiny zamestnavatel'ov zamestnava najmenej 150
zamestnancov v inom ¢lenskom State,

d) zastupcami zamestnancov u zamestnavatel’a alebo organizacnej zlozky zamestnavatel'a
so sidlom alebo miestom podnikania (d’alej len ,,sidlo) na izemi Slovenskej republiky su
zastupcovia zamestnancov podla § 230 a 233, ¢len osobitného vyjednavacieho orgéanu,
¢len eurdpskej zamestnaneckej rady a zdstupca zamestnancov zabezpecujuci iny postup
informovania zamestnancov a prerokovania s nimi,

e) ustredné vedenie je Ustredné vedenie zamestnavatel'a posobiaceho na uzemi ¢lenskych
Statov alebo ustredné vedenie riadiaceho zamestnavatela v pripade skupiny
zamestnavatel'ov pdsobiacich na Gzemi ¢lenskych $tatov; ak Gstredné vedenie nema sidlo
v Clenskom State, za tustredné vedenie sa povazuje zastupca ustredného vedenia v
Clenskom State, ktory sa ustanovi v pripade potreby, a ak takyto zastupca nie je
ustanoveny, za Ustredné vedenie sa povazuje vedenie organizacnej zlozky
zamestnavatel'a alebo zamestnavatel'a skupiny zamestnavatelov, ktori zamestnavaju
najvacsi po€et zamestnancov v ktoromkol'vek z €lenskych Statov,

f) osobitny vyjednavaci organ je organ zriadeny podla § 244 s cielom uskutociiovat’
vyjednavanie s Ustrednym vedenim o zriadeni eurdpskej zamestnaneckej rady alebo o
zavedeni iného postupu informovania zamestnancov a prerokovania s nimi,

g) eurdpska zamestnanecka rada je rada zriadend podla § 245 alebo § 246 s cielom
informovania zamestnancov a prerokovania s nimi,
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h) informovanie je poskytovanie informacii zamestnavatel'om zastupcom zamestnancov,
aby sa mohli oboznamit’ s ich obsahom a posudit’ ich; informovanie sa uskuto¢ni v takom
Case, takym sposobom a s takym obsahom, ktory umozni zastupcom zamestnancov
podrobne posudit mozné dosledky, ktoré vyplyvaja z poskytnutych informacii, a
Vv pripade potreby pripravit’ sa na prerokovanie s prisluSnym orgdnom zamestnavatel'a
posobiaceho na zemi Clenskych Statov alebo skupiny zamestnavatel'ov posobiacich na
uzemi Clenskych Statov,

i) prerokovanie je dialég a vymena ndzorov medzi Ustrednym vedenim alebo inou
primeranou uroviou vedenia a zastupcami zamestnancov v takom Case, takym spésobom
a s takym obsahom, ktory zastupcom zamestnancov na zaklade poskytnutych informacii
umoziuje v primeranej lehote vyjadrit k navrhovanym opatreniam, ktorych sa
prerokovanie tyka, stanovisko, ktoré je mozné zohladnit v rdmci rozhodovania
zamestnavatel'a posobiaceho na uzemi Clenskych Statov alebo skupiny zamestnavatel'ov
posobiacich na tizemi ¢lenskych $tatov bez toho, aby boli dotknuté povinnosti vedenia,

j) nadnérodné otazky st otazky tykajuce sa zamestnavatela pdsobiaceho na Gzemi
¢lenskych Statov alebo skupiny zamestnavatel'ov posobiacich na uzemi ¢lenskych Statov
ako celku alebo najmenej dvoch zamestnavatelov alebo organizacnych zloziek
zamestnavatela alebo skupiny zamestnavatelov nachadzajucich sa v dvoch réznych
¢lenskych $tatoch.

(2) Na ucely tohto zakona riadiaci zamestndvatel je zamestnavatel, ktory moze
vykonavat' rozhodujici vplyv na ovladaného zamestnavatela alebo ovladanych
zamestnavatelov skupiny zamestnavatel'ov, najméd z dévodu vlastnictva, majetkovej a
finan¢nej Gcasti alebo pravidiel, ktorymi sa riadi.

(3) Riadiaci zamestnavatel' je, ak sa nepreukaze inak, vzdy zamestnavatel, ktory vo
vzt'ahu k ovladanému zamestnavatel'ovi priamo alebo nepriamo

a) vlastni vac¢sinu zédkladného imania tohto zamestnavatel’a,

b) kontroluje viacSinu hlasovacich prav spojenych so zikladnym imanim tohto
zamestnavatel’a alebo

¢) mdze vymenovat’ viac ako polovicu ¢lenov spravneho organu, riadiaceho organu alebo
dozorného organu tohto zamestnavatel’a.

(4) Na tucely odseku 3 pism. b) a c¢) prava riadiaceho zamestnavatel'a hlasovat’ alebo
vymenovat’ zahfilaji aj prava kazdého nim ovlddaného zamestnavatela a prava kazdej
osoby alebo organu konajucich vo vlasthom mene, ale v zaujme riadiaceho
zamestnavatel'a alebo ktoréhokol'vek iného nim ovlddaného zamestnéavatela.

(5) Rozhodujuci vplyv sa nepredpokladd vyluéne z dovodu vykondvania funkcie
predbezného spravcu, spravcu konkurznej podstaty, likvidatora alebo inej tradnej osoby
v pripade skonéenia ¢innosti, likvidacie, platobnej neschopnosti, zastavenia platieb,
vyrovnania alebo podobného postupu.

(6) Zamestnavatel sa nepovazuje za riadiaceho zamestndvatela vo vztahu k
zamestnavatel'ovi, v ktorom ma tcast’, ak je spolo¢nost'ou uvedenou v ¢l. 3 ods. 5 pism.
a) alebo ) nariadenia Rady (ES) ¢. 139/2004 z 20. januara 2004 o kontrole koncentracii
medzi podnikmi.

(7) Rozhodujucim na urcenie, €1 je zamestnavatel riadiacim zamestndvatel'om, je pravny
poriadok clenského Statu, ktorym sa zamestndvatel spravuje. Ak sa zamestndvatel
spravuje pravnym poriadkom iného ako Clenského §tatu, rozhodujucim na urcenie je
pravny poriadok clenského Statu, na ktorého Uzemi ma sidlo zéstupca tohto
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zamestnavatel’a, alebo ak takyto zastupca neexistuje, pravny poriadok ¢lenského Statu, na
ktorého tzemi ma sidlo vedenie organizaénej zlozky zamestnavatela alebo
zamestnavatela skupiny zamestnavatelov, ktoré zamestndvaju najvacsi pocet
zamestnancov v ktoromkol'vek z ¢lenskych Statov.

(8) Ak z dovodu kolizie pravnych poriadkov spiiiaju jedno kritérium alebo viac kritérii
podla odseku 3 dvaja zamestnavatelia alebo viac zamestnavatelov zo skupiny
zamestnavatelov, za riadiaceho zamestnavatela sa povazuje zamestnavatel’, ktory spiiia
kritérium podl'a odseku 3 pism. c¢), ak sa nepreukaze, Ze iny zamestnavatel’ je schopny
vykonévat’ rozhodujuci vplyv.

(9) Na ucely odseku 1 pism. a) a ¢) ustanoveny minimalny poc¢et zamestnancov vychadza
z priemerné¢ho poctu zamestnancov vratane zamestnancov na krat$i pracovny ¢as, ktori
boli zamestnani u zamestnavatel’a pdsobiaceho na izemi ¢lenskych Statov alebo skupiny
zamestnavatel'ov posobiacich na uzemi ¢lenskych Statov pocas predchadzajucich dvoch
rokov.

§ 242

(1) Povinnost’ poskytovat’ nadnarodné informacie a prerokovat’ podla tohto zédkona sa
vzt'ahuje na

a) zamestndvatela posobiaceho na uzemi cClenskych Stitov a zamestndvatela skupiny
zamestnavatel'ov pdsobiacich na izemi clenskych Statov, ktory ma sidlo v Slovenskej
republike,

b) organizanl zlozku zamestnavatel'a pdsobiaceho na uzemi Clenskych Statov alebo
zamestnavatel'a skupiny zamestnavatelov posobiacich na zemi clenskych Statov, ktora
ma sidlo v Slovenskej republike,

c) ustredné vedenie zamestnavatela pdsobiaceho na uzemi clenskych Statov alebo
zamestnavatel'a skupiny zamestnavatel'ov pdsobiacich na tizemi €lenskych Statov, ktoré
ma sidlo v Slovenskej republike.

(2) Dohoda podrl'a § 245 ods. 1 alebo § 245a ods. 1 mo6Ze ustanovit, Ze rozsah, pravomoci
a prislusnost’” eurdpskej zamestnaneckej rady a rozsah iného postupu informovania
zamestnancov a prerokovania s nimi sa vztahuje aj na organizacni zlozku
zamestnavatela posobiaceho na Uzemi Clenskych Statov, ktord ma sidlo mimo tzemia
Clenskych Statov, a zamestnavatela skupiny zamestnavatel'ov podsobiacich na tzemi
¢lenskych $tatov, ktory ma sidlo mimo uzemia ¢lenskych Statov.

