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General concept 
The GRASP national interpretation guidelines (GRASP NIGs) provide guidance to producers and assessors on the respective legal framework of the 
country and, in certain cases, regions. In countries where a GRASP NIG exists, the NIG is a normative document and shall be used by producers and 
certification bodies (CBs). 
The GRASP NIG shall be seen as supplementary information to the principles and criteria (P&Cs) and the GRASP general rules but it should not be 
understood as a modification of the contents of those documents. 

A regulation or exception granted by a law and expressed in the GRASP NIG cannot satisfy compliance without CB auditor verification. 
The omission of a topic in the GRASP NIG is not a reason to omit verification for that topic and the topic shall always be verified by applying the 
GRASP P&Cs, the GRASP general rules, and the GLOBALG.A.P. general regulations. However, the inclusion of a topic in the GRASP NIG shall not 
modify or change the GRASP P&Cs. 
If GRASP P&Cs provide more protection to the workers, it shall be understood that, during the assessment, the GRASP P&Cs override local law. If 
the local law provides more protection to the workers, it shall be understood that the local law overrides the GRASP P&Cs. This should be mentioned 
in the NIG, if possible. 
Please download all the documents for GRASP v2 from the document center.
For guidance on how to develop a GRASP NIG and the approval process, please consult the document “Rules for the development of GRASP national 
interpretation guidelines”. For any queries about GRASP NIGs, please contact the GLOBALG.A.P. Secretariat at graspnig@globalgap.org. 

What to consider when writing a GRASP NIG 
The GRASP NIG shall not give examples for implementation, but rather compile and explain applicable regulations or collective bargaining agreements 
in the country. 
Legal regulations regarding the P&Cs differ from country to country (e.g., minimum wage, legal minimum age of employment, working hours, etc.). 
If several regulations apply, the rule that provides more protection to the workers shall be included.  
GRASP NIGs (available on the GLOBALG.A.P. website) make requirements transparent to producers and assessors.  
If GRASP NIGs are found to challenge the global integrity of the standard, GLOBALG.A.P. reserves the right to withdraw or revise the GRASP NIGs 
in consultation with the developing stakeholder group. 

mailto:graspnig@globalgap.org
https://www.globalgap.org/uk_en/documents?q=&fq=gg.standard.ga:("grasp")&fq=gg.version:("v2")
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Instructions on how to use this GRASP NIG template 
Each page covers a separate section/topic of the GRASP P&Cs. Under each principle section, you will find guiding questions for the NIG for a specific 
country. Please answer them in the second column and provide the relevant labor law weblinks, mainly in English if possible. A line for further comments 
is also included. 

• To facilitate the verification of the GRASP principles, labor law weblinks and short extracts of labor law texts shall always be provided in 
English, if possible.  

• Please do not copy and paste the complete legal text of the regulation into the NIG:  
Please do not quote the full legal texts, but rather compile and explain applicable regulations and provide sources (weblinks) or collective 
bargaining agreements (e.g., minimum wage, weblinks to resources) that are relevant to the respective P&Cs by answering the questions 
provided under each section.  

• When asked to answer Yes or No, please only choose one.  

• When asked to provide a source, please include the name of the labor law, the year, and the specific article, chapter, or section of the law. 
(i.e., Labor Law of 1992, section 3, article 5). Please see a few examples here:  

 
 

 
 
 
 

 
 
 

• Weblinks to the law or a place where the law can be found shall be included (in addition to the above information, if available). 

• When asked to provide contact details, please include the name of the organization, office, or institution, as well as a method of contacting 
them (e.g., telephone, email, etc.). Weblinks to the organization shall be included, if available.  
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 GENERAL 

G1 The producer informs the workers of the GRASP assessment and its scope at least two working days before the date of assessment. 

G2 The producer provides a register of any/all workers hired and those present on the date of the assessment. 

G3 The producer/producer group completes a minimum of one self-assessment/internal GRASP QMS audit annually.  

G4 Effective corrective actions are taken to address all non-compliant Major Musts and at least a percentage of Minor Musts detected during 
the self-assessment/internal GRASP QMS audit. 

Provide the requested weblinks to relevant local labor laws and complete the following definitions:  

Definition of “family farm” in the local regulations:  
 
 
 
___________________________________________________________________ 

 
Definition of “worker” in the local regulations:  

 
 
 
 
___________________________________________________________________ 

 
Name and article of the local regulation that is being referenced: 

 
 
 
 
___________________________________________________________________ 

 
Further comments: 

 
 
 
 
___________________________________________________________________ 
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1 RIGHT OF ASSOCIATION AND REPRESENTATION 

1.1 The producer respects the right of workers to join and/or form trade unions or other worker organizations of their choice (as well as the right 
to refrain from joining/forming such organizations) in accordance with applicable national legal requirements. 

1.2 If the right to freedom of association and collective bargaining is absent, restricted, or denied under local law, the producer allows alternative 
forms of independent worker representation and negotiation that is free of employer control. 

1.3 The producer does not discriminate or otherwise penalize worker representation, members of trade unions, or other worker organizations 
because of their membership in or affiliation with legally registered worker organizations. 

1.4 The producer allows any worker representation duly registered and duly recognized by the local law access to the workplace to carry out 
their representative functions in accordance with applicable national legal requirements. 

Provide a list of relevant local labor laws and answer the following guiding questions: 

Is freedom of association restricted? Yes/No. If yes, indicate the 
specific local law:  

___________________________________________________________________ 

List the type of agricultural worker organizations that are legally 
recognized, including name and contact: 

___________________________________________________________________ 

Requirements for joining or forming worker organizations are 
indicated in this local regulation (include name and article of the 
regulation):  

___________________________________________________________________ 
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Indicate the government organization with which the worker 
representation is registered including names and contacts: 

 
 
 
 
___________________________________________________________________ 

 
Indicate the type of proof of registration that is available (i.e., 
certification, ID, or letter): 

 
 
 
 
___________________________________________________________________ 

 
Further comments: 

 
 
 
 
___________________________________________________________________ 
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2 GRASP WORKER REPRESENTATION 

2.1 Current workers have decided on appropriate representation to help assess, communicate, and monitor their interests before the 
producer. 

2.2 After the workers reach a decision on the representation, the composition and type of the worker representation is communicated by 
management to the current workers.  

2.3 The producer ensures that worker representation is decided during the time with the highest presence of workers at the farm.  

2.4 The worker representation/management liaison has been instructed on their role, duties, and rights within GRASP. 

2.5 Workers, their representation, and the producer hold monthly gatherings on issues related to GRASP during the time with the highest 
presence of workers. 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:  

List types of worker labor organization legally active in agriculture:  
 
 
___________________________________________________________________ 

Can these organizations have a representation at farm level? 
Yes/No. If yes, include name and article: 

 
 
 
 
___________________________________________________________________ 

 
List the type of documents required to verify the registration of 
worker organizations: 

 
 
 
___________________________________________________________________ 
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Indicate the legal government entity that oversees this registration:  
 
 
 
___________________________________________________________________ 

Indicate the regulation that supports this:  
 
 
 
___________________________________________________________________ 

Indicate regulations that grant workers the right to participate in 
meetings regarding representation without having their wages 
reduced: 

 
 
 
 
___________________________________________________________________ 

Indicate the labor authorities that are available for agriculture 
workers (include name and contact): 

 
 
 
 
___________________________________________________________________ 

Provide approximate times of harvesting seasons for the main 
GLOBALG.A.P. produce audit. 

 
 
 
 
___________________________________________________________________ 

Further comments:  
 
 
 
___________________________________________________________________ 
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3 COMPLAINT PROCESS 

3.1 A confidential complaint process is available to be used by all workers free of any retaliation or penalty. 

3.2 The complaint process is implemented and appropriate to the number and type of workers for filing complaints in person, anonymously, or 
through the worker representation. 

3.3 The worker representation has been instructed on how to use the process on behalf of other workers on the rights included in the 
producer’s human rights policies. 

3.4 Easy-to-understand instructions are provided to all workers about the complaint process. 

3.5 There are one or more well publicized places to file complaints, at least one of which should be independent of the supervisory staff. 

3.6 The producer shall endeavor to resolve a complaint while the worker is under their employment, in a timely manner and proportionately to 
the nature of the complaint made. 

3.7 A summary record of any complaint over the past 24 months is kept to show that they have been received and addressed. 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:  

Are there organizations (other than a court or government) that 
resolve conflicts between employers and workers? Yes/No. If yes, 
include name and contact: 

 
 
 
___________________________________________________________________ 

 

 
Are there government offices that mediate conflict between 
employers and workers? Yes/No. If yes, include name and contact: 

 
 
 
 
___________________________________________________________________ 
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Are complaint procedures regulated in the local regulation? Yes/No. 
Provide source: 

 
 
 
 
___________________________________________________________________ 

 

 
Does the national regulation specify how to handle complaints? 
Yes/No. Provide source: 

 
 
 
 
___________________________________________________________________ 

 

 
Is there a local regulation that specifies how workers can file a 
complaint with the local court? Yes/No. If yes, include name and 
articles: 

 
 
 
 
___________________________________________________________________ 

 

 
Can any worker file a complaint with the local court? Yes/No. Provide 
source:  

 
 
 
 
___________________________________________________________________ 

 

 
Can a worker representation file a complaint with a court on behalf of 
workers? Yes/No. If yes, include the name of the court and a contact: 

 
 
 
 
___________________________________________________________________ 

 

 
Is there any reference in the local regulation for internal rules about 
complaints? Yes/No. If yes, provide source:  

 
 
 
 
___________________________________________________________________ 

 

 
Further comments: 

 
 
 
 
___________________________________________________________________ 
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4 PRODUCER’S HUMAN RIGHTS POLICIES 

4.1 The producer has and complies with a policy on the protection of human rights, acknowledging the rights in the ILO Core Conventions and 
against any form of forced labor, corruption, corporal punishment, harassment or abuse, and discrimination and supporting good labor 
conditions, social practices, and human rights for all workers. 

