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The most important changes introduced by the
amendment to the Labour Code

On October 4, 2022, the Parliament has approved a rather extensive amendment to the Labour Code,
which introduces several changes in response to the European directives on transparent and
predictable working conditions and on work-life balance for parents and carers. We have summarized

the most important ones for you.

Paternity leave

The change that had resonated the most since
the draft amendment was announced is the
introduction of the so-called paternity leave. Not
only does the amendment introduce a new type
of leave for fathers, but the range of persons
protected from dismissal under the conditions laid
down by law is expanded to them.

From November 1, 2022, a father who takes care
of a new-born child will be entitled to 28 weeks of
paternity leave, a single father to 31 weeks and
father with two or more new-borns to 37 weeks. It
should be noted, however, that this is only a kind
of clarification and supplementation of the
existing regulation, because the right to parental
leave from the birth of the child already applies to
the father if he takes care of the new-born child.

Working conditions

According to the amendment, from November 1,
2022 working conditions should not only be fair
and satisfactory, but also transparent and
predictable. In essence, this means that the
employee must have sufficient information to
know under what conditions and to what extent
the employee will perform work. The introduction
of the employer's information obligation to the
employee is closely linked to this.

Essentials of the employment
contract and provision of information

Considering the fragmentation of the existing
regulation of the essentials of the employment
contract, the amendment introduces a change
consisting of the introduction of the obligation to
specify in the employment contract only the
general essential elements defined in Article

43(1) of the Labour Code, or data on shorter
working hours and fixed term, without which the
employment contract would not be concluded.

With regard to other essentials, such as the
method of determining the place of work in the
case of multiple workplaces, the scheduling of
working time, the amount of leave, the payment
of wages and pay dates, the employer may
decide whether to specify them in the
employment contract or to provide them to the
employee in the written form (or in electronic
form, if this is possible under the law) or by
reference to the relevant provisions of the
Labour Code.

In case the information is not directly contained in
the employment contract, the law stipulates a
time limit of 7 days or 4 weeks, depending on the
type of information to be provided. If these
conditions change, the employer is obliged to
inform the employee without delay, at the latest
on the day the change becomes effective.

If an employee whose employment relationship
was established before November 1, 2022
requests such information, the employer is
obliged to provide the employee with this
information within one month of receiving the
request, if it was not part of the employment
contract. This legislation opens the way for the
employer to change unilaterally certain terms and
conditions of employment without the necessity of
concluding an amendment to the employment
contract with the employee.

Transition to another form of
employment

The novelty of this amendment is that if an
employee with a fixed-term or part-time
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employment relationship, whose employment
relationship has lasted for at least six months and
whose probationary period has expired, will seek
a transfer to an employment relationship for
indefinite period or to a fixed weekly working time,
the employer is obliged to provide a written
justified response to that request within one
month (within three months if the employer
employs fewer than 50 employees).

Extension of the period for filing an
invalidity claim on the termination of
the employment relationship

The general rule remains that invalidity claim on
termination of the employment relationship may
be filed to the court within two months from the
day when the employment relationship is
supposed to be terminated.

However, if the employment relationship is
prolonged for the duration of the protection
period, the employee may claim the invalidity of
the termination of the employment relationship by
giving notice in court within two months from the
last day of the protection period, but not later than
six months from the day of termination of the
employment relationship if the employee would
not be in the protection period.

Deductions from wage

Section 131 of the Labour Code sets out which
deductions from wage may be made by the
employer without the agreement with the
employee. It was being criticized by employers for
a long time that this list did not include the
deduction in relation to the advance payment of
meal allowances. Under the previous legislation,
employers would have to enter into an agreement
on deductions with the employee in respect of
any deduction from wages relating to meal
allowances, which was  administratively
burdensome for employers and rarely used in
practice.

That is why the legislator has expanded the range
of eligible amounts also to unaccounted
advances on the employer's contribution for
meals or for special purpose linked financial

contribution for meals. Therefore, from November
2022, in these cases, it will no longer be
necessary to conclude an agreement with
employees on deduction from wage.

Agreements on work performed
outside an employment relationship

The condition of transparency is also reflected in
relations with the so-called performers, whom the
employer will be obliged to inform about the
days and time periods during which the
employer may require the employee to perform
work. Also, it will be no longer possible to require
these persons to come to the workplace as soon
as possible, if necessary, since the amendment
introduces a period of at least 24 hours prior
notice by which the employer will be obliged to
inform the employee about assigned work task.
Even in this case, the employee will need to be
informed in writing of any change at the latest on
the day it takes effect. If the employer fails to
comply with these conditions, the employee will
be entitled to refuse to perform such work. On
the other hand, if the employer cancels the work
without giving less than 24 hours' prior notice, the
employee will be entitled to a refund of at least
30% of the remuneration he would normally
receive.

Delivery

The delivery of correspondence between the
employee and the employer has been the subject
of debate for a long time, mainly because there
were no precise conditions for delivery by post,
but only a reference to a specific regulation. Since
in the case of registered shipment the sender
could also shorten the time limit for receipt or
mark the items "Do not deposit”, especially in
cases where such service led to the termination
of employment, this often ended up in court.
Therefore, the amendment introduced the rule
that in case of shortening time limit for receipt of
the shipment, it must not be shorter than 10
days.
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Meal cards (gastro cards) meal vouchers or gastrocards if the employee
chooses food vouchers rather than a financial

Although this change has not been introduced by contribution

the last amendment to the Labour Code, we
remind you of it due to the upcoming entry into

force of the earlier amendment, which dealt with Read about older amendments

the catering for employees. On Wednesday, February 17, 2021, the

. President of the Slovak Republic signed an
Pursuant to this amendment, as of January 1, amendment to the Labour Code, which brings
2023, employers will be obliged to provide more changes to labour relations. We have
employees with meal vouchers only in electronic analysed one of the most important ones
form, with the exception of those. cases Wherg .the regarding meal voucher and financial contribution
employee does not have an objective possibility for you here. In this article, we will focus on two
to use a gastrocard near to the employee’s other significant changes that the amendment
workplace. Therefore, it will no longer be possible brings.

for the employer to decide whether to order paper

Disclaimer

Please note that our publications have been prepared for Want m O re n eWS | | ke th | S ?

general guidance on the matter and do not represent a
customized professional advice. Furthermore, because the
legislation is changing continuously, some of the

information may have been modified after the publication

has been released. Accace does not take any H 1
responsibility and is not liable for any potential risks or Su bscrl be'
damages caused by taking actions based on the

information provided herein.
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About Accace Slovakia

Accace was established in 2006 in Bratislava. Accace Slovakia currently employs more than 120
professionals and provides a comprehensive range of services in the field of accounting outsourcing
services, payroll processing and HR administration, tax and business advisory, legal and corporate
services, up to advisory services for start-ups. In over 15 years, we have developed into an innovative
provider of full-range BPO services. We are regularly listed among the TOP 10 advisory companies in
Slovakia. The legal services are provided by our own established law firm, Accace Legal. You can find us
both in Bratislava, KoSice and Trencin. Within Accace Group, we connect more than 600 experts in 40
locations and provide services to more than 2,000 clients.

About Accace Circle

Accace operates internationally as Accace Circle, a co-created business community of like-minded BPO
providers and advisors who deliver outstanding services with elevated customer experience. Covering
almost 40 jurisdictions with over 2,000 professionals, we support more than 10,000 customers, mostly
mid-size and international Fortune 500 companies from various sectors, and process at least 170,000 pay
slips globally.

Please visit www.accace.com and www.circle.accace.com for more information.
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