§ 243

(1) Na uplatnenie prava na nadnarodné informéacie a na prerokovanie sa za podmienok
ustanovenych tymto zdkonom u kazdého zamestnavatela podsobiaceho na Uzemi
Clenskych Statov a v kazdej skupine zamestnavatelov pdsobiacich na tzemi ¢lenskych
Statov zriadi eurdpska zamestnanecka rada alebo zavedie iny postup informovania
zamestnancov a prerokovania s nimi s cielom zabezpecit u€¢inné informovanie zastupcov
zamestnancov alebo priamo zamestnancov a prerokovanie s nimi tak, aby moznost
ucinného rozhodovania zamestndvatel'a posobiaceho na tzemi Clenskych Statov alebo
skupiny zamestnavatel'ov pdsobiacich na uzemi ¢lenskych Statov zostala zachovana.
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(2) Ak skupina zamestnavatel'ov pdsobiacich na tizemi ¢lenskych §tatov zahfna jedného
zamestnavatel’a alebo niekol’ko zamestnavatel'ov posobiacich na uzemi Clenskych Statov
alebo skupin zamestnavatelov poOsobiacich na tzemi Cclenskych Statov, eurdpska
zamestnanecka rada sa zriadi na urovni skupiny zamestnavatelov pdsobiacich na uzemi
¢lenskych statov, ak dohoda podl'a § 245 ods. 1 neustanovi inak. Ustanovenie odseku 1
tym nie je dotknuté.
(3) Prislusna troven, na ktorej sa uskuto¢ni informovanie a prerokovanie medzi vedenim
a zastupcami zamestnancov, sa urci na zaklade predmetu informovania a prerokovania.
(4) Informovanie a prerokovanie je obmedzené na nadnarodné otazky. Na tento ucel
pravomoc eurdpskej zamestnaneckej rady a rozsah iného postupu informovania
zamestnancov a prerokovania s nimi musia byt odliSné od pravomoci zéastupcov
zamestnancov na narodnej urovni.

§ 243a

Podmienky zriadenia eurdpskej zamestnaneckej rady alebo zavedenia iného
postupu informovania zamestnancov a prerokovania s nimi

(1) Ustredné vedenie je zodpovedné za vytvorenie podmienok a poskytnutie prostriedkov
potrebnych na zriadenie eurdpskej zamestnaneckej rady alebo na zavedenie iného
postupu informovania zamestnancov a prerokovania s nimi u zamestnavatela
posobiaceho na tzemi Clenskych Statov alebo skupiny zamestnavatel'ov posobiacich na
uzemi ¢lenskych Statov.

(2) Vedenie kazdého zamestnavatel’a patriaceho do skupiny zamestnavatel'ov posobiacich
na Uzemi Clenskych Statov a Ustredné vedenie st povinné ziskat’ a poskytnat’ dotknutym
strandm, ak o to poZiadaju, informacie, ktoré st potrebné na zistenie, ¢1 mozno zriadit’
europsku zamestnaneckl radu alebo zaviest' iny postup informovania zamestnancov
a prerokovania s nimi, a zacat’ vyjednavanie podla § 244. Ide najmi o informadcie
tykajuce sa Struktiry zamestnavatel’a alebo skupiny zamestnavatel'ov a ich zamestnancov
vratane informacii tykajacich sa poétu zamestnancov podla § 241a ods. 1 pism. a) a ¢),
aby bolo mozné urcit, ¢i zamestnavatel’, u ktorého zamestnanci vykondavaji pracu, je
zamestnavatel poOsobiaci na Uzemi Clenskych Statov alebo patri do skupiny
zamestnavatel'ov posobiacich na uzemi ¢lenskych Statov.

(3) Ustredné vedenie je, ak sa dotknuté strany nedohodnu inak, povinné uhradzat
primerané naklady na

a) zriadenie a Cinnost' osobitného vyjednavacieho organu, eurdpskej zamestnaneckej
rady, uzSieho vyboru alebo na zavedenie iného postupu informovania zamestnancov a
prerokovania s nimi,

b) organizovanie rokovani, tlmocenie, cestovné a ubytovanie Cclenov osobitného
vyjednédvacieho organu, Clenov eurdpskej zamestnaneckej rady, ¢lenov uzSieho vyboru
alebo zastupcov zamestnancov zabezpecujucich iny postup informovania zamestnancov a
prerokovania s nimi a najmenej jedného prizvaného odbornika.
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§ 244
Osobitny vyjednavaci organ

(1) Ustredné vedenie zatne z vlastnej iniciativy alebo na zaklade pisomnej Ziadosti
najmenej 100 zamestnancov najmenej u dvoch zamestnavatel'ov alebo najmenej v dvoch
organizanych zlozkadch zamestnavatela alebo zamestnavatelov najmenej v dvoch
roznych Clenskych Statoch alebo na zadklade pisomnej Ziadosti ich zastupcov
vyjednévanie o zriadeni eurdpskej zamestnaneckej rady alebo o zavedeni iného postupu
informovania zamestnancov a prerokovania s nimi.

(2) Na ucely vyjednéavania podl'a odseku 1 sa zriad'uje osobitny vyjednavaci organ, aby
za zamestnancov vyjednaval o zriadeni eurdpskej zamestnaneckej rady alebo o zavedeni
iného postupu informovania zamestnancov a prerokovania s nimi.

(3) Clenmi osobitného vyjednavacieho organu st zamestnanci zamestnavatela
posobiaceho na tzemi Clenskych Statov alebo skupiny zamestnavatel'ov posobiacich na
tizemi ¢&lenskych $tatov. Clenovia osobitného vyjednavacieho organu sa volia alebo
vymenuvaji pomerne k poctu zamestnancov zamestnanych v kazdom clenskom State
zamestnavatel'a pdsobiaceho na uzemi Elenskych Statov alebo skupiny zamestnavatel'ov
posobiacich na tzemi ¢lenskych Statov, pricom kazdému ¢lenskému Statu sa priradi jedno
miesto na podiel zamestnancov zamestnanych v tomto ¢lenskom $tate, ktory predstavuje
10 % zamestnancov celkovo zamestnanych vo vsetkych ¢lenskych Statoch alebo urcity
zlomok z tohto podielu.

(4) Clenov osobitného vyjednavacieho organu za zamestnancov zamestnanych v
Slovenskej republike vymenivaju a odvolavaju zastupcovia zamestnancov zo
zamestnancov ~ zamestnavatelov alebo organizaénych zloziek zamestnavatel'ov
zamestnanych v Slovenskej republike. Ak u zamestnavatel'a alebo v organizaénej zlozke
zamestnavatel'a nepOsobia zastupcovia zamestnancov, zamestnanci priamo volia ¢lenov
osobitného vyjednavacieho organu. Ak sa zastupcovia zamestnancov nedohodnu,
rozhodnii zastupcovia zamestnancov, ktori zastupuji najvacsi pocet zamestnancov
zamestnanych v Slovenskej republike. Rozdelenie hlasov sa ur¢i pomerne podla poctu
zastupovanych zamestnancov.

(5) Osobitny vyjedndvaci organ informuje o svojom zlozeni ustredné vedenie a
dotknutych zamestnavatelov. Ustredné vedenie informuje prisluiné uznané eurdpske
organizacie zamestnavatelov a zamestnancov, s ktorymi Europska komisia prerokdva
zélezitosti podla ¢l. 154 Zmluvy o fungovani Eurdpskej tnie o zloZeni osobitného
vyjednavacieho organu a o zacati vyjednavania.

(6) Ustredné vedenie a osobitny vyjednavaci organ su povinné vyjednavat a
spolupracovat’ s ohl'adom na ich vzdjomné prava a povinnosti s cielom dosiahnut’ dohodu
podla § 245 ods. 1 alebo § 245a ods. 1.

(7) Ustredné vedenie na uéel uzatvorenia dohody podl'a § 245 ods. 1 alebo § 245a ods. 1
zvola zasadnutie s osobitnym vyjednavacim organom a informuje o nom vhodnym
sposobom dotknutych zamestnavatelov.

(8) Ustredné vedenie a osobitny vyjednavaci organ sa mozu dohodnut, e neuzatvoria
dohodu podl'a § 245 ods. 1, ale Ze eurdpska zamestnanecka rada sa bude spravovat’ podl'a
§ 246 az 248.
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(9) Osobitny vyjednavaci organ ma pravo pred kazdym zasadnutim a po kazdom
zasadnuti s ustrednym vedenim zasadat’ bez ustredného vedenia. Osobitny vyjednavaci
organ moze na ucely vyjednavania poziadat o pomoc odbornikov vratane zastupcov
prislusnych uznanych eurdpskych organizacii zamestnancov podl’a odseku 5, ktori sa na
ziadost’ osobitného vyjednavacieho orgdnu moézu zucastiovat ako poradcovia na
rokovani o zriadeni eurdpskej zamestnaneckej rady alebo o zavedeni iného postupu
informovania zamestnancov a prerokovania s nimi.

(10) Naklady na zriadenie a cinnost osobitného vyjednavacieho organu a na
vyjednédvanie uhradza Gstredné vedenie tak, aby osobitny vyjednévaci orgdn mohol
primerane plnit’ svoju tlohu.

(11) Osobitny vyjednavaci organ prijima zavery nadpolovi¢nou vicsinou hlasov svojich
¢lenov za Ucasti nadpolovicnej vacsiny ¢lenov. Na tcel uzatvorenia dohody podla § 245
ods. 1 alebo § 245a ods. 1 rozhoduje osobitny vyjednavaci organ nadpolovi¢nou vacsinou
hlasov vSetkych ¢lenov. Osobitny vyjednavaci organ moéze najmenej dvojtretinovou
véacsinou hlasov vsetkych Clenov rozhodnut, Ze neza¢ne vyjednavanie o uzatvorenie
dohody podrla § 245 ods. 1 alebo § 245a ods. 1 alebo Ze skonc¢i uz zacaté vyjednavanie.
Ak je prijaté rozhodnutie podla tretej vety, § 246 az 248 sa nepouzijU.