4.2 All workers are communicated the contents of the producer’s human rights policy.  

4.3 All supervisory staff is informed about the contents of the human rights policy. 

4.4 The producer communicates the human rights policy to any labor subcontractor. Other subcontractors and visitors are communicated 
when visiting the farm. 

4.5 The human rights policy is reviewed every three years, or when there is a change to labor legislation, or a change in GRASP, whichever 
occurs soonest. 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:  

Is there a government office in charge of workers’ rights? Yes/No. If 
yes, include names and contact: 

 
 
 
 
___________________________________________________________________ 

 
Is there an office, organization, or any NGOs that work with human 
rights protection? Yes/No. If yes, include names and contact: 

 
 
 
 
___________________________________________________________________ 

 
Is there a producer association or group that provides information 
on labor rights? Yes/No. If yes, include name and contact: 

 
 
 
 
___________________________________________________________________ 
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Are any of the rights listed in the principles above illegal in the 
country? Yes/No. If yes, provide source:  

 
 
 
 
 
___________________________________________________________________ 

 
Are there any government offices that provide support/information 
on these topics? Yes/No. If yes, please list them and include 
contacts: 

 
 
 
 
 
___________________________________________________________________ 

 
Are there any organizations (government or NGOs) that support 
migrants and their rights? Yes/No. If yes, please list them and 
include contacts: 

 
 
 
 
 
___________________________________________________________________ 

 
Further comments: 

 
 
 
 
 
___________________________________________________________________ 

 

  



Code ref.: GRASP v2 NIG template 
Publication date: 29 July 2022 
Page: 13 of 31 

22
07

29
_N

IG
_t

em
pl

at
e_

G
R

AS
P_

v2
_e

n 

5 ACCESS TO LABOR REGULATION INFORMATION 

5.1 The workers and the worker representation are provided with easy-to-understand and up-to-date information on minimum wage, working 
hours, breaks, maternity and sick leave, harassment and discrimination, freedom of association, holidays, labor unions, and local labor 
authorities contacts.

5.2 Taking into consideration any differences between national and local legislation and GRASP, the producer always applies the higher level 
of protection to workers.  

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions: 

Are essential labor laws publicly accessible (in the local language)? 
Yes/No. If yes, please indicate the organization and the form in 
which the laws are available (please include weblinks, if available): 

___________________________________________________________________ 

Further comments: 

___________________________________________________________________ 
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6 TERMS OF EMPLOYMENT DOCUMENTS AND FORCED LABOR INDICATORS 

6.1 All workers are legally eligible to work at the producer site and on the activities assigned.  

6.2 All workers have entered work voluntarily and freely:  
- Without being pressured, forced, or intimidated 
- Without being required to pay (directly or indirectly) a fee or related cost for being recruited, or making monetary deposits, financial 
guarantees, or deposits of personal possessions to be employed 
- Understanding and freely agreeing to the employment terms and conditions document 

6.3 All contracted employment agencies and labor subcontractors are legally authorized to operate and/or registered with labor authorities 
when such registration exists. 

6.4 For each worker, a document with the employment terms and conditions is available and has existed from the moment the employment 
relationship started. 

6.5 Information on the worker’s full name, nationality, and date of birth is verified by the employer before hiring and has been correctly 
included in the worker’s terms and conditions documents. 

6.6 The employment terms and conditions documents include up-to-date information on the period of employment, contract type, a basic job 
description, wages, payments, working hours, breaks, holidays, and information on maternity or sick leave applicable by law. 

6.7 The employment terms and conditions in the document comply with national legislation and collective bargaining agreements. 

6.8 Changes to the employment terms document have been recorded, communicated, and accepted by the worker.  

6.9 The employment terms and conditions document together with other relevant documents of the workers hired during the previous and 
current production cycles are accessible to workers. 

  



 

 Code ref.: GRASP v2 NIG template 
Publication date: 29 July 2022 
Page: 15 of 31 
 

22
07

29
_N

IG
_t

em
pl

at
e_

G
R

AS
P_

v2
_e

n 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:  

Is a national identification document required in the country? 
Yes/No:  

 
 
 
 
___________________________________________________________________ 

 
If yes, indicate the legal or accepted documents that are required 
to work in the country. Provide source: 

 
 
 
 
___________________________________________________________________ 

 
Are work permits required for foreign workers? Yes/No. Provide 
source:  

 
 
 
 
___________________________________________________________________ 

 
Is it legal to make copies of these documents to keep in the 
workers files? Yes/No. Provide source:  

 
 
 
 
___________________________________________________________________ 

 
What is the legal minimum age of employment? Provide source: 

 
 
 
 
___________________________________________________________________ 

 
Is prison labor legal in the country? Yes/No. Provide source: 

 
 
 
 
___________________________________________________________________ 

 
Is the concept of debt bondage regulated in the local regulations? 
Yes/No. Provide source: 

 
 
 
 
___________________________________________________________________ 
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Do the local regulations allow fees to be charged for recruitment 
or contracting? Yes/No. Provide source: 

___________________________________________________________________ 

Are labor agencies regulated in the country? Yes/No. Provide 
source: 

___________________________________________________________________ 

Is there an official/government office with which businesses are 
required to register? Yes/No. If yes, include contact: 

___________________________________________________________________ 

Does this office issue a document as proof of registration? 
Yes/No. Provide source: 

___________________________________________________________________ 

Are the terms permanent, seasonal, subcontracted, short term 
workers, etc. defined in local regulations? Yes/No. Provide source 
and list the definitions: 

___________________________________________________________________ 

Further comments: 

___________________________________________________________________ 
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7 PAYMENTS 

7.1 Payments to workers are made in accordance with the worker terms and conditions documents. 

7.2 The workers are notified about when payments are made. 

7.3 The record of payment information is accessible to current workers and kept on file for at least 24 months. 

Provide a list of relevant local labor laws and answer the following guiding questions: 

Is there a government system for registering payroll information? 
Yes/No. If yes, include name: 

___________________________________________________________________ 

What information do they collect? List the details: 

___________________________________________________________________ 

Do the workers have access to the information? Yes/No: 

___________________________________________________________________ 

Does the law require accounting records for agriculture? Yes/No. 
Provide source: 

___________________________________________________________________ 

Further comments: 

___________________________________________________________________ 
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8 WAGES 

8.1 Pay slips or registers show the amount of working time (including overtime) or harvest amount and the wages and/or overtime paid. 

8.2 Wages, payments, number of hours, government social security/pension contributions, and payroll taxes in the pay slip comply with the 
employment terms and conditions, with national labor regulations, and/or with collective bargaining agreements. 

8.3 All workers earn at least the national minimum wage and/or the collective bargain agreement wage within regular working hours. 

8.4 Any deductions from salaries are included in the pay slip and are legally justified in writing, clearly explained, and accepted by the worker 
in files. 

Provide a list of relevant local labor laws and answer the following guiding questions:  

Is there a minimum wage in the country? Yes/No:   
 
 
___________________________________________________________________ 

 
Is it applicable to agriculture? Yes/No: 

 
 
 
 
___________________________________________________________________ 

 
What is the minimum wage for agriculture? Please indicate all 
applicable minimum wages and/or where to find them: 

 
 
 
 
___________________________________________________________________ 

 
Is there a collective bargaining agreement for agriculture? Yes/No. 
Include name and provide source:  

 
 
 
 
___________________________________________________________________ 
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Which wage deductions are allowed by law? Provide source:   
 
 
 
___________________________________________________________________ 

 
Does the local regulation limit the deduction allowed for the 
repayment of loans or advances? Yes/No. Provide source: 

 
 
 
 
___________________________________________________________________ 

 
Is it legal to charge a recruitment fee in the country? Yes/No. 
Provide source: 

 
 
 
 
___________________________________________________________________ 

 
Are there sources of information regarding the market cost of basic 
needs? Yes/No. Provide source:  

 
 
 
 
___________________________________________________________________ 

 
Does the local regulation require evidence of wage payment? 
Yes/No. Provide source: 

 
 
 
 
___________________________________________________________________ 

 
What type of evidence is required? 

 
 
 
 
___________________________________________________________________ 

 
Are there regulations in the law regarding wages calculated by 
piece, unit, or quota? Yes/No. If yes, which? Provide source: 

 
 
 
 
 
___________________________________________________________________ 
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Are recruitment agency or labor agency fees regulated by law? 
Yes/No. Provide source: 

___________________________________________________________________ 

Are there laws in the country regarding debt bondage? Yes/No. 
Provide source: 

___________________________________________________________________ 

Further comments: 

___________________________________________________________________ 
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9 WORKING AGE, CHILD LABOR, AND YOUNG WORKERS 

9.1 The producer verifies that no worker below the legal minimum age of employment or the age of completion of compulsory education 
(whichever provides the highest protection) is working at the producing/handling sites. The minimum age of employment shall not be less 
than 15 years and 13 for light work. For countries exempt from ILO Convention 138, the minimum age of employment shall not be less 
than 14 and 12 for light work. 

9.2 The producer checks that no worker under the age of 18 is engaged in night work or tasks that are hazardous in nature in any 
producing/handling site. 

9.3 Children on family farms shall be employed only by their core family under conditions that support their protection, right to education, and 
safety. 

