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INTRODUCTION

Decent Work is the type of work to which all
of us aspire. It is done under conditions
where people are gainfully employed (and
there exist adequate income and
employment opportunities); the social
protection system (labour protection and
social security) is fully developed and
accessible to all; social dialogue and
tripartism are promoted and encouraged;
and rights at work, as specified in ILO
Declaration on Fundamental Principles and
Rights at Work and Core ILO Conventions,
are practised, promoted and respected.

Wagelndicator Foundation has been
working since late 2007 to raise awareness
of workplace rights through a unique tool,
i.e., Decent Work Check. The Decent Work
Check considers different work aspects
deemed necessary in attaining “decent
work”. The work makes the abstract
Conventions and legal texts tangible and
measurable in practice.

The Decent Work Check employs a double
comparison system. It first compares
national laws with international labour
standards and scores the national
regulations (happy or sad face). If national
regulations in a country are not consistent
with ILO conventions, it receives a sad face,
and its score decreases (and vice versa). It
then allows workers to compare their on-
ground situation with national regulations.
Finally, workers can compare their personal
score with the national score and see
whether their working conditions are
consistent with national and international
labour standards. The Check is based on de
jure labour provisions, as found in the
labour legislation.

A Decent Work Check is beneficial both for
employees and employers. It gives them
knowledge, which is the first step towards
any improvement. It informs employees of
their workplace rights while enlightening
employers about their obligations. Decent
Work Check is also helpful for researchers,
labour rights organisations conducting
surveys on the situation of rights at work
and the general public wanting to know
more about the world of work. For example,
Wagelndicator teams worldwide have
found out that workers, small employers
and even labour inspectors are not,
sometimes, fully aware of the labour law.
When you are informed - being a worker,
self-employed, = employee, employer,
policymaker, or labour inspector - there is
a greater possibility that you ask for your
rights (as a worker), you comply with rules
(as an employer), and you strive to enforce
these (as a labour inspector).

The work is relevant to the challenges
posed to the future of work, especially the
effective enforcement of legislation in
financially constrained states, a rise in
precarious employment and analysis of the
impact of regulatory regimes.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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MAJOR LEGISLATION ON
EMPLOYMENT AND LABOL

1. Labour code 1974, last amended in
2019

2. Law on the Minimum Wage, Oct 2002

3. Non-working Days Act, 1951

4.  Collective Dismissal Act, Journal of
Laws No. 90, Item 844 of 2003

5.  Social Insurance Benefits in case of
Sickness and Maternity Act 1999

6. Act on Cash Benefits from Social
Insurance in case of Sickness and
Maternity 1999

7.  Pensions from Social Insurance Fund
Act, 1998

8. The2010Acton Equal Treatment

9.  Polish Constitution 1997 (revised in
2009)

10. Trade Union Act of 1991Collective
Labour Disputes Settlement Act, 1991

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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01/13NVORK & WAGES

ILO Conventions

Minimum wage: Convention 131 (1970)
Regular pay & wage protection: Conventions 95 (1949) and 117(1962)

Poland has ratified the Convention 95 only.
Summary of Provisions under ILO Conventions

The minimum wage must cover the living expenses of the employee and their family members.
Moreover, it must relate reasonably to the general level of wages earned and the living
standard of other social groups. Wages must be paid regularly on a daily, weekly, fortnightly or
monthly basis.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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9 Labour code 1974, last amended in
2019

1 Law onthe Minimum Wage, Oct
2002

An employeeis entitled to a fair wage which
must cover the living expenses of the
employee and his/her family members. It is
the State's responsibility to determine the
minimum wage for worker. Factors that are
considered while determining minimum
wage include needs of workers and their
families, cost of living, level of wages and
incomes in the country, economic
development, productivity, level of
employment, capacity of the employers to
pay, inflation rate and certain other
conditions. The amount of minimum pay is
set each year by means of negotiations at
the forum of the Tripartite Commission for
Social and Economic Affairs. The amount of
minimum pay for the subsequent year is set
by 15 September each year. If consensus is
not reached among the social partners,
minimum wage is set by Government alone,
provided that it should not be less than the
level included in the proposal presented to
the Tripartite Commission. Minimum wage
can also be set through collective
bargaining which should not be less than
the legal provisions.