(12) Ak sa dotknuté strany nedohodnu na kratSej lehote, nova Ziadost' o zvolanie
osobitného vyjednavacieho organu sa moze predlozit’ najskor po uplynuti dvoch rokov
odo dna prijatia rozhodnutia podl'a odseku 11 tretej vety.

§ 245
Dohoda o zriadeni eurdpskej zamestnaneckej rady

(1) Dohoda o zriadeni eurdpskej zamestnaneckej rady medzi Ustrednym vedenim a
osobitnym vyjednévacim organom sa musi uzatvorit’ pisomne a musi obsahovat’ najmé

a) ur¢enie vSetkych zamestnavatel'ov a organiza¢nych zloZiek zamestnavatel'a, na ktorych
sa vzt'ahuje,

b) zloZenie eurdpskej zamestnaneckej rady, pocet jej ¢lenov, dizku funkéného obdobia
arozdelenie miest, ktoré¢, ak je to mozné, zohl'adiiuje potrebu vyvéazeného zastiipenia
zamestnancov podl’a ich ¢innosti, kategorii a pohlavia,

c) ulohy, prava a povinnosti europskej zamestnaneckej rady, postup informovania
eurdpskej zamestnaneckej rady a postup prerokovania s fou,

d) spbsob prepojenia medzi informovanim a prerokovanim na nadnarodnej urovni a
informovanim a prerokovanim so zastupcami zamestnancov na narodnej arovni,

e) miesto konania, pocet a trvanie zasadnuti eurdpskej zamestnaneckej rady,

f) zlozenie, sposob vymenovania, Glohy a rokovaci poriadok uzsieho vyboru, ak je to
potrebné,

g) finan¢né a materidlne zdroje, ktoré sa maju pridelit’ europskej zamestnanecke;j rade,

h) dent nadobudnutia ¢innosti dohody a dobu, na ktoru sa uzatvorila,

1) podmienky, za ktorych mozno dohodu zmenit’, doplnit’ alebo skoncit’,

J) pripady, kedy by sa malo o dohode znovu rokovat, a postup pri jej opdtovnom
uzatvarani vratane, ak je to potrebné, pripadu zmeny Struktiry zamestnavatela
posobiaceho na zemi Clenskych Statov alebo skupiny zamestnavatel'ov posobiacich na
uzemi Clenskych Statov.
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(2) Ak je uzatvorena dohoda podl'a odseku 1, nepouzijii sa § 246 az 248, ak nie je
dohodnute inak.

(3) Europska zamestnaneckd rada moéze byt rozsSirend o zadstupcov zamestnancov
zamestnavatel'a alebo skupiny zamestnavatelov z inych ako clenskych Statov, ak to
dohodne Ustredné vedenie a osobitny vyjednavaci organ.

§ 245a

Dohoda o0 zavedeni iného postupu informovania zamestnancov a prerokovania s
nimi

(1) Ustredné vedenie a osobitny vyjednavaci organ sa mozu dohodnut, Ze namiesto
eurdpskej zamestnaneckej rady zavedd jeden alebo viac postupov informovania
zamestnancov a prerokovania s nimi. Tato dohoda musi byt’ pisomna a musi obsahovat’
najma
a) vymedzenie nadnarodnych ot4zok, ktoré sa tykaji dolezitych zdujmov zamestnancov,
ktoré musia byt’ predmetom informovania a prerokovania,
b) sposob a =zabezpeCenie prava zastupcov zamestnancov spolocne prerokovat
informacie, ktoré im boli ozndmené,
c) spdsob prepojenia medzi informovanim a prerokovanim na nadnarodnej urovni a
informovanim a prerokovanim so zastupcami zamestnancov na narodnej urovni,
d) postupy informovania a prerokovania, ak sa predpoklada prijatie rozhodnuti o
podstatnych organizacnych zmenéach.
(2) Ak je uzatvorend dohoda podla odseku 1, nepouziju sa § 246 az 248, ak nie je
dohodnuté inak.

8§ 246

Europska zamestnanecka rada ustanovena podl’a zakona

(1) Europska zamestnanecka rada sa ustanovi podl'a zakona, ak

a) to spolo¢ne dohodne tstredné vedenie s osobitnym vyjednavacim organom,

b) tstredné vedenie odmietne zaCat’ vyjednavanie alebo neza¢ne vyjednavanie o zriadeni
eurépskej zamestnaneckej rady alebo o zavedeni iného postupu informovania
zamestnancov a prerokovania s nimi do Siestich mesiacov od podania ziadosti podla §
244 ods. 1 alebo

c) ustredné vedenie a osobitny vyjednavaci organ do troch rokov od podania ziadosti
podla § 244 ods. 1 neuzatvorili dohodu podl'a § 245 ods. 1 alebo 8 245a ods. 1 a osobitny
vyjednéavaci organ nerozhodol o skonceni vyjedndvania podl'a § 244 ods. 11.

(2) Ak sa eurdpska zamestnaneckd rada ustanovi podl'a odseku 1, postupuje sa podla §
247 a 248; v takom pripade sa nepouziju § 245 a 245a.

8§ 247
Zlozenie europskej zamestnaneckej rady ustanovenej podla zakona

(1) Clenmi eurdpskej zamestnaneckej rady su zamestnanci zamestnavatel'a posobiaceho
na uzemi Clenskych S$tatov alebo skupiny zamestnavatelov pdsobiacich na Uzemi
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¢lenskych $tatov. Clenovia eurdpskej zamestnaneckej rady sa volia alebo vymen(vaju
pomerne k poctu zamestnancov zamestnanych zamestnavatelom pdsobiacim na uUzemi
¢lenskych statov alebo skupinou zamestnavatel'ov pdsobiacich na tzemi ¢lenskych statov
v kazdom c¢lenskom S§tate, pricom kazdému cClenskému Statu sa priradi jedno miesto na
podiel zamestnancov zamestnanych v tomto ¢lenskom State, ktory predstavuje 10 %
zamestnancov celkovo zamestnanych vo vsetkych Clenskych Statoch alebo urcity zlomok
z tohto podielu.
(2) Clenov eurdpskej zamestnaneckej rady za zamestnancov zamestnanych v Slovenskej
republike vymenuvaji a odvoldvajd zéstupcovia zamestnancov zo zamestnancov
zamestnavatelov alebo organizacnych zloziek zamestnavatelov zamestnanych
v Slovenskej republike. Ak u zamestnavatel'a alebo v organizacnej zlozke zamestnavatel'a
nepOsobia zastupcovia zamestnancov, zamestnanci priamo volia ¢lenov eurdpskej
zamestnaneckej rady. Ak sa zastupcovia zamestnancov nedohodnu, rozhodn( zastupcovia
zamestnancov, ktori zastupuju najvaési pocet zamestnancov zamestnanych v Slovenskej
republike. Rozdelenie hlasov sa ur¢i pomerne podl'a poctu zastupovanych zamestnancov.
(3) Eurdpska zamestnanecka rada informuje o svojom zlozeni Ustredné vedenic a
ktorakolvek ini primerana troveii vedenia. Ustredné vedenie informuje o zloZeni
europskej zamestnaneckej rady zamestnavatel'ov a zastupcov zamestnancov alebo priamo
zamestnancov, ak u zamestnavatel’a neposobia zastupcovia zamestnancov.
(4) Europska zamestnaneckd rada si na Gcel koordindcie svojich ¢innosti zvoli zo svojich
¢lenov uzsi vybor, ktory ma najviac pat CElenov. Uz§i vybor prijme svoj rokovaci
poriadok. UZ§i vybor musi mat’ utvorené podmienky na to, aby mohol svoju ¢innost
vykonavat pravidelne.
(5) Europska zamestnaneckd rada po uplynuti Styroch rokov od svojho ustanovenia
posudi, ¢i bude s tstrednym vedenim vyjednavat’ o uzatvoreni dohody podl'a § 245 ods. 1
alebo § 245a ods. 1 alebo ¢i bude pokracovat’ ako eurdpska zamestnaneckd rada
ustanovena podla zakona. Ak je prijaté rozhodnutie o zacati vyjednavania, postavenie
osobitného vyjednavacieho organu bude mat’ eurdpska zamestnanecka rada.
(6) Europska zamestnanecka rada a uz$i vybor mézu poziadat’ o pomoc odbornikov, ak je
to potrebné na plnenie ich tloh.
8248
Informovanie eurdpskej zamestnaneckej rady ustanovenej podl'a zakona a
prerokovanie s iiou

(1) Ustredné vedenie informuje eurépsku zamestnanecku radu najmid o organizaénej
Strukture, ekonomickej a financnej situdcii zamestnavatela pdsobiaceho na uzemi
Clenskych Statov a skupiny zamestndvatel'ov posobiacich na tzemi Clenskych Statov a
0 predpokladanom vyvoji ich ¢innosti, vyroby a odbytu.

(2) Ustredné vedenie informuje eurépsku zamestnanecku radu a prerokuje s fiou najma

a) stav a predpokladany vyvoj zamestnanosti,

b) stav investicii, podstatne zmeny organizacie, zavadzanie novych pracovnych metod
alebo vyrobnych procesov,

c) prevody zamestnavatela alebo jeho Ccasti, zlicenie, splynutie, rozdelenie, zmenu
pravnej formy zamestnavatela, obmedzovanie cinnosti, zruSenie alebo zanik
zamestnavatel'a alebo jeho vyznamnych casti, presuny vyroby,

d) hromadné prepustanie.
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(3) Prerokovanie sa uskuto¢nuje tak, aby sa zastupcom zamestnancov umoziovalo
stretavat’ sa s Ustrednym vedenim, a ak zastupcovia zamestnancov vyjadria stanovisko,
ziskat’ od ustredného vedenia odovodnenu odpoved'.