9.4 Supervisory staff has been informed of the legal requirements on working age and of the effective remediation plan (when workers under 
the age 18 are found working in non-compliance). 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions: 

What is the legal minimum age of employment? Provide source: 

___________________________________________________________________ 

What is the age of majority in the country? Provide source: 

___________________________________________________________________ 

Do local regulations list activities that are hazardous in agriculture? 
Yes/No. Provide source: 

___________________________________________________________________ 
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Is there a legal definition of a family farm? Yes/No. Provide source:  
 
 
 
___________________________________________________________________ 

 
What are the maximum hours that a minor can legally work? 
Provide source: 

 
 
 
___________________________________________________________________ 

 
What government office oversees cases of child labor in the 
country? Include contacts: 

 
 
 
 
___________________________________________________________________ 

 
Are there other recognized organizations? 

 
 
 
 
___________________________________________________________________ 

 
Do these organizations provide permits (documents) as evidence 
of permission for children to work? Yes/No. If yes, what type of 
document? 

 
 
 
___________________________________________________________________ 

 
Are there public documents or a register that provide evidence of 
guardianship for a child? Yes/No. If yes, what type of 
documents/register? 

 
 
 
 
___________________________________________________________________ 

 
Further comments:  

 
 
 
 
___________________________________________________________________ 
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10 COMPULSORY SCHOOL AGE AND SCHOOL ACCESS 

10.1 Any children at compulsory school age living or working on any producing/handling sites shall have access to school education. 

10.2 The producer verifies and keeps records with the full name, name of parents, and date of birth of all children at the producing/handling 
sites who are below the age of completion of compulsory schooling. 

10.3 If access to a school is not possible, the producer facilitates transport for children below the age of completion of compulsory 
schooling. 

10.4 If schools are not available for children living and/or employed on the company’s production/handling sites who are below the age of 
compulsory school completion, the producer facilitates on-site schooling. 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions: 

Is school education compulsory for children by law? Yes/No. 
Provide source: 

___________________________________________________________________ 

Is there a minimum and/or maximum compulsory school age 
for children in the local regulations? Yes/No. If yes, what is the 
minimum/maximum age? Provide source: ___________________________________________________________________ 

Is there a government organization that oversees the school 
education of children? Yes/No. If yes, indicate which one(s): 

___________________________________________________________________ 
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What is the government organization that oversees education 
for children? Include name and contact: 

___________________________________________________________________ 

Further comments: 

___________________________________________________________________ 
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11 TIME RECORDING SYSTEMS 

11.1 A time recording system is in place and suitable for the type and the size of the producing/handling site. 

11.2 The system provides a record of the regular working hours and overtime hours for each worker. 

11.3 The system provides a record of the effective daily breaks, weekly breaks, and holidays for each worker. 

11.4 All workers are instructed on the time recording system and on checking the system. 

11.5 Each worker has access to a summary of the system records before or at the moment of wage payment in at least the worker’s working 
instruction language or in the predominant language(s) of the workforce. 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions: 

Are regular working hours defined by law? Yes/No. Provide source: 

___________________________________________________________________ 

Is overtime defined by law? Yes/No. Provide source: 

___________________________________________________________________ 

Are there other systems for calculating total working hours? 
Yes/No. Provide source: 

___________________________________________________________________ 



Code ref.: GRASP v2 NIG template 
Publication date: 29 July 2022 
Page: 26 of 31 

22
07

29
_N

IG
_t

em
pl

at
e_

G
R

AS
P_

v2
_e

n 

If yes, list the types of systems (e.g., average number of hours in a 
period, flex time, compressed work weeks, etc.): 

___________________________________________________________________ 

Is a maximum number of overtime hours specified by law? Yes/No. 
Provide source: 

___________________________________________________________________ 

Are breaks/rest time from work regulated by law? Yes/No. Provide 
source:  

___________________________________________________________________ 

Are there collective bargaining agreements that regulate working 
hours in agriculture? Yes/No. If yes, indicate which ones: 

___________________________________________________________________ 

Further comments: 

___________________________________________________________________ 



Code ref.: GRASP v2 NIG template 
Publication date: 29 July 2022 
Page: 27 of 31 

22
07

29
_N

IG
_t

em
pl

at
e_

G
R

AS
P_

v2
_e

n 

12 WORKING HOURS 

12.1 Working hours (including overtime, night work, and rest days/breaks) with indication of peak/harvesting season are shown in the records. 

12.2 All overtime hours are voluntary, if not regulated otherwise in the national law or collective bargain agreement. 

12.3 Overtime shall not be requested on regular basis in a production cycle/year and as indicated by law. 

12.4 Working time does not exceed 48 hours weekly (excluding overtime) unless indicated by law or collective bargaining agreement. The 
employer reports the total hours worked, and if they exceed 48 hours, the appropriate safeguards are in place to protect the workers’ 
health and safety. 
If national legislation and collective bargaining agreements set lower weekly working hours (excluding overtime), these lower limits shall 
prevail. 

12.5 Rest breaks/days as shown in the records indicate compliance with national regulations and/or collective bargaining agreements. 

If not specifically regulated for agriculture by local laws or collective bargaining agreements, the rest/breaks include, at least:  
(a) Short breaks during working hours
(b) Sufficient breaks for meals
(c) Daily or nightly rest of not less than 8 hours within a 24-hour period
(d) Rest of at least a full calendar day within a week

12.6 Total weekly working hours (including overtime) as shown in the records indicate compliance with national legislation and collective 
bargaining agreements. If national legislation sets total weekly working hour limits higher than 60 hours (including overtime) in peak 
season and/or agricultural workers are exempt from overtime limitations, the employer reports the total weekly hours worked and which 
appropriate safeguards are in place to protect the workers’ health and safety. 

12.7 Supervisory staff is instructed about the safeguards in place to protect the workers’ health and safety when working over the regular 
weekly working time and/or over the peak season weekly working time. 

12.8 Workers are communicated to effectively use the rest breaks/days during peak season. 
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Provide the requested weblinks to relevant local labor laws and answer the following guiding questions: 

Is overtime regulated by law? Yes/No. Provide Source (refer to 
similar question from principle 11): 

___________________________________________________________________ 

Is overtime defined as voluntary by law? Yes/No. Provide source 
(refer to similar question from principle 11): 

___________________________________________________________________ 

Does the law indicate special circumstances for requesting 
overtime? Yes/No. If yes, which cases? Provide source:  

___________________________________________________________________ 

Is there a maximum number of overtime hours specified by law? 
Yes/No. Provide source (refer to similar question from principle 11): 

___________________________________________________________________ 

Does the local law allow averaging the total number of hours as a 
method of calculating the maximum number of working hours? 
Yes/No. Provide source:  ___________________________________________________________________ 

The legal maximum number of total working hours is:  
(indicate if per day/week/month/year) Provide source: 

___________________________________________________________________ 
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The legal maximum number of regular working hours is: 
(indicate if per day/week/month/year) Provide source: 

___________________________________________________________________ 

The legal maximum number of overtime hours is:  
(indicate if per day/week/month/year) Provide source: 

___________________________________________________________________ 

The legal maximum number of working hours for night shifts is: 
(indicate if per day/week/month/year) Provide source:  

___________________________________________________________________ 

Are there any exceptions to the legal maximum number of working 
hours? Yes/No. if yes, which exceptions? Provide source: 

___________________________________________________________________ 

The legal maximum number of working hours, during peak/harvest 
or the busiest season is:  
(indicate if per day/week/month/year) Provide source: ___________________________________________________________________ 

List the minimum number of breaks per day specified by law. Are 
these breaks paid? Yes/No. Provide source: 

___________________________________________________________________ 
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The legal minimum number of rest days per week is: 
Provide source: 

___________________________________________________________________ 

Further comments: 

___________________________________________________________________ 
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13 DISCIPLINARY PROCEDURES 

13.1 A written disciplinary procedure is available. 

13.2 Workers are informed about the terms of the disciplinary procedure, including that any deduction from wages as a disciplinary measure is 
prohibited. 

13.3 Records are kept of any disciplinary actions taken during the last 24 months. 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions: 

Are wage deductions regulated by law? Yes/No. Provide 
source: 

_______________________________________________________________________ 

Which deductions are allowed? Provide source: 

_______________________________________________________________________ 

Further comments: 

_______________________________________________________________________ 


	undefined_2: rRgeardless of the local definition of Family Farm.  The producer shall comply with the requirements in the definition of GRASP V2 glossary
	undefined_3: An employee is a person employed under an employment contract, appointment, election, nomination or cooperative employment contract.
https://isap.sejm.gov.pl/isap.nsf/download.xsp/WDU19740240141/U/D19740141Lj.pdf
an individual who has reached the age of 18an individual who has not attained the age of 18 under the conditions set forth in the Labor Code for the employment of young workersan individual who has limited legal capacity, as long as the employment relationship does not oppose the welfare of that person.
https://www.biznes.gov.pl/pl/portal/00107#1 

