
An amendment to the Labour Code was passed on February 4, 2021. The majority of 
its provisions will enter into effect on March 1, 2021.

This amendment primarily aims to respond to current issues in labour law, such as 
working from home, choosing between meal vouchers and a financial contribution to 
meals, and the status of employee representatives at the employer. The amendment 
also adds a new reason for terminating employment on the part of the employer: the 
employee is of retirement age.
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I. Financial contribution to meals

Employers who do not provide employee canteens or other catering must give employees a 
choice between meal vouchers or a financial contribution to meals. Until the employee makes a 
choice, the employer has the right to choose. Employees are bound by their choice for 12 
months. The new regulation may result in a de facto end to meal vouchers in Slovakia.

The financial contribution is not considered part of the wages and thus is not subject to income 
tax or other withholdings.

II. New reason for termination

Employers will now be able to terminate employees who reach the age of 65 and the age that 
entitles them to an old-age pension. Employees terminated for this reason will be entitled to 
severance pay. 

III. Work from home and telework

The amendment introduces new legislation on working from home and telework. Telework is 
defined as work where remote data transfer takes place on a regular basis using information 
technologies, distinguishing it from work from home.

Work from home and telework still require an agreement between the employer and employee 
contained in the employment agreement itself.

The employment agreement can set the scope in which in the employee will perform work from 
home / telework in the location of the employee’s choice, i.e. the work may be performed partly 
at home and partly at the workplace. 

Employees and employers will also have the opportunity to agree on whether employees will 
schedule the working hours for the week themselves or perform work from home / telework in 
flexible working hours. The previous legislation defined work from home and telework simply as 
work performed in working hours employees set on their own. 

Unlike under previous legislation, if employees set their working hours themselves, their 
employment is also subject to the provisions on breaks for which the employer is liable. 
Employers must now compensate employees for their proven increased costs in connection with 
using their own equipment such as printers. 
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Employees will have the right to be offline, i.e. not to use work equipment serving for the 
performance of work at home or telework during their uninterrupted time off (unless on call or 
working overtime), while on annual leave, public holidays and obstacles to work. If employees 
refuse to work during this time, it cannot be considered failure to uphold the employee’s 
obligations. 

Work at home and telework are still not considered work the employee performs at home 
occasionally or under extraordinary circumstances with the employer’s consent or by 
agreement. This work is subject to some of the provisions related to work at home or telework, 
however, such as the right to be offline. 

IV. Union organizations active at the employer

Union organizations will be required to inform the employer of who is acting on their behalf. 

All members of a union organization must also be employees of the employer where the union 
organization is active. The exception to this rule is the period of six months from the end of the 
employment of a union body member or if the employer and union agree to deviate from this 
provision (i.e. agree that external members may act as members of a union body). 

Also enacted in connection with this new condition is legislation regulating disputes over union 
activities at the employer if the employer or union has doubts over whether the members of the 
union are also employees. 

V. Other minor changes to the Labour Code

 The amendment also defines the term “employee permanently caring for a
child” (caregiver) for the purposes of the Labour Code; a significant defining feature is
acting as caregiver for a minor child. Employees are placed in this category upon written
notification of the situation to the employer. This status expires in the same way and expiry
must be announced immediately.

Employees who begin or stop being caregiver for a child during the calendar year are
entitled to increased annual leave beyond the basic annual leave allowance.

 The amendment also clarifies the provisions on obstacles to work on the part of an
employee during the trial period. If an employee does not work a full shift due to an
obstacle to work on the employee’s part, the trial period will extend by one day. Under the
original legislation the trial period extended only by the time of the obstacles that led to
application problems.

 A person over 15 but before completing the mandatory school attendance will be able to
perform other light work, not limited to taking part in cultural and artistic performances,
sports events and advertising activities.
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as to the accuracy or completeness of the information 
contained in this publication, and, to the extent 
permitted by law, bpv Braun Partners s.r.o., its members, 
employees, cooperating attorneys and tax advisers do 
not accept or assume any liability, responsibility or duty 
of care for any consequences of the reader, or anyone 
else acting, or refraining to act, in reliance on the 
information contained in this publication or for any 
decision based on it.

Our publications are prepared for general guidance on 
matters of interest only, and do not constitute 
professional advice. They do not and cannot take into 
account any specific circumstances, financial situation or 
needs of any reader; our readers should not act upon the 
information contained in this publication without 
obtaining independent professional advice first. No 
representation or warranty (express or implied) is given 

 The option of entering into an agreement for part-time work is opened up to former
students of high schools and the first level of full-time university studies until registering for
the relevant level of university studies (i.e. during vacation).

 The provisions on working conditions for underage employees (permitted work, prohibition
of overtime, night work and being on call, and work prohibited to underage employees) will
now also apply to agreements for work performed outside an employment relationship.

 It will no longer be necessary to enter into an agreement on the performance of work the
day before beginning work.
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