(4) Eurdpska zamestnanecka rada ma pravo stretntt’ sa s Gstrednym vedenim jedenkrat za
rok, aby bola na z&klade spravy vypracovanej Ustrednym vedenim informované a aby sa s
nou prerokovali vysledky podnikania a predpokladany vyvoj u zamestnavatela
posobiaceho na uzemi Clenskych Statov alebo skupiny zamestnavatel'ov posobiacich na
uzemi Clenskych Statov; vhodnym spdsobom st informovani aj dotknuti zamestnavatelia.
(5) Ak nastanu vynimo¢né okolnosti alebo ak sa prijma rozhodnutia, ktoré sa podstatne
tykajd zaujmov zamestnancov, uzsi vybor alebo, ak uzsi vybor nie je zriadeny, europska
zamestnanecka rada ma pravo na informacie. UZSi vybor alebo, ak uz$i vybor nie je
zriadeny, eurdpska zamestnanecka rada ma v takychto pripadoch, ak o to poziada, pravo
stretnit’ sa s Ustrednym vedenim alebo s inou primeranou uroviiou vedenia
zamestnavatel'a pdsobiaceho na uzemi Elenskych Statov alebo skupiny zamestnavatel'ov
posobiacich na tzemi ¢lenskych $tatov, ktory ma vlastni rozhodovaciu pravomoc, s
cielom prerokovat’ tieto informacie.

(6) Vynimo¢né okolnosti alebo rozhodnutia, ktoré sa podstatne tykaju zaujmov
zamestnancov, su najma

a) zrusenie, zanik alebo prevod zamestnavatel’a alebo jeho casti,

b) hromadné prepustanie.

(7) Pravo zhcastnit’ sa na stretnuti s uz§im vyborom podla odseku 5 maju aj ti ¢lenovia
eurdpskej zamestnaneckej rady, ktori boli zvoleni alebo vymenovani za zamestnancov
zamestnavatel'ov alebo organizacnych zloziek zamestndvatel’a, ktorych sa priamo tykaji
vynimo¢né okolnosti alebo rozhodnutia, ktoré sa podstatne tykajii z&ujmov zamestnancov
podla odsekov 5 a 6.

(8) Stretnutie na ucely informovania a prerokovania podl'a odsekov 5 a 7 sa uskuto¢ni na
zaklade spravy vypracovanej Ustrednym vedenim alebo inou primeranou tUroviiou
vedenia zamestnavatela posobiaceho na Uzemi c¢lenskych S$tatov alebo skupiny
zamestnavatel'ov posobiacich na uzemi c¢lenskych Statov bez zbyto¢ného odkladu; v
zavere stretnutia alebo v primeranej lehote po jeho skonceni médze byt predloZené
stanovisko.

(9) Eurdpska zamestnanecka rada a uzsi vybor majt pred stretnutim s ustrednym vedenim
pravo stretnt’ sa bez pritomnosti prislusného vedenia.

§ 249

Informovanie zastupcov zamestnancov zamestnavatel’a na uzemi Slovenskej
republiky a spésob prepojenia medzi nadniarodnou a narodnou troviiou

(1) Osobitny vyjednavaci organ, eurépska zamestnanecka rada alebo zastupcovia
zamestnancov zabezpecujuci iny postup informovania zamestnancov a prerokovania s
nimi oboznamuju zastupcov zamestnancov u zamestnavatela alebo v organiza¢nej zlozke
zamestnavatel'a so sidlom na tzemi Slovenskej republiky, alebo ak u zamestnavatela
nepdsobia zastupcovia zamestnancov, vSetkych zamestnancov o obsahu a vysledku
informovania a prerokovania.
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(2) Spo6soby prepojenia medzi informovanim a prerokovanim na nadnarodnej Urovni a
informovanim a prerokovanim na narodnej Urovni sa vymedzia v dohode podl'a § 245
ods. 1 alebo § 245a ods. 1. Ak sa tieto spdsoby prepojenia v dohode nevymedzili a ak ma
byt’ prijaté rozhodnutie, ktoré by viedlo k podstatnym zmenam tykajucim sa organizacie
prace alebo pracovnych vzt'ahov, ustredné vedenie je povinné okrem informovania
eurépskej zamestnaneckej rady a prerokovania s fou informovat aj zastupcov
zamestnancov na narodnej Grovni alebo priamo zamestnancov, ak u zamestnavatel'a
nepo6sobia zastupcovia zamestnancov, a prerokovat’ s nimi tieto informacie.

8§ 249a
Ochrana informacii

(1) Ustredné vedenie so sidlom na tzemi Slovenskej republiky neméa povinnost
poskytovat’ také informacie, ktorych poskytnutie by z objektivnych dévodov vazne
ohrozilo ¢innost’ dotknutych zamestnavatel'ov alebo by im bolo na ujmu. Ak Ustredné
vedenie ozna¢i nejaku informdaciu za informéciu podla prvej vety, dotknuté strany sa
modzu obratit na sud, aby ur€il, Ze informdcia, ktort ustredné vedenie odmietlo
poskytnut’, nie je informaciou podla prvej vety.
(2) Clenovia osobitného vyjednavacieho organu, ¢lenovia eurdpskej zamestnaneckej
rady, zastupcovia zamestnancov zabezpecujuci iny postup informovania zamestnancov a
prerokovania s nimi a odbornici, ktori im pomahaju, nie st opravneni pocas funkéného
obdobia, ako ani po jeho skonceni poskytovat informacie, ktoré im boli vyslovne
poskytnuté ako doverné. Tato povinnost’ sa uplatiiuje bez ohl'adu na to, kde sa tieto 0soby
prave nachadzaju.

8§ 250

Ochrana ¢lenov osobitného vyjednavacieho organu, ¢lenov eurdépskej
zamestnaneckej rady a zastupcov zamestnancov zabezpecujucich iny postup
informovania zamestnancov a prerokovania s nimi

(1) Na ¢lenov osobitného vyjednavacieho organu, clenov eurdpskej zamestnaneckej rady
a zastupcov zamestnancov zabezpecujucich iny postup informovania zamestnancov a
prerokovania s nimi u zamestnavatel'a alebo organizacnej zlozky zamestnavatela so
sidlom na Uzemi Slovenskej republiky pri vykone ich funkcie sa primerane vztahuje §
240.

(2) Clenom osobitného vyjednavacieho organu a ¢lenom eurdpskej zamestnaneckej rady
sa poskytuje odborna priprava s nahradou mzdy v rozsahu potrebnom na vykonavanie ich
funkcie zastupcu zamestnancov.

(3) Clenovia osobitného vyjednavacieho organu, ¢lenovia eurdpskej zamestnaneckej rady
a zastupcovia zamestnancov zabezpecujuci iny postup informovania zamestnancov a
prerokovania s nimi maju pri vykonavani svojej funkcie k dispozicii prostriedky na
kolektivne zastupovanie zaujmov zamestnancov zamestnavatela pdsobiaceho na uzemi
¢lenskych Statov alebo skupiny zamestnavatel'ov pdsobiacich na tizemi Elenskych Statov
vyplyvajicich z uplatiovania prava na nadnarodné informacie a na prerokovanie a na
tento ucel sa im priznava spdsobilost’ byt’ ti¢astnikom sudneho konania.
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§ 250a
Postup pri zmene Struktiry zamestnavatel’a

(1) Ak sa podstatne zmeni Struktira zamestnavatel'a posobiaceho na tzemi ¢lenskych
Statov alebo skupiny zamestnavatel'ov pdsobiacich na izemi Clenskych Statov najmé z
dovodu zlucenia, splynutia alebo rozdelenia, eurdpska zamestnaneckd rada alebo
eurdpske zamestnanecke rady sa musia tymto zmenam prispdsobit’. Prispdsobenie sa
spravuje ustanoveniami dohody alebo dohdd o zriadeni eurdpskej zamestnaneckej rady,
ak sa zmluvné strany nedohodnu inak.

(2) Ak platnd dohoda o zriadeni eurdpskej zamestnaneckej rady v pripadoch podla
odseku 1 neobsahuje potrebné ustanovenia o prispdsobeni sa zmenam alebo v pripade
rozporu medzi ustanoveniami dvoch alebo viacerych pouzitelnych dohdd o zriadeni
europskej zamestnaneckej rady, ustredné vedenie za¢ne z vlastnej iniciativy alebo na
zaklade pisomnej ziadosti najmenej 100 zamestnancov najmenej u dvoch
zamestnavatelov alebo v organizacnych zlozkach zamestnavatela v najmenej dvoch
roznych c¢lenskych Statoch alebo na =zéklade pisomnej ziadosti ich zastupcov
vyjednéavanie podla § 244.

(3) Clenmi osobitného vyjednavacicho organu s spolu s &lenmi zvolenymi alebo
vymenovanymi podla § 244 ods. 3 aj najmenej traja ¢lenovia eurdpskej zamestnanecke;j
rady alebo kazdej z europskych zamestnaneckych rad.

(4) Pocas vyjednavania podla § 244 eurdpska zamestnanecka rada alebo eurOpske
zamestnanecké rady nad’alej posobia v sulade s podmienkami prisposobenymi na zaklade
dohody medzi ¢lenmi eurdpskej zamestnaneckej rady alebo eurdpskych zamestnaneckych
rad a Ustrednym vedenim.