A farmer's helper is a person of full age who provides paid assistance to a farmer in the harvesting of hops, fruits, vegetables, tobacco, herbs and herbaceous plants on the basis of a harvesting assistance contract.A farmer's helper may be a person who:has Polish citizenship or is authorized to work in the territory of the Republic of Poland on the basis of Article 87 of the Act of April 20, 2004 on employment promotion and labor market institutions, or is exempted under special provisions from the obligation to have a work permit. 
https://www.gov.pl/web/krus/ubezpieczenie-pomocnika-rolnika
	undefined_4: Act of 11 April 2003 on shaping the agricultural system, as amended (Ustawa z dnia 11 kwietnia 2003 r. o kształtowaniu ustroju rolnego ze zm) https://isap.sejm.gov.pl/isap.nsf/DocDetails.xsp?id=wdu20030640592

	undefined_5: 
Regardless of the local definition of Family Farm.  The producer shall comply with the requirements in the definition of GRASP V2 glossary
	undefined_6: Associations and trade unions are not restricted. To establish workers' assosiation minium 10 members must be gathered. Such right is also attributable to persons who work under civil law agreements, so-called self-employed people, as well as to volunteers, trainees and other people who personally work without remuneration. Employers who conduct business activity and employ over 50 people are obligated to comply with the obligation of informing employees, consulting and allowing them to appoint an employee council.
	undefined_7: AGRICULTURAL WORKERS' TRADE UNION (ZWIĄZEK ZAWODOWY PRACOWNIKÓW ROLNICTWA) ul. św. Wincentego 92, 03-291 Warszawa, tel.22 625 18 72, zzpr@onet.eu 

Additionally, there are many trade unions and assosiations legally recognized in Poland specific to region and agricultutal production type, which can be found on ekrs.ms.gov.pl 
	undefined_8: Act of 23 May 1991 on trade unions, as amended (Ustawa z dnia 23 maja 1991 r. o związkach zawodowych ze zm.) art. 1, art.2
https://isap.sejm.gov.pl/isap.nsf/download.xsp/WDU19910550234/U/D19910234Lj.pdf
Act of 7 April 2006 on informing employees and consulting them, as amended (Ustawa z dnia 7 kwietnia 2006 r. o informowaniu pracowników i przeprowadzaniu z nimi konsultacji ze zm.) art. 1, art. 2
https://isap.sejm.gov.pl/isap.nsf/DocDetails.xsp?id=WDU20060790550
	undefined_9: National Court Register KRS www.ekrs.ms.gov.pl 
Centralna Informacja Krajowego Rejestru Sądowego
ul. Czerniakowska 100, 00-454 Warszawa
kom. 880 524 721
tel. 22 397 65 15
	undefined_10: KRS registration number
	undefined_11: There are many trade unions and assosiations legally recognized in Poland specific to region and agricultutal production type, which can be found on ekrs.ms.gov.pl 
	undefined_12: AGRICULTURAL WORKERS' TRADE UNION (ZWIĄZEK ZAWODOWY PRACOWNIKÓW ROLNICTWA) ul. św. Wincentego 92, 03-291 Warszawa, tel.22 625 18 72, zzpr@onet.eu 



There are many trade unions and assosiations legally recognized in Poland specific to region and agricultutal production type, which can be found on ekrs.ms.gov.pl 
	undefined_13: No, The lack of representatives of the organizations concerned at the farm level. There is a possibility of cooperation with trade unions when employees contact the unit. 
	undefined_14: Registration of the union must be submitted to the territorially competent National Court Register.

Additional document: resolution on establishing the Association, resolution approving the Association's Statute.

Act of the establishment of trade unions Ustawa o powołaniu związków zawodowcyh (Ustawa z dnia 23.05.1991) ART.14
	undefined_15: Ministry of Family and Social Policy 

https://www.gov.pl/web/dialog/zwiazki-zawodowe

and NAtional Court Register KRS 

https://ems.ms.gov.pl/krs/wyszukiwaniepodmiotu
	undefined_16: Registration of workers' assosiation is described in Labour Code and Resolution on Trade Unions (Dz.U.2022.854 )
	undefined_17: As above
Act of 7 April 2006 on informing employees and consulting them, as amended (Ustawa z dnia 7 kwietnia 2006 r. o informowaniu pracowników i przeprowadzaniu z nimi konsultacji ze zm.)
https://isap.sejm.gov.pl/isap.nsf/DocDetails.xsp?id=WDU20060790550
	undefined_18: AGRICULTURAL WORKERS' TRADE UNION (ZWIĄZEK ZAWODOWY PRACOWNIKÓW ROLNICTWA) ul. św. Wincentego 92, 03-291 Warszawa, tel.22 625 18 72, zzpr@onet.eu 



There are many trade unions and assosiations legally recognized in Poland specific to region and agricultutal production type, which can be found on ekrs.ms.gov.pl 
	undefined_19: Harvesting take place throughout the entire year in Poland. Individual product groups will have further information on their specific harvesting window.
	undefined_20: -
	undefined_21: Yes, Trade Unions have been established in Poland (In Poland, the activities of trade unions are regulated by the Law of May 23, 1991) All-Poland Trade Union "Workers' Initiative"Independent Self-Governing Trade Union "Solidarity"Union of Entrepreneurs and Employers 
	undefined_22: Yes, the State Labor Inspectorate https://www.pip.gov.pl/ and general court and labour court https://arch-bip.ms.gov.pl/pl/rejestry-i-ewidencje/lista-sadow-powszechnych/
	undefined_23: On the website of the State Labour Inspectoratehttps://www.pip.gov.pl/dla-pracownikow/niezbednik-pracownika/jak-zlozyc-skarge

in the case of civil law contracts, a lawsuit must be filed


	undefined_24: Employee complaints are subject to consideration without undue delay, but no later than within one month of receipt. When considering a complaint, the District Labor Inspector, Deputy District Labor Inspector or Branch Manager shall decide on the legitimacy of the inspection and its timing. After considering the complaint in this regard, the complainant will be provided with appropriate information in the above regard. https://www.pip.gov.pl/dla-pracownikow/niezbednik-pracownika/jak-zlozyc-skarge
	undefined_25: The website of the State Labor Inspectorate shows regulations on how workers can file a complaint https://www.pip.gov.pl/dla-pracownikow/niezbednik-pracownika/jak-zlozyc-skarge

in the case of civil law contracts, a lawsuit must be filed
	undefined_26: In the case of violations of labor rights, an employee can file a lawsuit in labor court. He can also complain to the State Labor Inspectorate (PIP) or other institutions, such as the tax office, sanepid (e.g., when proper hygiene and sanitary conditions are not provided at the workplace) or the Social Security Administration (e.g., when the employer does not pay social security contributions). It all depends on what specific violations of the law have occurred.

Social insurance company ZUS https://www.zus.pl/o-zus/kontakt/zadaj-pytanie-zus i KRUS - https://www.gov.pl/web/krus/przyjmowanie-i-zalatwianie-spraw

complaints are  also handled in person at the institutions
	undefined_27: Employee representatives can also file a lawsuit in labor court to pursue their claims against their employer. An employee has the right to go to court on any matter in which labor law may have been violated. There is no single closed catalog of "offenses" to which a lawsuit can apply. In most cases, cases before the labor court are related to, among other things, lack of payment for work or overtime, a wrongfully terminated or wrongfully broken contract, lack of an employment certificate, harassment, or challenging the legitimacy of a disciplinary dismissalAny employee has the right to submit a request to the State Labor Inspectorate if he or she believes that there are possible improvements in the implementation of its tasks. The request may concern, in particular, improving the organization, strengthening the rule of law, streamlining work and preventing abuse.

General Court located near the employer's headquarters https://arch-bip.ms.gov.pl/pl/rejestry-i-ewidencje/lista-sadow-powszechnych/
	undefined_28: Complaints and requests may be submitted: in writing recorded in paper form,in writing recorded in electronic form, orally into the record. https://www.pip.gov.pl/dla-pracownikow/niezbednik-pracownika/jak-zlozyc-skarge

Social insurance company ZUS https://www.zus.pl/o-zus/kontakt/zadaj-pytanie-zus i KRUS - https://www.gov.pl/web/krus/przyjmowanie-i-zalatwianie-spraw 

complaints are  also handled in person at the institutions
	undefined_29: -
	undefined_30: Yes Poland, the rights of workers are handled by the Chief Labour Inspectorate, All information can be found on the website https://www.pip.gov.pl/pl/

Ministerstwo Rodziny i Polityki Społecznej https://www.gov.pl/web/rodzina/prawa-czlowieka
	undefined_31:  This is how the organization Human Rigths Watch Poland deals with it, https://www.hrw.org/
	undefined_32: Yes, Związek Zawodowy Pracowników Rolnictwa https://zzpr.org.pl/
	undefined_33: NO,
"A person under 15 years of age cannot be employed unless it is for the purpose of work preparation" https://www.biznes.gov.pl/pl/portal/00103
Regulation of the Council of Ministers of May 28, 1996 on the professional preparation of juveniles and their remuneration https://isap.sejm.gov.pl/isap.nsf/DocDetails.xsp?id=WDU19960600278
- Discrimination Chapter IIA Of the ACT of LAbour Code 
https://isap.sejm.gov.pl/isap.nsf/DocDetails.xsp?id=WDU20230001465
- trade unioons Act of 23 May 1991 on trade unions, as amended (Ustawa z dnia 23 maja 1991 r. o związkach zawodowych ze zm.)
- Minimum wage - The minimum wage is guaranteed by the law Dz. U. 2002 No. 200 item 1679 on the minimum wage. According to Article 6 of the above law, the amount of remuneration of a full-time monthly employee may not be less than the amount of the minimum wage established in a given year.
https://isap.sejm.gov.pl/isap.nsf/download.xsp/WDU19740240141/U/D19740141Lj.pdf
https://isap.sejm.gov.pl/isap.nsf/DocDetails.xsp?id=wdu19640160093
https://www.pip.gov.pl/
https://isap.sejm.gov.pl/isap.nsf/download.xsp/WDU20022001679/U/D20021679Lj.pdf
	undefined_34: -Rzecznik Praw obywatelskich  The Ombudsman

https://bip.brpo.gov.pl/pl/content/zlozenie-wniosku-do-rzecznika-praw-obywatelskich

Biuro rzecznika Praw Obywatelskich al. Solidarności 77 00-090 Warszawa  tel. 800 676 676