The total amount of minimum pay is the
monthly pay for a person in full-time
employment. In the case of part-time work,
the amount is reduced proportionally.
Similarly, the minimum wage law allows
that a worker may be paid 80% of the
minimum wage during the first year of
work. The level of minimum wage increases
in accordance with the projected global

average annual consumer price index.

Compliance with Labour Code provisions
including minimum wages is ensured by the
National Labour Inspectorate [Panstwowa
Inspekcja Pracy]. Proceedings against an
employer who has paid to his employee a
salary that is lower than the fixed minimum
can beinitiated at the request of the injured
employee or as a consequence of a routine
inspection by Inspectorate. In the event of
non-payment or delay of payment of the
full wage/salary to the employee, the
Inspectorate may impose a fine of PLN
1,000 to 30,000.

Source: §2,5 & 6(2) of the Law on Minimum
Wage, Oct 2002; §13, 67, 81, 87 and 282 of
Labour Code 1974

For updated minimum wages, kindly refer
to the Section on Minimum Wage

Wages must be paid at least once a month,
on a fixed, pre-determined basis, no later
than the 10th day of the following calendar
month. Payment of remuneration is made
in cash. Part-payment of remunerationin a
form other than cash is allowed only where
provision to that effect is made in labour
law, regulations or a collective work
agreement. The employer is obliged to pay
remuneration at a place, date and time
specified in labour (law) regulations. When
the specified date of payment of
remuneration for work is a day-off from
work, remuneration shall be paid the
previous day.

Government has set the minimum wage for
civil law contracts and requires employer
to pay remuneration in cash at least once a
month; specify the manner of reporting the

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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number of hours worked on performance
of mandate or service during the
conclusion of a contract; and retain all
documentation confirming the number of
hours worked for a 3-year period. From 1
January 2019, the workers' wages are paid
through a transfer in the workers’ bank
accounts. However, workers may still
request wage payment in cash. Workers
should receive their wages directly into
their bank accounts except where worker
has formally requested to receive the
salary in cash.

Source: §86 of the Labour Code 1974

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in

Poland in Polish, please refer to: https://twojezarobki.com
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02/13COMPENSATION ANL
WORKING HOURS

ILO Conventions

Compensation overtime: Convention 01 (1919)
Night work: Convention 171 (1990)

Poland has not ratified any of the above-mentioned Conventions.

Summary of Provisions under ILO Conventions

Working overtime is to be avoided. Whenever it is unavoidable, extra compensation is at stake
-minimally the basic hourly wage plus all additional benefits you are entitled to. In accordance
with ILO Convention 1, the overtime pay rate should not be less than one and a quarter-time
(125%) of the regular rate.

Night work means all work which is performed during a period of not less than seven (07)
consecutive hours, including the interval from midnight to 5 a.m. A night worker is a worker
whose work requires the performance of a substantial number of hours of night work which
exceeds a specified limit (at least 3 hours). Convention 171 requires that night workers be
compensated with reduced working time or higher pay or similar benefits. Similar provisions
fare found in the Night Work Recommendation No. 178 of 1990.

If a worker has to work on a national/religious holiday or a weekly rest day, he/she should be
entitled to compensation. Not necessarily in the same week, provided that the right to a paid
compensation is not.

If a worker has to work during the weekend, they should thereby acquire the right to a rest
period of 24 uninterrupted hours instead. Not necessarily in the weekend, but at least in the
following week. Similarly, if a worker has to work on a public holiday, they must be given a
compensatory holiday. A higher rate of pay for working on a public holiday or a weekly rest day
does not take away the right to a holiday/ rest.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com

. o ¢ Wagelndicator

Decent Work Ch20i5 | 6


https://twojezarobki.com/

9 Labour code 1974, last amended in
2019

Normal working hours may not exceed
eight hours per day and an average of 40
hours in a five-day working week in the
accepted reference period not exceeding
four months. A weekly working time,
including overtime, may not exceed 48
hours on average.