JEDENASTA CAST
PRECHODNE A ZAVERECNE USTANOVENIA

Prechodné ustanovenia
8§ 251

(1) Ustanoveniami tohto zakona sa spravuju aj pracovnopravne vzt'ahy, ktoré vznikli pred
1. aprilom 2002, ak nie je d’alej ustanovené inak. Naroky, ktoré z nich vznikli, a pravne
Ukony urobené pred 1. aprilom 2002 sa posudzuju podl'a doterajsich predpisov.

(2) Uprava nahrady za stratu na zarobku po skonleni pracovnej neschopnosti alebo pri
uznani invalidity alebo Ciasto¢nej invalidity (§ 201 ods. 1) a uprava ndhrady nakladov na
vyzivu pozostalych (§ 207) sa uskuto¢ni aj u zamestnancov a pozostalych, ktorym
nahrada patrila do 31. marca 2002; to plati aj pre ndhrady, o ktorych bolo do 31. marca
2002 pravoplatne rozhodnuté alebo ktorych vySka bola dohodnuta.

(3) Ak zamestnavatel' uplatiuje na odmenovanie zamestnancov hodinovi mzdu, je
povinny sadzby hodinovej mzdy zvysit' v pomere medzi ur¢enym tyzdennym ¢asom pred
dilom nadobudnutia G€innosti tohto zdkona a tyzdennym pracovnym ¢asom ustanovenym
podla § 85 ods. 5. Mesacna mzda sa z tohto dovodu nemeni.
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§ 252

(1) Pracovné pomery, ktoré boli zaloZené vol'bou alebo vymenovanim podl'a § 27 ods. 3
az 5 Zakonnika prace pred dilom nadobudnutia G¢innosti tohto zakona, sa povazuju za
pracovné pomery vzniknuté pracovnou zmluvou podl’a tohto zakona.
(2) Pracovny Cas zamestnanca vratane prace nadcas, ustanoveny v 8 85 ods. 9, je v
obdobi od 1. aprila 2002 do 31. decembra 2003 najviac 58 hodin tyzdenne.
(3) Ustanovenia § 87 ods. 1,2 a4, § 90 az 93, § 94 ods. 2,3 a4 a § 96 sa v obdobi od 1.
aprila 2002 do 31. marca 2004 nevztahuju na pracovny cas a cas odpocinku
zamestnancov v doprave, ktorych pracovny c¢as je nerovnomerne rozvrhnuty. Tento
pracovny ¢as v obdobi od 1. aprila 2002 do 31. marca 2004 upravi Ministerstvo dopravy,
post a telekomunikacii Slovenskej republiky po dohode s prislusnym vyssim odborovym
organom.

§ 252a

(1) Ustanoveniami tohto zdkona sa spravuju aj pracovnopravne vztahy, ktoré vznikli pred
1. jalom 2003, ak nie je d’alej ustanovené inak. Vznik pracovnopravnych vztahov, ako aj
naroky, ktoré z nich vznikli pred 1. julom 2003, sa posudzuju podla predpisov platnych
do 30. juna 2003.

(2) Ak bola dana vypoved pred 1. julom 2003, pracovny pomer sa skonci uplynutim
vypovednej doby podrla predpisov platnych do 30. jina 2003.

(3) Pracovnopravne vztahy, ktoré boli zaloZzené dohodou o pracovnej ¢innosti uzatvorené
pred 1. julom 2003 vratane narokov, ktoré z nich vznikli, sa spravuju pracovnopravnymi
predpismi platnymi do 30. juna 2003 a skoncia sa najneskdr do 31. decembra 2003.

8§ 252b

Ustanoveniami tohto zakona sa spravuji aj pracovnopravne vzt'ahy, ktoré vznikli pred 1.
septembrom 2007, ak nie je dalej ustanovené inak. Pravne tkony urobené pred 1.
septembrom 2007 a naroky, ktoré z nich vznikli, sa posudzuji podla pravnej Upravy
platnej do 31. augusta 2007.
§ 252¢
Prechodné ustanovenia ucinné k 1. marcu 2009

(1) Ak v obdobi od 1. marca 2009 do 31. decembra 2012 nemoze zamestnanec z vaznych
prevadzkovych dovodov vykondvat pracu, moze zamestnavatel, po dohode so
zastupcami zamestnancov podla § 230 poskytnit’ zamestnancovi pracovné volno, za
ktoré patri zamestnancovi mzda najmenej vo vyske zakladnej zlozky mzdy podla § 119
ods. 3. Ak pominie prekdzka v praci na strane zamestnavatela podla prvej vety, je
zamestnanec povinny odpracovat’ poskytnuté pracovné volno bez naroku na mzdu, ktora
bola poskytnutd podla prvej vety, ak sa zmluvné strany nedohodni na priaznivejsej
l]prave pre zamestnancov.

(2) Ak zamestnanec nadpractiva pracou vykonavanou nad urceny tyzdenny pracovny cas
pracovné vol'no, ktoré mu zamestnavatel’ poskytol podl'a odseku 1, nejde o pracu nadcas.
(3) Cas pracovného vol'na poskytnutého zamestnancovi podla odseku 1 sa posudzuje ako
vykon préce.
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(4) Zamestnavatel’ je povinny viest evidenciu pracovného volna poskytnutého podla
odseku 1 a evidenciu pracovného casu, v ktorom si zamestnanec nadpraciiva pracovné
vol'no poskytnuté podla odseku 1 tak, aby bol zaznamenany zaciatok a koniec ¢asového
Useku, v ktorom zamestnanec vykonaval pracu.

(5) Na ucely zistovania priemerné¢ho zarobku podl'a § 134 ods. 1 sa do za¢tovanej mzdy
nezahfla mzda vyplatend zamestnancovi podla odseku 1 prvej vety; do poctu
odpracovanych hodin sa nezhfna cas, pocas ktorého zamestnanec vykonéava pracu podla
odseku 1 druhej vety.

8§ 252d
Prechodné ustanovenia uc¢inné k 1. marcu 2010

(1) Ustanoveniami tohto zakona sa spravuju aj pracovnopravne vzt'ahy, ktoré vznikli pred
1. marcom 2010. Pravne ukony urobené pred 1. marcom 2010 a naroky, ktoré z nich
vznikli, sa posudzuju podl'a pravnej Gpravy ucinnej do 28. februdra 2010.

(2) Pracovné pomery na urCiti dobu uzatvorené pred 1. marcom 2010 sa skoncia
uplynutim doby, na ktora boli dohodnuté.

§ 252¢
Prechodné ustanovenie
ucinné od 1. januara 2011

Zene, ktord nastipila na materskii dovolenku pred 1. janudrom 2011 a muZovi, ktory
nastlipil na rodicovsku dovolenku podl'a § 166 ods. 1 pred 1. janudrom 2011, ktorym
néarok na tato dovolenku trva k 1. januaru 2011, patri tito dovolenka podl'a predpisov
ucinnych od 1. januara 2011.
§ 252f
Prechodné ustanovenie
ucinné od 6. juna 2011

(1) Ustanovenia § 241 az 250 G¢inné od 6. juna 2011 sa nevztahujil na zamestnavatel’a
pOsobiaceho na uzemi ¢lenskych $tatov a skupinu zamestnavatel'ov pdsobiacich na tzemi
¢lenskych Statov, u ktorych bola dohoda, ktora zabezpecuje nadndrodné informovanie a
prerokovanie, podpisana alebo zmenena od 5. jana 2009 do 5. jana 2011, ak sa zmluvné
strany nedohodnu inak. To plati aj v pripade, ak sa zmluvné strany dohodnu, ze dohoda
podla prvej vety sa podstatne zmeni, prediZi alebo obnovi po 5. juni 2011.

(2) Na dohody podla odseku 1 sa vztahuje pravna Gprava G¢innéa do 5. juna 2011.

§ 2529
Prechodné ustanovenia icinné od 1. septembra 2011

(1) Ustanoveniami tohto zakona sa spravuju aj pracovnopravne vztahy, ktoré vznikli pred
I. septembrom 2011. Pravne Ukony urobené pred I. septembrom 2011 a naroky, ktoré z
nich vznikli, sa posudzuju podl'a pravnej Upravy ucinnej do 31. augusta 2011.

(2) Pracovné pomery na urciti dobu uzatvorené pred l. septembrom 2011 sa skoncia
uplynutim doby, na ktora boli dohodnuté.
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(3) Ustanovenie § 252c¢ sa od 1. septembra 2011 nepouzije. Prdva a povinnosti
vyplyvajuce z doh6d uzatvorenych podl'a § 252¢ pred 1. septembrom 2011 sa posudzuju
podl'a pravnej upravy tc¢innej do 31. augusta 2011.

(4) Pravo odborovej organizacie pdsobiacej u zamestnavatel'a pred 1. septembrom 2011
samostatne zastupovat vsetkych zamestnancov zamestnavatela sa posudzuje do 31.
decembra 2012 podla pravnej upravy ucinnej do 31. augusta 2011; u tejto odborovej
organizacie moze zamestnavatel’ uplatnit’ postup podla § 230 ods. 3 od 1. januéra 2013.

8 252h
Prechodné ustanovenie ucinné od 1. januara 2013

Zamestnanec moze vykonavat’ pracu na zaklade dohody o brigadnickej praci Studentov
uzatvorenej pred 1. januarom 2013, pri ktorej nie st splnené podmienky ustanovené v 8§
227 t¢innom od 1. januara 2013, najdlhsie do 31. januara 2013. Dohoda o brigadnickej
praci Studentov podl'a prvej vety sa skon¢i najneskor 31. januéra 2013.