All information available at the State Labor Inspectorate, https://infoliniaprawna.pl

- State labor inspection 801 002 405 - for callers from landlines;459 595 405 - for callers from cell phones.State Labour Inspectorate District Labour Inspectorate in Warsaw ul. Grójecka 186, 02-390 Warszawa

https://warszawa.pip.gov.pl/kontakt/uzyskaj-porade
	undefined_35: All organizations dealing with migrants listed below 

https://www.gov.pl/web/udsc/urzad-do-spraw-cudzoziemcow

https://cwii.pl/

https://www.instytutpm.eu/




	undefined_36: -
	undefined_37: YES, are available on the following sites:
https://isap.sejm.gov.pl/isap.nsf/download.xsp/WDU19740240141/U/D19740141Lj.pdf
https://isap.sejm.gov.pl/isap.nsf/DocDetails.xsp?id=wdu19640160093
https://www.pip.gov.pl/
https://isap.sejm.gov.pl/isap.nsf/download.xsp/WDU20022001679/U/D20021679Lj.pdf
	undefined_38: -
	undefined_39: YES
	undefined_40: -the Labor Code of June 26, 1974
-the Civil Code, Journal of Laws 2023.1610 t.j. of 2023.08.14
- ID card or passport for a Pole
- Foreigner passport or travel document or other valid document proving identity and nationality
https://isap.sejm.gov.pl/isap.nsf/download.xsp/WDU20220000350/T/D20220350L.pdf 
Dz. U. 2022 poz. 350

	undefined_41: yes
Employment of foreigners: detailed rules for the issue of permits for seasonal work in agriculture are set forth in the Act of April 20, 2004 on employment promotion and labor market institutions (Journal ofLaws of 2018, item 1265, as amended).
https://isap.sejm.gov.pl/isap.Nsf/DocDetails.xsp?id=WDU20040991001
	undefined_42: yes
Personnel files are one of the elements that make up employee records. Article 94(9a) and (9b) of the Labor Code requires the employer to keep them and store them properly. 
In the case of a foreigner (non-UE), a copy of the passport and work permit can be made for the personal file. 
https://www.biznes.gov.pl/pl/portal/00295
	undefined_43: yes 

Polish law allows the employment of people between the ages of 15 and 18 (or those who will turn 15 in a given calendar year). They are referred to as young people in Article 190. of the Labor Code,

Detailed information on the employment of people under 18 and 15 is described in the attached link from the ministry's website https://www.biznes.gov.pl/pl/portal/00103
	undefined_44: Yes, 
Dz. U. 1997 Nr 123 poz. 777
https://isap.sejm.gov.pl/isap.nsf/download.xsp/WDU19971230777/U/D19970777Lj.pdf
art. 1, art. 2
Act of 28 August 1997 employment of persons deprived of libertyUSTAWA z dnia 28 sierpnia 1997 r. o zatrudnianiu osób pozbawionych wolności (Dz.U.2023.200 t.j. z dnia 2023.01.30),
https://isap.sejm.gov.pl/isap.nsf/DocDetails.xsp?id=WDU19971230777
 Regulation of the Minister of Justice 9 February 2004 on detailed rules for the employment of convicts ROZPORZĄDZENIE MINISTRA SPRAWIEDLIWOŚCI z dnia 9 lutego 2004 r. w sprawie szczegółowych zasad zatrudniania skazanych (Dz.U.2018.1887 t.j. z dnia 2018.10.03)
https://isap.sejm.gov.pl/isap.nsf/DocDetails.xsp?id=WDU20040270242

	undefined_45: No
Forced Labor: Under the Convention for the Protection of Human Rights and Fundamental Freedoms of November 4, 1950, no one shall be held in slavery or servitude, and no one shall be compelled to perform forced or compulsory labor. 
Under Convention No. 29 ON FORCED OR COMPULSORY LABOR, ratified by Poland on June 28, 1930, the fact of forced or compulsory labor is subject to criminal sanctions, and each country that has ratified the Convention is obliged to ensure that sanctions imposed by law are effective and strictly applied. 
https://isap.sejm.gov.pl/isap.nsf/DocDetails.xsp?id=WDU19590200122
	undefined_46: Dz.U.2024.475 t.j. Art 19d
https://sip.lex.pl/akty-prawne/dzu-dziennik-ustaw/promocja-zatrudnienia-i-instytucje-rynku-pracy-17091885/art-19-d

Recruitment of an employee may not, as a rule, be associated with the collection of payments. Most often, an employment agency takes a payment from its client the employer, who contracts it to find
suitable people for his crew. Some agencies take a certa in amount from the salary for each hour worked by the employee this fee is charged to the employer user, although practically it can affect the salary limit of the temporary
	undefined_47: YES
The activity of temporary work agencies (APT) is regulated in Poland by the Act of April 20, 2004 on employment promotion and labor market institutions (Journal of Laws of 2016, item 645).
https://isap.sejm.gov.pl/isap.nsf/DocDetails.xsp?id=WDU20040991001 Chapter 1
	undefined_48: YES, 
Ministerstwo Rodziny, Pracy i Polityki Społecznej
ul. Nowogrodzka 1/3/5
00‐513 Warszawa
e‐mail: info@mrips.gov.pl 

Running an agency is a regulated activity within the meaning of the Law of March 6, 2018. Entrepreneurs' Law (Journal of Laws 2018.646, as amended), and requires entry in the register of entities operating employment agencies.The unclassified register of employment agencies is kept by the provincial marshal competent for the seat of the entity applying for entry, and he places the APT in it on the basis of a written application. 
	undefined_49: YES 

as above

The national list of employment agencies Krajowy wykaz agencji zatrudnienia https://stor.praca.gov.pl/portal/#/kraz

Certificate from the agency on registration in the national system
	undefined_50: Yes
The following forms are possible under
Polish regulations for the assignment of
work:

Dz.U.2024.475 t.j. Art 19d
https://sip.lex.pl/akty-prawne/dzu-dziennik-ustaw/promocja-zatrudnienia-i-instytucje-rynku-pracy-17091885/art-19-d

Employment contract (Article 25 of the Labor Code of June 26, 1974). Based on Article 29 §2 of the Labor Code, 
- Civil law contract such as a contract of mandate (Article 734 of the Civil Code, Journal of Laws 2023.1610 t.j.of 2023.08.14)

 https://www.pip.gov.pl/dla-pracownikow/niezbednik-pracownika/formy-zatrudnienia-oraz-podstawowe-prawa-i-obowiazki#title_3 

	undefined_51: -
	undefined_52: Payroll information are supplied to Social Insurance Institution (ZUS) and Tax Authority (for employment contract and civil contract).

contract for harvest assistance have obligation to report to KRUS- https://www.gov.pl/web/krus/ubezpieczenie-pomocnika-rolnika 
	undefined_53: Social Insurance Institution collects contributions to retirement, pension, health, accidents and sick leave, and Labor Fund. Tax Authority collects payroll information for personnel income tax. 

Agricultural Social Insurance Fund Social Insurance - KRUS- Number of days worked by the harvest helper. 
	undefined_54: Employer is oblidged to provide pay slips to workers (in case of employments contract) or billing document (in case of civil contract), both listing payroll details such as gross salary/payment, social contributions and tax contributions.

Official websites are available to check required information: via www.zus.pl/pue and www.podatki.gov.pl




	undefined_55: The same accounting rules for employment contracts and civil contracts apply for agriculture.
Baseline document for accounting of payroll is described in Labour Code.
Personal Income Tax is in accordance with the Law of July 26, 1991.
Dz. U. 1991 Nr 80 poz. 350 Chapter 1
	undefined_56: 
	undefined_57: Yes, Minimum wages are set for employment contracts and commission contracts, other forms of employment do not have a set minimum wage. For employment contracts minimum wage is 3600 PLN. In turn, the minimum hourly rate for certain civil law contracts is 23.50 as of July 1. But these values should be verified. https://labourinstitute.eu/minimalne-wynagrodzenia-za-prace-oraz-minimalne-stawki-godzinowe-w-2023-wzrost-w-styczniu-i-lipcu/?psafe_param=1&gclid=CjwKCAjw1t2pBhAFEiwA_-A-NON6FccmQd07xdgjpW2jae5WQmVmnZ1gURmUFnU0h33zem-yeJfqPxoCZqQQAvD_BwE
	undefined_58: Yes
	undefined_59: The minimum wage is in accordance with the Law of 10.10.2002 on the minimum wage and in accordance with the Decree of the Council of Ministers of September 13, 2022.on the amount of the minimum wage and the amount of the minimum hourly rate in 2023. A minimum month wage for employment contract is defined and its 3600 and a minimum hourly rate of  civil contracts  is 23,50. But these values should be verified. Other forms id employment do not have a minimum wage.
	undefined_60: There is no collective bargaining agreement specific to agriculture as a whole. There may be collective agreements for individual employers or their organizations and employees, but there is no normative source for determining which companies or organizations have such agreements in the agricultural area with their employees. A collective agreement is a source of labor law of an internal nature.