§ 252i
Prechodné ustanovenia
ucinné od 1. januara 2013

(1) Tymto zakonom sa spravuju aj pracovnopravne vzt'ahy, ktoré vznikli pred 1. januarom
2013.

(2) Skusobna doba, ktord zacala plynut pred 1. januarom 2013, sa posudzuje podla
predpisov ucinnych do 31. decembra 2012.

(3) Pracovny pomer na ur¢iti dobu uzatvoreny pred 1. januarom 2013 sa skonci
uplynutim doby, na ktor bol dohodnuty, ak k jeho skoneniu neddjde pred uplynutim
tejto doby.

(4) Vypoved’ dana zamestnavatelom zamestnancovi pred 1. januarom 2013 a naroky,
ktoré z nej vznikli, sa posudzuji podla predpisov U¢innych do 31. decembra 2012.
Dohoda o skonceni pracovného pomeru uzatvorend pred 1. janudrom 2013 a naroky,
ktoré z nej vznikli, sa posudzujt podl'a predpisov G¢innych do 31. decembra 2012.

(5) Odchodné pri skonceni pracovného pomeru, ktory sa skoncil pred 1. janudrom 2013,
sa posudzuje podl'a predpisov ucinnych do 31. decembra 2012.

(6) Pri odpractivani pracovného vol'na poskytnutého pred 1. janudrom 2013 podla § 142a
ucinného do 31. decembra 2012, za ktoré zamestnavatel poskytol zamestnancovi
zakladnt zloZzku mzdy, sa postupuje podla predpisov ucinnych do 31. decembra 2012.
Pracovné volno poskytnuté podla § 142a ods. 1 u¢inného do 31. decembra 2012, ktoré
nebolo odpracované do 31. decembra 2012, mozno od 1. janudra 2013 previest na
zéporny ucet konta pracovného Casu podla § 87a.

(7) Od 1. janudra 2013 sa ustanovenie § 252¢g ods. 4 nepouzije.

§ 253

Za obdobie pred dnom nadobudnutia G¢innosti tohto zakona patria percenta a obdobie, za
ktoré sa upravuje priemerny zarobok rozhodujuci na vypocet ndhrady za stratu na
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zarobku po skonceni docasnej pracovnej neschopnosti vzniknutej pracovnym urazom
alebo chorobou z povolania podl'a doterajSich predpisov.

§ 254

(1) Kde sa vo vSeobecne zaviaznych pravnych predpisoch pouziva pojem "plat", je nim
mzda podl'a tohto zakona.

(2) Slova "organy na ochranu zdravia" vo vSetkych tvaroch sa v celom texte zakona
nahradzaju slovami "organy S$tatnej spravy v oblasti verejného zdravotnictva" v
prislusnom tvare a slova "zamestnanec so zmenenou pracovnou schopnostou" vo
vSetkych tvaroch sa v celom texte zdkona nahrddzaju slovami "zamestnanec so
zdravotnym postihnutim" v prislusnom tvare.

Zavereéné ustanovenia

§ 254a

Tymto z&konom sa preberaju zavazné akty Europskych spolocenstiev a Europskej tnie
uvedené v prilohe ¢. 2.
8 255
ZruSovacie ustanovenie
ZruSuju sa:

1. zékon ¢. 65/1965 Zb. Zakonnik prace v zneni zdkona €. 88/1968 Zb., zdkona C.
153/1969 Zb., zakona ¢. 100/1970 Zb., zakona ¢. 159/1971 Zb., zakona ¢. 20/1975 Zb.,
zakona ¢. 72/1982 Zb., zakona ¢. 111/1984 Zb., zakona ¢. 22/1985 Zb., zakona ¢.
52/1987 Zb., § 18 zékona €. 98/1987 Zb., zékona ¢. 188/1988 Zb., zakona ¢. 81/1990 Zb.,
zakona ¢. 101/1990 Zb., zakona ¢. 3/1991 Zb., zakona ¢. 297/1991 Zb., zakona ¢.
231/1992 Zb., zakona ¢. 264/1992 Zb., zakona ¢&. 542/1992 Zb., z&kona Néarodnej rady
Slovenskej republiky ¢. 10/1993 Z.z., zdkona Néarodnej rady Slovenskej republiky ¢.
275/1993 Z.z., zékona Narodnej rady Slovenskej republiky €. 304/1995 Z.z., zakona
Narodnej rady Slovenskej republiky ¢. 90/1996 Z.z., zakona Narodnej rady Slovenskej
republiky €. 206/1996 Z.z., zdkona Narodnej rady Slovenskej republiky ¢. 330/1996 Z.z.,
zakona ¢. 379/1997 Z.z., zakona ¢. 43/1998 Z.z., zakona ¢. 190/1998 Z.z., zakona ¢.
297/1999 Z.z., zakona ¢. 95/2000 Z.z., zakona ¢. 244/2000 Z.z., zakona ¢. 245/2000 Z.z.,
zakona €. 154/2001 Z.z. a zakona ¢. 158/2001 Z.z.,

2. zakon ¢&. 120/1990 Zb., ktorym sa upravuji niektoré vztahy medzi odborovymi
organizdciami a zamestnavatel'mi v zneni zédkona ¢. 3/1991 Zb. a zdkona Narodnej rady
Slovenskej republiky ¢. 55/1996 Z.z.,

3. zékon €. 195/1991 Zb. o odstupnom poskytovanom pri skonceni pracovného pomeru v
zneni zdkona Narodnej rady Slovenskej republiky ¢. 10/1993 Z.z.,

4. zakon ¢. 1/1992 Zb. o0 mzde, odmene za pracovni pohotovost’ a o priemernom zarobku
Vv zneni zakona Narodnej rady Slovenskej republiky ¢. 10/1993 Z.z., zdkona Narodne;j
rady Slovenskej republiky ¢. 52/1996 Z.z., zdkona Narodnej rady Slovenskej republiky ¢.
90/1996 Z.z., zakona ¢. 248/1997 Z.z., zdkona ¢. 190/1998 Z.z. a zakona ¢. 105/1999
Zz.,
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5. nariadenie vlady Ceskoslovenskej socialistickej republiky &. 75/1982 Zb. o osobitnej
dodatkovej dovolenke pracovnikov pracujucich v podzemi hlbinnych uholnych a
lignitovych bani,

6. nariadenie vlady Ceskoslovenskej socialistickej republiky &. 25/1985 Zb. 0 osobitnej
dodatkovej dovolenke niektorych pracovnikov organizécii stavebnej vyroby,

7. nariadenie vlady Slovenskej socialistickej republiky €. 27/1985 Zb. o odchylnom
poskytovani nepretrzitého odpocinku v tyzdni niektorym pracovnikom v zneni nariadenia
vlady Slovenskej socialistickej republiky ¢. 230/1988 Zb.,

8. nariadenie vlady Ceskoslovenskej socialistickej republiky & 99/1987 Zb. o
pracovnopravnych vztahoch pracovnikov medzinarodnych hospodarskych organizacii,

9. nariadenie vlady Ceskoslovenskej socialistickej republiky ¢. 223/1988 Zb., ktorym sa
vykonava Zakonnik prace v zneni zakonného opatrenia Predsednictva Federalneho
zhromazdenia &. 362/1990 Zb., nariadenia vlady Ceskej a Slovenskej Federativnej
Republiky ¢. 13/1991 Zb., zakona ¢. 231/1992 Zb., nariadenia vlady Slovenskej
republiky ¢. 645/1992 Zb., zdkona Narodnej rady Slovenskej republiky ¢. 162/1993 Z.z.,
nariadenia vlady Slovenskej republiky €. 190/1994 Z.z., nariadenia vlady Slovenske;j
republiky ¢. 153/1995 Z.z., zdkona Narodnej rady Slovenskej republiky ¢. 330/1996 Z.z.
a zakona ¢. 297/1999 Z.z.,

10. nariadenie vlady Ceskej a Slovenskej Federativnej Republiky ¢ 121/1990 Zb. o
pracovnopravnych vzt'ahoch pri sukromnom podnikani ob¢anov v zneni nariadenia vlady
Ceskej a Slovenskej Federativnej Republiky &. 14/1991 Zb., zakona &. 231/1992 Zb. a
zakona Nérodnej rady Slovenskej republiky ¢. 206/1996 Z.z.,

11. nariadenie vlady Ceskej a Slovenskej Federativnej Republiky &. 406/1991 Zb. o
predizeni dovolenky na zotavenie v organizaciach, ktoré neprevadzkujii podnikatel'sku
¢innost’,

12. nariadenie vlady Ceskej a Slovenskej Federativnej Republiky & 43/1992 Zb. o
ustanoveni minimalnych mzdovych tarif a mzdového zvyhodnenia za pracu v stazenom a
zdraviu Skodlivom pracovnom prostredi a za pracu v noci V zneni nariadenia vlady
Slovenskej republiky €. 645/1992 Zb., nariadenia vlady Slovenskej republiky ¢. 249/1993
Z.z., nariadenia vlady Slovenskej republiky ¢. 84/1996 Z.z., nariadenia vlady Slovenskej
republiky €. 2/1998 Z.z., nariadenia vlady Slovenskej republiky ¢. 65/1999 Z.z., zdkona
¢. 105/1999 Z.z., nariadenia vlady Slovenskej republiky ¢. 374/1999 Z.z. a nariadenia
vlady Slovenskej republiky ¢. 299/2000 Z.z.,