Dz.U.2023.1465 t.j. Section 11, chapter 1
	undefined_61: According to Article 87 of the Labor Code:

-For the payment of alimony benefits,

- To cover receivables other than alimony benefits,

- Cash advances given to employees,

- Monetary penalties for failure to comply with the established organization and order in the work process and health and safety regulations


	undefined_62: Law of 26.06.1974. - Labor Code (Journal of Laws of 2020, item 1320, as amended) Art. 87.   
The amount of deductions in civil law contracts should be specified in the contract. In the case of payment seizure, you can refer to §833 of the Civil Code
https://isap.sejm.gov.pl/isap.nsf/DocDetails.xsp?id=WDU20200001320
	undefined_63: NO
In the case of employment agencies, it is not possible to charge such fees. Art. 19d Act of April 20, 2004 on employment promotion and labor market institutions (i.e., Journal of Laws of 2023, item 735, as amended).
https://isap.sejm.gov.pl/isap.Nsf/DocDetails.xsp?id=WDU20040991001

	undefined_64: The data is published by the Institute of Labor and Social Affairs on the basis of historical data, usually about 2 quarters back The amount of minimum subsistence - Institute of Labor and Social Affairs (ipiss.com.pl)The amount of the minimum cost of living has no relation to the amount of wages paid.
	undefined_65: NO

The employee decides on his own whether the payment of wages will be made by bank transfer or in cash. In the case of payment in cash, the regulations do not impose obligations on Employers in this regard.  In the case of payment by wire transfer, there is also no such obligation, while proof will always be a record in the bank account history

The employer has the right to request from the employee an acknowledgment of receipt of wages paid into his own hands. 
	undefined_66: not applicable
	undefined_67: 
YES,
Law of 26.06.1974. - Labor Code (Journal of Laws 2023.0.1465) Art.83 
 https://poradnikpracownika.pl/-w-jaki-sposob-ustala-sie-wynagrodzenie-akordowe

	undefined_68: YES, Act of April 20, 2004 on employment promotion and labor market institutions (i.e. Journal of Laws of 2023, item 735, as amended). Chapter 3 art. 6
https://isap.sejm.gov.pl/isap.nsf/DocDetails.xsp?id=WDU20230000735
	undefined_69: No
	undefined_70: not applicable
	undefined_71: 

"A person under 15 years of age cannot be employed unless it is for the purpose of work preparation".

Polish law allows the employment of people between the ages of 15 and 18 (or those who will turn 15 in a given calendar year). They are referred to as young people in Article 190. of the Labor Code,

Detailed information on the employment of people under 18 and 15 is described in the attached link from the ministry's website https://www.biznes.gov.pl/pl/portal/00103



Kodeks pracy w Polsce USTAWA z dnia 26 czerwca 1974 r. Kodeks pracy1) (Dz. U. z 2023 r. poz. 1465) ogłoszono dnia 31 lipca 2023 r. DZIAŁ DZIEWIĄTY

Zatrudnianie młodocianych Rozdział I, Przepisy ogólne, Art. 190.

Labor Code in Poland ACT of June 26, 1974 Labor Code1) (Journal of Laws of 2023, item 1465) promulgated on July 31, 2023. SECTION NINE Employment of juveniles Chapter I, General Provisions, Art. 190.
	undefined_72:  Ustawa z dnia 23 kwietnia 1964 r. - Kodeks cywilny, Art. 10. KC Pełnoletność § 1. 
https://isap.sejm.gov.pl/isap.nsf/DocDetails.xsp?id=WDU19640160093
"Pełnoletnim jest, kto ukończył lat osiemnaście."
Law of April 23, 1964. - Civil Code, Article 10. of the Civil Code Age of majority § 1."An adult is one who has attained the age of eighteen."
	undefined_73: - Tak - Wykaz czynności szczególnie niebezpiecznych, związanych z prowadzeniem gospodarstwa rolnego, których nie wolno powierzać dzieciom poniżej 16 lat, https://www.gov.pl/web/krus/wykaz-czynnosci-szczegolnie-niebezpiecznych-zwiazanych-z-prowadzeniem-gospodarstwa-rolnego-ktorych-nie-wolno-powierzac-dzieciom-ponizej-16-lat

- Dziennik Ustaw 2016poz. 1509- Obwieszczenie Prezesa Rady Ministrów z dnia 29 sierpnia 2016 r. w sprawie ogłoszenia jednolitego tekstu rozporządzenia Rady Ministrów w sprawie wykazu prac wzbronionych młodocianym i warunków ich zatrudniania przy niektórych z tych prac



 Yes - List of particularly dangerous activities related to the management of an agricultural farm, which must not be entrusted to children under 16 years of age, source compiled by the Agricultural Social Insurance Fund; - Dziennik Ustaw 2016poz 1509- Announcement of the Prime Minister of August 29, 2016 on the announcement of the unified text of the Regulation of the Council of Ministers on the list of work forbidden to young people and the conditions of their employment at some of these works
	undefined_74: YES

https://isap.sejm.gov.pl/isap.nsf/DocDetails.xsp?id=wdu20030640592
	undefined_75: Kodeks pracy USTAWA z dnia 26 czerwca 1974 r. Kodeks pracy1) (Dz. U. z 2023 r. poz. 1465) ogłoszono dnia 31 lipca 2023 r. Rozdział IIIa Zatrudnianie młodocianych w innym celu niż przygotowanie zawodowe - Art. 200 (2), Art. 202, Art 203 

Labor Code ACT of June 26, 1974 Labor Code1) (Journal of Laws of 2023, item 1465) promulgated on July 31, 2023. Chapter IIIa Employment of juveniles for purposes other than vocational training - Art. 200 (2), Art. 202, Art. 203

ART 202  The working hours of a juvenile up to the age of 16 may not exceed6 hours per day.§ 2. The working time of a juvenile over the age of 16 shall not exceed8 hours per day.
	undefined_76: Ministerstwo Rodziny i Polityki Społecznej
Ministry of Family and Social Policy
ul. Nowogrodzka 1/3/5
00‐513 Warszawa
e‐mail: info@mrips.gov.pl 
	undefined_77: Rzecznik Praw Dziecka, Właściwego inspektora pracy; Kasa Rolniczego Ubezpieczenia Społecznego  Ombudsman for Children, the competent labor inspector; the Agricultural Social Insurance Fund
	of permission for children to work YesNo If yes what type of: YES, Labor Code ACT of June 26, 1974 Labor Code

Kodeks pracy USTAWA z dnia 26 czerwca 1974 r. Kodeks pracy1) (Dz. U. z 2023 r. poz. 1465) ogłoszono dnia 31 lipca 2023 r art. 304( 5) par.1 i 2. (Osoba, która ukończyła ośmioletnią szkołę podstawową i nie ma 15 lat, może być zatrudniona na zasadach określonych dla młodocianych w celu przygotowania zawodowego pod warunkiem, że wyrazi na to zgodę przedstawiciel ustawowy lub opiekun prawny tej osoby oraz że poradnia psychologiczno-pedagogiczna wyda pozytywną opinię.

Pracodawca powinien zawiadomić urząd miasta lub gminy właściwy ze względu na miejsce zamieszkania młodocianego o zawarciu umowy z młodocianym)    
Labor Code ACT of June 26, 1974 Labor Code1) (Journal of Laws of 2023, item 1465) promulgated on July 31, 2023 Article 304( 5) par.1 and 2. (A person who has completed eight years of elementary school and is under 15 years of age may be employed under the rules specified for juveniles for the purpose of professional preparation provided that the legal representative or legal guardian of the person agrees and that the psychological and pedagogical counseling center issues a positive opinion.The employer should notify the city or municipal office competent for the place of residence of the juvenile of the conclusion of the contract with the juvenile)
	undefined_78: Dz.U.2020.0.1359 - Ustawa z dnia 25 lutego 1964 r. - Kodeks rodzinny i opiekuńczy art. 92 (dziecko pozostaje, aż do pełnoletności pod władzą rodzicielską. Władza ta co do zasady przysługuje obojgu rodzicom); art.93. 
Dz.U.2020.0.1359 - Law of February 25, 1964. - Family and Guardianship Code Article 92 (the child remains, until the age of majority, under parental authority. This authority, as a rule, is vested in both parents); art.93.
https://isap.sejm.gov.pl/isap.nsf/DocDetails.xsp?id=wdu19640090059

	undefined_79: YES,
	undefined_80: YES OJ 2023.0.900 i.e. - Law of December 14, 2016. -- Education Law In accordance with Article 35(2) of the Education Law (2) A child's compulsory education shall begin at the beginning of the school year in the calendar year in which the child turns 7 years old, and shall continue until the completion of elementary school, but no longer than until the child turns 18."
https://isap.sejm.gov.pl/isap.nsf/download.xsp/WDU20170000059/U/D20170059Lj.pdf

	undefined_81: YES. OJ 2023.0.900 i.e. - Law of December 14, 2016. - Education Law In accordance with Article 35(2) of the Education Law (2) A child's compulsory education shall begin at the beginning of the school year in the calendar year in which the child turns 7 years old, and shall continue until the completion of elementary school, but no longer than until the child turns 18."
	undefined_82: YES. The Ministry of Education and Science 
	undefined_83: Ministry of Education and Science 
Wspólna St. 1/3
00-529 Warsaw
E-mail address: kancelaria@mein.gov.pl
and the board of education - MAZOWIECKIE Board of Education 00-024 Warszawa
Al. Jerozolimskie 32 tel.: 22 551 24 00
	undefined_84: -
	undefined_85: Tak, Ustawa z dnia 26 czerwca 1974 Kodeks pracy, (DZIAŁ SZÓSTY. CZAS PRACY, Rozdział I. Normy i ogólny wymiar czasu pracy; art 128,129,130,131)
Yes, Act of June 26, 1974 Labor Code, (SECTION SIX. WORKING TIME, Chapter I. Standards and general working time; Articles 128,129,130,131)
	undefined_86: Tak, Ustawa z dnia 26 czerwca 1974 Kodeks pracy, (DZIAŁ SZÓSTY. CZAS PRACY, Rozdział V. Praca w godzinach nadliczbowych, 151-151(6))
Yes, Act of June 26, 1974 Labor Code, (SECTION SIX. WORKING TIME, Chapter V. Overtime work, 151-151(6))

	undefined_87: Tak, Ustawa z dnia 26 czerwca 1974 Kodeks pracy, (DZIAŁ SZÓSTY. CZAS PRACY, Rozdział IV. Systemy i rozkłady czasu pracy, art. od 135 do 150)