13. nariadenie vlady Slovenskej republiky ¢. 294/1997 Z.z. o podmienkach uhrady
nékladov zamestnavatel'ovi na doplatok ku mzde alebo k platu pri prevedeni zamestnanca
na pracu s niz§ou mzdou alebo platom z dévodu karanténneho opatrenia,

14. nariadenie vlady Slovenskej republiky ¢. 335/1997 Z.z., ktorym sa v usmeriiovani
miezd upravuju kvalitativne ukazovatele, primeranost’ prirastku miezd ku kvalitativnym
ukazovatelom, vySka regulacného odvodu, udaje na jeho vypocet, splatnost’ odvodu,
spdsob jeho thrady a hodnotené obdobie,

15. vyhlagka Statnej planovacej komisie &. 62/1966 Zb. o zasadach pre skracovanie
pracovného Casu a pre Upravu pracovnych a prevadzkovych rezimov v zneni zdkona ¢.
1/1992 Zb.,

16. vyhldska Ministerstva prace a socidlnych veci €. 63/1968 Zb. o zasadach pre
skracovanie tyzdenného pracovného Casu a pre zavadzanie prevadzkovych a pracovnych
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rezimov s patdennym pracovnym tyzdnom v zneni vyhlasky ¢. 200/1968 Zb., zékona €.
188/1988 Zb., zakona ¢. 3/1991 Zb. a zakona ¢. 1/1992 Zb.,

17. vyhlaska Ministerstva Skolstva ¢. 140/1968 Zb. o pracovnych ulavach a
hospodarskom zabezpeceni Studujucich popri zamestnani v zneni zakona ¢. 188/1988
Zb.,

18. vyhlagka Ustrednej rady odborov a Federalneho ministerstva financii &. 172/1973 Zb.
o uvoliovani pracovnikov zo zamestnania na vykon funkcie v Revolu¢nom odborovom
hnuti v zneni vyhlasky ¢. 3/1991 Zb.,

19. vyhlaska Federalneho ministerstva prace a socialnych veci ¢. 121/1982 Zb. o
niektorych Upravach pracovného ¢asu,

20. vyhlaska Federalneho ministerstva prace a socidlnych veci €. 45/1987 Zb. o zasadach
pre skratenie pracovného Casu bez znizenia mzdy zo zdravotnych dévodov pracovnikom
do 21 rokov veku v podzemi hlbinnych bani v zneni zakona ¢. 235/1992 Zb.,
21. vyhlaska Federdlneho ministerstva prace a socidlnych veci ¢. 95/1987 Zb. o
dodatkovej dovolenke pracovnikov, ktori pracuji s chemickymi karcinogénmi v zneni
zakona €. 235/1992 Zb.,
22. vyhlaska Federalneho ministerstva prace a socidlnych veci ¢. 96/1987 Zb. o zasadach
pre skratenie pracovného Casu bez znizenia mzdy zo zdravotnych dovodov pracovnikom,
ktori pracuju s chemickymi karcinogénmi v zneni vyhlaSky ¢. 108/1989 Zb. a zakona ¢.
235/1992 Zb.,
23. vyhlaska Federdlneho ministerstva prace a socidlnych veci €. 196/1989 Zb. o
pruznom pracovnom ¢ase v zneni zédkona €. 1/1992 Zb.,
24. vyhlaska Federalneho ministerstva prace a socialnych veci €. 18/1991 Zb. o inych
ukonoch vo v§eobecnom zaujme,
25. vynos Federalneho ministerstva hospodarstva z 12. oktobra 1990 o zékaze prace v
podzemi hlbinnych bani pre pracovnikov mladSich ako 21 rokov (registrovany v Ciastke
77/1990 Zb.).
§ 256
U¢innost’

Tento zakon nadobudol u¢innost’ 1. aprila 2002 okrem § 5 ods. 2 az 5 a § 241 az 250,
ktoré nadobudli u¢innost’ vstupom Slovenskej republiky do Europskej unie.

Zakon €. 165/2002 Z. z. nadobudol t¢innost’ 1. aprila 2002.

Zakon ¢. 408/2002 Z.z. nadobudol ucinnost 25. jula 2002.

Zakon ¢. 210/2003 Z.z. nadobudol tc¢innost’ 1. jala 2003 s vynimkou ¢lanku I siedmeho
bodu, ktory nadobudol t¢innost’ odo dna, ked’ nadobudne platnost’ zmluva o pristupeni
Slovenskej republiky k Eurdpskej Unii, stodeviateho, stodesiateho a stojedenasteho bodu,
ktoré nadobudli u¢innost’ 1. januara 2004.

Z&kon ¢. 461/2003 Z.z. nadobudol tG¢innost’ 1. januara 2004.

Zakon €. 5/2004 Z.z. nadobudol ucinnost’ 1. februara 2004.

Zakon ¢. 365/2004 Z.z. nadobudol u¢innost’ 1. jula 2004.

Zakon ¢. 82/2005 Z.z. nadobudol u¢innost’ 1. aprila 2005.

Zakony €. 131/2005 Z.z. a ¢. 244/2005 Z.z. nadobudli G¢innost’ 1. jula 2005.

Zékon ¢. 570/2005 Z.z. nadobudol ucinnost’ 1. januara 2006.

Zakon €. 124/2006 Z. z. nadobudol t¢innost’ 1. jula 2006.
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Zakon €. 231/2006 Z.z. nadobudol ucinnost’ 1. juna 2006.

Zéakon €. 348/2007 Z.z. nadobudol ucinnost’ 1. septembra 2007.

Zakon €. 200/2008 Z.z. nadobudol uc¢innost’ 12. jina 2008.

Zékon ¢. 460/2008 Z.z. nadobudol uc¢innost’ 1. januara 2009.

Zakon €. 49/2009 Z.z. nadobudol G¢innost’ 1. marca 20009.

Zakon ¢. 184/2009 Z. z. nadobudol t¢innost’ 1. septembra 2009.

Zakon €. 574/2009 Z. z. nadobudol t¢innost’ 1. marca 2010.

Zakon €. 543/2010 Z. z. nadobudol ucinnost’ 1. januara 2011.

Zakon ¢. 48/2011 Z. z nadobudol G¢innost’ 1. aprila 2011 okrem ¢l. I piateho bodu,
desiateho bodu az dvadsiateho prvého bodu, ktoré nadobudajua t€innost’ 6. juna 2011.
Zakon ¢. 257/2011 Z. z. nadobudol tcinnost’ 1. septembra 2011 okrem osemdesiateho
druhého bodu v ¢l. 1, ktory nadobuda ucinnost’ 1. januara 2012.

Zakon €. 406/2011 Z. z. nadobudol t¢innost’ 1. decembra 2011.

Zakon €. 512/2011 Z. z. nadobudol G¢innost’ 1. janudra 2012.

Zakon ¢. 251/2012 Z. z. nadobudol u¢innost’ 1. septembra 2012

Zakon ¢. 252/2012 Z. z. nadobudol t¢innost’ 1. januéra 2013

Zakon €. 345/2012 Z. z. nadobudol uc¢innost’ 1. januéra 2013

Zakon ¢. 361/2012 Z. z. nadobudol t¢innost’ 1. januéra 2013

Rudolf Schuster v.r.
Jozef Migas v.r.
Mikulas§ Dzurinda v.r.

PRILOHA ¢. 1 ,
CHARAKTERISTIKY STUPNOV NAROCNOSTI PRACOVNYCH MIEST

Pracovné miesta st podla miery =zlozitosti, zodpovednosti a namdahavosti prace
zamestnanca vymedzené tymito charakteristikami:

a) pracovné miesto zodpovedajliice prvému stupiiu naro¢nosti prace charakterizuje vykon
pomocnych, pripravnych alebo manipulacnych prac podl'a presnych postupov a pokynov,

b) pracovné miesto zodpovedajuce druhému stupfiu naro¢nosti prace charakterizuje
vykon ucelenych obsluznych rutinnych prac alebo odbornych rutinnych
kontrolovateI'nych prac podl'a danych postupov alebo prevadzkovych rezimov, alebo prac
spojenych s hmotnou zodpovednostou; vykon jednoduchych remeselnych préac; vykon
sanitdrnych pracovnych ¢innosti v zdravotnictve; vykon opakovanych, kontrolovatel'nych
prac administrativnych, hospodarskospravnych, prevadzkovo-technickych alebo
ekonomickych podla pokynov alebo ustanovenych postupov,

¢) pracovné miesto zodpovedajuce tretiemu stupiiu naro¢nosti prace charakterizuje vykon
roznorodych odbornych alebo ucelenych odbornych prac alebo samostatné
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zabezpeCovanie menej zlozitych agend; samostatny vykon individualnych tvorivych
remeselnych prac; riadenie alebo operativne zabezpeCovanie chodu zariadeni alebo
prevadzkovych procesov spojené so zvySenou dusevnou namahou s pripadnou
zodpovednost'ou za zdravie a bezpe¢nost’ inych 0sdéb alebo za tazko odstranite'né skody,

d) pracovné miesto zodpovedajiice Stvrtému stupiitu naroCnosti prace charakterizuje
samostatné¢ zabezpecovanie odbornych agend alebo vykon c¢iastkovych koncepénych,
systémovych a metodickych prac spojeny so zvysenou duSevnou namahou; poskytovanie
zdravotnej starostlivosti, odborné ¢innosti v zdravotnictve so zodpovednostou za zdravie
l'udi; riadenie, organizacia alebo koordinacia zlozitych procesov alebo rozsiahleho stiboru
vel'mi zlozitych zariadeni s pripadnou zodpovednost'ou za zivoty a zdravie inych 0sob,

e) pracovné miesto zodpovedajuce piatemu stupiiu naro¢nosti prace charakterizuje vykon
Specializovanych systémovych, koncepénych, tvorivych alebo metodickych prac s
vysokou dusevnou namahou; komplexné zabezpecovanie najzlozitejSich tsekov a agend
s ur¢ovanim novych postupov v rdmci systému; vykon odbornych a Specializovanych
¢innosti v prisluSnom odbore zdravotnej starostlivosti so zodpovednostou za zdravie
l'udi; riadenie, organizacia a koordinacia vel'mi zlozitych procesov a systémov vratane
vol'by a optimalizécie postupov a sposobov rieSenia,

f) pracovné miesto zodpovedajliice Siestemu stupfiu naroc¢nosti prace charakterizuje
tvorivé rieSenie uloh neobvyklym spdsobom s neSpecifikovanymi vystupmi s vysokou

-----

Specializovanych a  certifikovanych Cinnosti v zdravotnej starostlivosti  so
zodpovednostou za zdravie a zivoty ludi; riadenie, organizicia a koordinéacia
najzlozitejSich systémov so zodpovednostou za neodstranitel'né hmotné a moralne Skody
so zna¢nymi narokmi na schopnost’ riesit’ zlozité a konfliktné situdcie spojené spravidla
so vSeobecnym ohrozenim najsirSej skupiny osob.