Yes, Act of June 26, 1974 Labor Code, (SECTION SIX. WORKING TIME, Chapter IV. Systems and schedules of working time, Articles 135 to 150)
	undefined_88: Tak, Ustawa z dnia 26 czerwca 1974 Kodeks pracy, (DZIAŁ SZÓSTY. CZAS PRACY, Rozdział IV. Systemy i rozkłady czasu pracy, art. od 135 do 150)
Yes, Act of June 26, 1974 Labor Code, (SECTION SIX. WORKING TIME, Chapter IV. Systems and schedules of working time, Articles 135 to 150)
	undefined_89: Tak, Ustawa z dnia 26 czerwca 1974 Kodeks pracy, (DZIAŁ SZÓSTY. CZAS PRACY, Rozdział V. Praca w godzinach nadliczbowych, art. 151 § 3
Yes, the Act of June 26, 1974 Labor Code, (SECTION SIX. WORKING TIME, Chapter V. Overtime work, Article 151 § 3
	undefined_90: Tak, Ustawa z dnia 26 czerwca 1974 Kodeks pracy, (DZIAŁ SZÓSTY. CZAS PRACY, Rozdział III. Okresy odpoczynku, art. 132-134

Yes, the Act of June 26, 1974 Labor Code, (SECTION SIX. WORKING TIME, Chapter III. Rest periods, Articles 132-134
	undefined_91: Tak, Ustawa z dnia 26 czerwca 1974 Kodeks pracy, (DZIAŁ JEDENASTY. UKŁADY ZBIOROWE PRACY, rozdział I-II)

Yes, the Act of June 26, 1974, Labor Code, (CHAPTER ELEVEN. COLLECTIVE LABOR AGREEMENTS, Chapter I-II)
	undefined_92: The above matters relate to employment contracts. Working time is not regulated for other forms of employment
	undefined_93: Act of June 26, 1974 Labor Code
Akt prawny (sejm.gov.pl)
The provisions contained in the Act apply only to persons employed under an employment contract.
Dz.U.2023.1465 t.j.
Chapter V
art. 151 
	undefined_94: No. Act of June 26, 1974 Labor Code.
The Labor Code does not clearly indicate that an employee is obliged to work overtime. However, it is worth being aware that such an obligation exists and should be derived from the definition of an employment relationship.
Pursuant to Art. 22 of the Labor Code, by entering into an employment relationship, the employee undertakes, among others, to: to perform work under the employer's supervision. Moreover, in the light of Art. 100 of the Labor Code, an employee is obliged to follow the orders of his superiors regarding work, if they are not contrary to the provisions of law or the employment contract. This means that by virtue of being in an employment relationship, the employee is obliged to work overtime because he is obliged to obey the employer's instructions.

Pregnant women and young workers cannot work overtime, even if they express their willingness to work more than their working hours. Employees raising a child/children up to 8 years of age - the Act does not prohibit working overtime, but employees must consent to it. If they refuse, the employer cannot impose any consequences on them. In the case of disabled people, the employer may offer to work overtime, but cannot force them to do so. If the employee expresses such a desire, he or she is obliged to submit an appropriate application and obtain a doctor's consent to work overtime.
Article 178 § 1 of the Labor Code. According to the first sentence of this provision: a pregnant employee must not be employed overtime. (Article 178 § 1 sentence 1 of the Labor Code) prohibits the employment of a pregnant woman during nighttime hours.

Dz.U.2023.1465 t.j.
Article 203 (Prohibition of overtime and night work) - applies young workers
	undefined_95: Yes. Act of June 26, 1974 Labor Code.

Art. 151. § 1.

Overtime work is permitted in the following cases:

1) the need to conduct a rescue operation to protect human life or health, protect property or the environment or remove a failure;

2) specific needs of the employer.

The most important condition for overtime employment is the occurrence of extraordinary needs of the employer - overtime work can never be planned. An employee should perform overtime work ordered to him not only when the assigned work is consistent with the type agreed in the employment contract, but also when he is assigned a different type of work.


	undefined_96: Act of June 26, 1974 Labor Code. 

Art. 151, Art. 131, Art. 132

Employers are obliged to maintain an annual overtime limit of 150 hours in a calendar year (i.e. from January 1 to December 31) for an employee. However, the legislator provided for the possibility of increasing this limit. To increase the limit, an appropriate provision must be introduced into the collective agreement or work regulations, or into the employment contract if the employer is not covered by a collective agreement or is not obliged to establish work regulations. Weekly working time, including overtime, may not exceed 48 hours on average in the adopted settlement period.



The maximum overtime limit may be 416 hours in a calendar year. It results from multiplying 52 weeks in a year by eight hours. It may occur when an employee does not take vacation leave, sick leave or other justified absences in a given year. When an employee takes advantage of possible absences, the amount of overtime must be reduced accordingly. If the employer does not introduce a provision in the company regulations or employment contract regarding the application of a higher limit for overtime work, then entrusting an employee with more than 150 hours in a calendar year constitutes a violation of the regulations, punishable by a fine.



An employee is entitled to at least 11 hours of uninterrupted rest in each 24-hour period - this means that an employee cannot work more than 13 hours per day (i.e. if he works full-time, he can have no more than 5 hours of overtime per day).


	undefined_97: Act of June 26, 1974 Labor Code. 
Working time may not exceed 8 hours a day and an average of 40 hours in an average five-day working week in the adopted settlement period. The settlement period adopted in a given company constitutes the working time framework and it is on this basis that the employee's working time is calculated and it is determined whether the working time standards will be exceeded. As a rule, the company's settlement period cannot exceed 4 months. Employers generally use the following pay periods: 1-month, 2-month, 3-month, 4 months, 12 months. The settlement period specified in months begins at the beginning of the first day and ends on the last day of the last month of a given settlement period. The settlement period applicable in a given company is determined by the company's trade union organization. However, if the company does not have such an organization, the employer itself determines the settlement period and indicates it in the work regulations or, if it does not create regulations, then in the announcement.

Art. 135 
An equivalent working time system may be used in agriculture. This system allows you to extend your daily working time to 12 hours. The settlement period is 1 month, but for work dependent on the season or weather conditions, the settlement period can be extended to 4 months. The settlement period may be extended, but not more than 12 months, while maintaining general principles regarding the protection of employee health and safety. When applying equivalent working time, the average weekly working time standard, which is 40 hours, should be maintained. Please remember that the weekly norm is an average norm. This means that you can plan up to 60 hours of work in one week (5 days of 12 hours each), and correspondingly less in the remaining weeks of the settlement period. However, it should be ensured that the employee's right to rest is preserved. Each week, an employee performing work under an equivalent working time system is entitled to weekly rest (at least 35 hours of uninterrupted rest). In the case of an equivalent work system, the employee must be provided with a number of days off in the settlement period corresponding to at least the number of Sundays, holidays and days off in an average five-day working week falling in that period.
The maximum number of overtime hours in a pay period is usually 32 hours (4 weeks × 8 hours from Article 131 § 1 of the Labor Code). When we multiply this figure by 12 months, we get 384 overtime hours per year.

	undefined_98: Act of June 26, 1974 Labor Code. 

Art. 129. § 1. Working time may not exceed 8 hours a day and an average of 40 hours in an average five-day working week in the adopted settlement period. 

Art. 132. § 1. An employee is entitled to at least 11 hours of uninterrupted rest in each 24-hour period - this means that an employee cannot work more than 13 hours per day (i.e. if he works full-time, he may have no more than 5 hours of overtime per day). 

The maximum overtime limit may be 416 hours in a calendar year. It results from multiplying 52 weeks in a year by eight hours. It may occur when an employee does not take vacation leave, sick leave or other justified absences in a given year. When an employee takes advantage of possible absences, the overtime limit must be reduced accordingly. 

If the employer does not introduce a provision in the company regulations or employment contract regarding the application of a higher limit for overtime work, then entrusting an employee with more than 150 hours in a calendar year constitutes a violation of the regulations, punishable by a fine. 



Art. 135 

An equivalent working time system may be used in agriculture. This system allows you to extend your daily working time to 12 hours. The settlement period is 1 month, but for work dependent on the season or weather conditions, the settlement period can be extended to 4 months. The settlement period may be extended, but not more than 12 months, while maintaining general principles regarding the protection of employee health and safety. When applying equivalent working time, the average weekly working time standard, which is 40 hours, should be maintained. Please remember that the weekly norm is an average norm. This means that you can plan up to 60 hours of work in one week (5 days of 12 hours each), and correspondingly less in the remaining weeks of the settlement period. However, it should be ensured that the employee's right to rest is preserved.


	undefined_99: Act of June 26, 1974 Labor Code. 

Art. 129. § 1. Working time may not exceed 8 hours a day and an average of 40 hours in an average five-day working week in the adopted settlement period. 



Art. 135 An equivalent working time system may be used in agriculture. This system allows you to extend your daily working time to 12 hours. The settlement period is 1 month, but for work dependent on the season or weather conditions, the settlement period can be extended to 4 months. The settlement period may be extended, but not more than 12 months, while maintaining general principles regarding the protection of employee health and safety. When applying equivalent working time, the average weekly working time standard, which is 40 hours, should be maintained. Please remember that the weekly norm is an average norm. This means that you can plan up to 60 hours of work in one week (5 days of 12 hours each), and correspondingly less in the remaining weeks of the settlement period. However, it should be ensured that the employee's right to rest is preserved.


	undefined_100: Act of June 26, 1974 Labor Code.

Art. 132. § 1. An employee is entitled to at least 11 hours of uninterrupted rest in each 24-hour period - this means that an employee cannot work more than 13 hours per day (i.e. if he works full-time, he may have no more than 5 hours of overtime per day). The maximum overtime limit may be 416 hours in a calendar year. It results from multiplying 52 weeks in a year by eight hours. It may occur when an employee does not take vacation leave, sick leave or other justified absences in a given year. When an employee takes advantage of possible absences, the overtime limit must be reduced accordingly.

If the employer does not introduce a provision in the company regulations or employment contract regarding the application of a higher limit for overtime work, then entrusting an employee with more than 150 hours in a calendar year constitutes a violation of the regulations, punishable by a fine.


	undefined_101: Act of June 26, 1974 Labor Code.

Art. 151 

§ 1. Night time covers 8 hours between 21:00 and 07:00. 

§ 3. The working time of a person working at night may not exceed 8 hours a day if he or she performs work that is particularly dangerous or involves great physical or mental effort. 

§ 4. The list of works referred to in § 3 is determined by the employer in consultation with the company's trade union, and if there is no company trade union at the employer - with employee representatives elected in accordance with the procedure adopted by a given employer, and after seeking the opinion of the doctor in charge of preventive health care for employees, taking into account the need to ensure work safety and protect employee health. 



Article 104. the employer should precisely determine which subsequent eight hours, between 9 p.m. and 7 a.m., constitute night time at the workplace. The regulation of night hours in a given establishment should be specified, for example, in the provisions of the collective labor agreement, in the work regulations or by way of an employer's announcement.


	undefined_102: Act of June 26, 1974 Labor Code. 

Pregnant women and young workers cannot work overtime, even if they express their willingness to work more than their working hours. 



Employees raising a child/children up to 8 years of age - the Act does not prohibit working overtime, but employees must consent to it. If they refuse, the employer cannot impose any consequences on them. 



In the case of disabled people, the employer may offer to work overtime, but cannot force them to do so. If the employee expresses such a desire, he or she is obliged to submit an appropriate application and obtain a doctor's consent to work overtime.


	undefined_103: Act of June 26, 1974 Labor Code. 

Art. 151, Art. 131, Art. 132 

Employers are obliged to maintain an annual overtime limit of 150 hours in a calendar year (i.e. from January 1 to December 31) for an employee. However, the legislator provided for the possibility of increasing this limit. To increase the limit, an appropriate provision must be introduced into the collective agreement or work regulations, or into the employment contract if the employer is not covered by a collective agreement or is not obliged to establish work regulations. 



Weekly working time, including overtime, may not exceed 48 hours on average in the adopted settlement period. The maximum overtime limit may be 416 hours in a calendar year. It results from multiplying 52 weeks in a year by eight hours. It may occur when an employee does not take vacation leave, sick leave or other justified absences in a given year. When an employee takes advantage of possible absences, the overtime limit must be reduced accordingly. If the employer does not introduce a provision in the company regulations or employment contract regarding the application of a higher limit for overtime work, then entrusting an employee with more than 150 hours in a calendar year constitutes a violation of the regulations, punishable by a fine. 



An employee is entitled to at least 11 hours of uninterrupted rest in each 24-hour period - this means that an employee cannot work more than 13 hours per day (i.e. if he works full-time, he can have no more than 5 hours of overtime per day). 



Art. 135, 129 

An equivalent working time system may be used in agriculture. This system allows you to extend your daily working time to 12 hours. The settlement period is 1 month, but for work dependent on the season or weather conditions, the settlement period can be extended to 4 months. 

The settlement period may be extended, but not more than 12 months, while maintaining general principles regarding the protection of employee health and safety. Information about the working time systems used in the company can be found in: collective labor agreement, work regulations, notice if the employer is not covered by a collective labor agreement or is not obliged to establish work regulations (employs less than 50 employees). 

When applying equivalent working time, the average weekly working time standard, which is 40 hours, should be maintained. Please remember that the weekly norm is an average norm. This means that you can plan up to 60 hours of work in one week (5 days of 12 hours each), and correspondingly less in the remaining weeks of the settlement period. However, it should be ensured that the employee's right to rest is preserved. Each week, an employee performing work under an equivalent working time system is entitled to weekly rest (at least 35 hours of uninterrupted rest). In the case of an equivalent work system, the employee must be provided with a number of days off in the settlement period corresponding to at least the number of Sundays, holidays and days off in an average five-day working week falling in that period. 



Bearing in mind that an employee must have two days off each week, the maximum number of working days that can be consecutive is 10. The following example illustrates this: Only if the employer gives the employee two days off at the beginning of the week and two days off at the end of the next week will it be possible to work 10 days in a row without violating the provisions on weekly rest. The principle of a five-day working week, provided by the four days off granted in the above manner, will then be maintained, as well as the principle that the employee is entitled to at least 35 hours of uninterrupted weekly rest. Please remember that in order to maintain a daily rest period of 11 hours in an equivalent system allowing work for 12 hours, an employee may only have 1 overtime, i.e. he may only work 13 hours a day.


	undefined_104: Act of June 26, 1974 Labor Code. 

Art. 134. § 1. If the employee's daily working time: 1) is at least 6 hours - the employee has the right to a break from work lasting at least 15 minutes; 2) is longer than 9 hours - the employee has the right to an additional break from work lasting at least 15 minutes; 3) is longer than 16 hours - the employee has the right to another break from work lasting at least 15 minutes. § 2. The breaks referred to in § 1 are included in working time. 



Art. 141. § 1. The employer may introduce one break at work, not included in working time, not exceeding 60 minutes, intended for eating a meal or dealing with personal matters. § 2. The break from work referred to in § 1 shall be introduced in a collective labor agreement or work regulations or in an employment contract if the employer is not covered by a collective labor agreement or is not obliged to establish work regulations. 



Art. 187. § 1. An employee who is breastfeeding a child is entitled to two half-hour breaks from work, included in her working time. An employee breastfeeding more than one child is entitled to two breaks from work, 45 minutes each. Feeding breaks may be granted jointly at the employee's request. § 2. Employees employed for less than 4 hours a day are not entitled to feeding breaks. If an employee's working time does not exceed 6 hours a day, she is entitled to one feeding break. 



Art. 202 § 3. If the daily working time of a young person is longer than 4.5 hours, the employer is obliged to introduce a break from work lasting continuously for 30 minutes, included in the working time. 



Act of August 27, 1997 on vocational and social rehabilitation and employment of disabled people. 

Art. 17. A disabled person has the right to an additional break from work for exercise or rest. The break time is 15 minutes and is included in the working time. The Act does not differentiate this entitlement based on the degree of disability - both persons with a mild and severe disability are entitled to it.


	undefined_105: Act of June 26, 1974 Labor Code. 

Art. 133 § 1 The employer is obliged to provide the employee with 35 hours of uninterrupted rest each week. It is important that the 35-hour weekly rest period includes 11 hours of daily rest. 



The weekly rest may be shortened to a maximum of 24 hours in the case of: - employees managing the workplace, - the need to conduct a rescue operation to protect human life or health, protect property or the environment or remove a failure; - changing the working time due to the employee's transfer to another shift, in accordance with the established working time schedule. 



Typically, weekly rest should fall on Sunday, with Sunday covering 24 consecutive hours and starting at 6:00 a.m. on that day, unless a different time has been agreed with a given employer. If work on Sunday is permitted, it may fall on another day. In such a case, the employer may grant two days off in the middle of the week as part of the weekly rest period, and schedule the weekly rest period on other days during the following week. It is important to have 35 hours of rest in each working week.


	undefined_106: Dotyczy umów o pracę, pozastałę formy zatrudnienia nie mają regulacji. 

W przypadku zatrudnienia na stanowisku kierowcy  ustawie z dnia 16 kwietnia 2004 r. o czasie pracy kierowców (Dz.U. z 2019 r. poz. 1412 oraz z 2023 r. poz. 1523)

https://www.gov.pl/web/infrastruktura/czas-pracy-kierowcow
	undefined_107: Tak, potrącenia z wynagrodzenia są regulowane przez Kodeks pracy w Polsce USTAWA



z dnia 26 czerwca 1974 r. Kodeks pracy1) (Dz. U. z 2023 r. poz. 1465)

ogłoszono dnia 31 lipca 2023 r.. Zgodnie z art. 87 § 3 Kodeksu pracy,    Dział IIII "Wynagrodzenie za pracę i inne świadczenia"

Yes, payroll deductions are regulated by the Labor Code in Poland THE ACTof June 26, 1974 Labor Code1) (Journal of Laws of 2023, item 1465)promulgated on July 31, 2023. Pursuant to Article 87 § 3 of the Labor Code, Section IIII "Remuneration for work and other benefits"
	undefined_108: Potrącenia z wynagrodzenia mogą być dokonywane w następujących granicach Zgodnie z Kodeks pracy w Polsce USTAWA z dnia 26 czerwca 1974 r. Kodeks pracy1) (Dz. U. z 2023 r. poz. 1465)

ogłoszono dnia 31 lipca 2023 r.. Zgodnie z art. 87 § 3 Kodeksu pracy, Art. 88. § 1, Art. 90, Art. 91. § 1.



Deductions from wages may be made within the following limits In accordance with the Labor Code in Poland THE ACT of June 26, 1974 The Labor Code1) (Journal of Laws of 2023, item 1465)promulgated on July 31, 2023. Pursuant to Article 87 § 3 of the Labor Code, Article 88 § 1, Article 90, Article 91 § 1.


	undefined_109: -
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