PRILOHA ¢ 1la
MALOOBCHODNY PREDAJ, PRI KTOROM MOZNO ZAMESTNANCOVI
NARIADIT ALEBO S NiM DOHODNUT PRACU V DNOCH USTANOVENYCH
ZAKONOM
1. maloobchodny predaj na ¢erpacich staniciach s palivami a mazivami,
2. maloobchodny predaj a vydaj liekov v lekarnach,

3. maloobchodny predaj na letiskach, v pristavoch, v ostatnych zariadeniach verejnej
hromadnej dopravy a v nemocniciach,

4. predaj cestovnych listkov,

5. predaj suvenirov.
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PRILOHA ¢&. 2

ZOZNAM PREBERANYCH PRAVNE ZAVAZNYCH AKTOV EUROPSKEJ
UNIE

1. Smernica Rady 91/383/EHS z 25. jina 1991 doplitujica opatrenia na podporu zlepseni
v ochrane bezpe¢nosti a zdravia pri praci pracovnikov s pracovnym pomerom na dobu
uréitt alebo s dodasnym pracovnym pomerom (Mimoriadne vydanie U.v. EU, kap. 5/zv.
1; U.v. ES L 206, 29.7.1991).

2. Smernica Rady 91/533/EHS zo 14. oktébra 1991 o povinnosti zamestnavatela
informovat’ zamestnancov o podmienkach vzt'ahujicich sa na zmluvu alebo na pracovno-
pravny vztah (Mimoriadne vydanie U.v. EU, kap. 5/zv. 2; U.v. ES L 288, 18.10.1991).

3. Smernica Rady 92/85/EHS z 19. oktébra 1992 o zavedeni opatreni na podporu
zlepsenia bezpec€nosti a ochrany zdravia pri praci tehotnych pracovni¢ok a pracovnicok
kratko po porode alebo dojciacich pracovnicok (desiata samostatna smernica v zmysle
¢lanku 16 (1) smernice 89/391/EHS) (Mimoriadne vydanie U.v. EU, kap. 5/zv. 2; U.v.
ES L 348, 28.11.1992).

4. Smernica Rady 94/33/ES z 22. juna 1994 o ochrane mladych Tudi pri praci
(Mimoriadne vydanie U.v. EU, kap. 5/zv. 2; U.v. ES L 216, 20.8.1994).

5. Smernica Rady 94/45/ES =z 22. septembra 1994 o zriadovani Eurdpskej
zamestnaneckej rady alebo postupu v podnikoch s vyznamom na trovni Spolocenstva a v
skupinach podnikov s vyznamom na Urovni Spolocenstva na ucely informovania
zamestnancov a prerokovania s nimi (Mimoriadne vydanie U.v. EU, kap. 5/zv. 2; U.v. ES
L 254, 30.9.1994) v zneni smernice Rady 97/74/ES z 15. decembra 1997 (Mimoriadne
vydanie U.v. EU, kap. 5/zv. 3; U.v. ES L 10, 16.1.1998) a smernice Rady 2006/109/ES z
20. novembra 2006 (U.v. EU L 363, 20.12.2006).

6. Smernica Rady 96/34/ES z 3. jina 1996 o ramcovej dohode o rodi¢ovskej dovolenke
uzavretej medzi UNICE, CEEP a ETUC (Mimoriadne vydanie U.v. EU, kap. 5/zv. 2;
U.v. ES L 145, 19.6.1996) v zneni smernice Rady 97/75/ES z 15. decembra 1997
(Mimoriadne vydanie U.v. EU, kap. 5/zv. 3; U.v. ES L 16.1.1998).

7. Smernica Eurdpskeho Parlamentu a Rady 96/71/ES zo 16. decembra 1996 o vysielani

pracovnikov v ramci poskytovania sluzieb (Mimoriadne vydanie U.v. EU, kap. 5/zv. 2;
U.v. ES L 18, 21.1.1997).

8. Smernica Rady 97/81/ES z 15. decembra 1997 tykajluca sa ramcovej dohody o praci na
krati pracovny &as, ktort uzavreli UNICE, CEEP a ETUC (Mimoriadne vydanie U.v.
EU, kap. 5/zv. 3; U.v. ES L 14, 20.1.1998) v zneni smernice Rady 98/23/ES zo 7. aprila
1998 (Mimoriadne vydanie U.v. EU, kap. 5/zv. 3; U.v. ES L 131, 5.5.1998).
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9. Smernica Rady 98/59/ES z 20. jula 1998 o aproximacii pravnych predpisov clenskych
Statov tykajucich sa hromadného prepustania (Mimoriadne vydanie U.v. EU, kap. 5/zv.
3; U.v. ES L 225, 12.8.1998).

10. Smernica Rady 1999/70/ES z 28. juna 1999 o ramcovej dohode o praci na dobu
ur¢ita, ktort uzavreli ETUC, UNICE a CEEP (Mimoriadne vydanie U.v. EU, kap. 5/zv.
3; U.v. ESL 175, 10.7.1999).

11. Smernica Rady 2000/43/ES z 29. juna 2000, ktorou sa zavaddza zasada rovnakého

zaobchadzania s osobami bez ohladu na rasovy alebo etnicky povod (Mimoriadne
vydanie U.v. EU, kap. 20/zv. 1; U.v. ES L 180, 19.7.2000).

12. Smernica Rady 2000/78/ES z 27. novembra 2000, ktora ustanovuje vSeobecny ramec
pre rovnaké zaobchadzanie v zamestnani a povolani (Mimoriadne vydanie U.v. EU, kap.
5/zv. 4; U.v. ES L 303, 2.12.2000).

13. Smernica Rady 2001/23/ES z 12. marca 2001 o aproximacii zdkonov clenskych
Statov tykajucich sa zachovania prav zamestnancov pri prevodoch podnikov, zavodov

alebo &asti podnikov alebo zavodov (Mimoriadne vydanie U.v. EU, kap. 5/zv. 4; U.v. ES
L 82, 22.3.2001).

14. Smernica Europskeho parlamentu a Rady 2002/14/ES z 11. marca 2002, ktora
ustanovuje vSeobecny ramec pre informovanie a prerokovanie so zamestnancami v

Eurdépskom spoloéenstve (Mimoriadne vydanie U.v. EU, kap. 5/zv. 4; U.v. ES L 80,
23.3.2002).

15. Smernica Eurdpskeho parlamentu a Rady 2003/88/ES zo 4. novembra 2003 o

niektorych aspektoch organizécie pracovného ¢asu (Mimoriadne vydanie U.v. EU, Kkap.
5/zv. 4; U.v. EU L 299, 18.11.2003).

16. Smernica Europskeho parlamentu a Rady 2006/54/ES z 5. jula 2006 o vykonavani
zasady rovnosti prilezitosti a rovnakého zaobchadzania s muZmi a Zenami vo veciach
zamestnanosti a povolania (prepracované znenie) (U.v. EU L 204, 26.7.2006).

17. Smernica Eurdpskeho parlamentu a Rady 2008/94/ES z 22. oktobra 2008 o ochrane
zamestnancov pri platobnej neschopnosti ich zamestnavatel'a (kodifikované znenie) (U.
v. EU L 283, 28. 10. 2008).

18. Smernica Eurépskeho parlamentu aRady 2008/104/ES z19. novembra 2008
0 docasnej agenttrnej praci (U. v. L 327,5. 12. 2008).,

19. Smernica Eurdpskeho parlamentu a Rady 2009/38/ES zo 6. maja 2009 o zriad’ovani
eurépskej zamestnaneckej rady alebo postupu v podnikoch s vyznamom na Grovni
Spolocenstva a v skupinach podnikov s vyznamom na urovni Spolocenstva na ucely
informovania zamestnancov a prerokovania s nimi (prepracované znenie) (U. v. EU L
122, 16. 5. 2009).
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20. Smernica Rady 2010/18/EU z 8. marca 2010, ktorou sa vykonava revidovana
Ramcova dohoda o rodiCovskej dovolenke uzavretda medzi BUSINESSEUROPE,
UEAPME, CEEP a ETUC a zruSuje smernica 96/34/ES (U. v. EU L 68, 18. 3. 2010).
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