Overtime is the work carried out beyond an
employee's normal working hours. The
number of overtime hours worked in
connection with the specific needs of the
employer may not exceed 150 hours in a
particular calendar year in respect of an
individual employee.

Overtimeisallowed inrescue operations to
protect human life or health, to safeguard
property or the environment or to carry out
emergency repair work or if the employer
has special needs.

Overtime work is compensated by
premium pay, in the following manner:

- 200% of the salary is provided for
working overtime at night; on Sundays
and public holidays that are not
usually working days for the
employee; and on a day-off from work
granted to an employee in return for
work on a Sunday or on a holiday.

- 150% of salary is provided for working
overtime on any other day.

Source: §129 & 151(1) of the Labour Code
1974

Work performed between 21:00 hours and
07:00 hours is considered night work and
may not exceed 8 hours per day. An
employee whose work schedule for each
day includes at least three hours work
during the night or at least 1/4th of working
time in a billing period falls at night time is
considered a night worker. Night work
should not exceed 8 hours in a 24-hour
period if the work is dangerous/hazardous
in nature or involves great physical or
mental effort.

An employee carrying out night work is
entitled to 20% additional remuneration for
each hour of such work.

Source: §151(7-8) of the Labour Code 1974

In extraordinary circumstances, workers
may perform work on weekly rest days and
public holidays. An employer is obliged to
provide an additional work-free day to an
employee performing work on Sundays and
during public holidays. Such an employee
should have a work-free Sunday at least
once in 4 weeks. In cases where work on
weekly holiday or Public Holiday is
necessitated due to some rescue activity in
order to protect life, property or
environment, workers may be given a
compensatory day-off within six calendar
days preceding or following the work on
Sunday. In case of working on Public
Holidays, workers must be given a
compensatory rest during that period.

Source: §132 & 151(11-12) of the Labour
Code 1974

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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Weekend / Public Holiday Work
Chompensation

Workers may be required to work on weekly
rest days and public holidays. In case, it is
not possible to provide compensatory rest
days against performing work on Sunday or
other rest days, then the worker is entitled
to 200% of the normal wage rate for each
hour of work on Sunday or on Public
holidays.

Source: §151(1) & 151(11) of the Labour
Code 1974

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com

o .
. ® Wagelndicator

Decent Work Ch20ik5 | 8


https://twojezarobki.com/

03/13ANNUAL LEAVE &
HOLIDAYS

ILO Conventions

Convention 132 (1970) on Holidays with Pay Convention
Conventions 14 (1921), 47 (1935) and 106 (1957) for weekly rest days.
In addition, for several industries, different Conventions apply.

Poland has ratified the Convention 14 only.

Summary of Provisions under ILO Conventions

An employee is entitled to at least 21 consecutive days of paid annual leave, excluding
national and religious holidays. Collective agreements must provide at least one day of
annual leave on full remuneration for every 17 days the employee worked or was entitled to
be paid.

A worker should be entitled to paid leave during national and officially recognized public
holidays.

Workers should enjoy a rest period of at least twenty-four consecutive hours every 7 days, i.e.,
a week.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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9 Labour code 1974, last amended in
2019
1 Non-working Days Act, 1951

The Polish Labour law provides fully paid
annual leave to his/her workers. The
employees with less than a year of service
may take annual leave at the rate of 1/12 of
the allotted leave following each
consecutive month of employment. The
length of annual leave depends on the
length of service. Itis:

- 20 working days of annual leave for
workers with less than 10 years of
service; and

- 26 working days of annual leave for
workers with at least 10 years of
service.

An employee may not waive his right to
leave. If the employment contract expires
before a worker could acquire the right to
annual leave, the employee can avail the
annual leave in proportion to the time
he/she has worked for the employer. If the
employee has already availed annual leave
in excess to the proportional time he/she
has worked for the former employer, the
worker is entitled to proportionally shorter
leave from the new employer. The
employer, who has fully availed his/her
annual leave at the time of termination, is
not allowed to any additional leave from
the new employer during the same year. If
it is not possible to take leave due to
termination of employment, compensation
for the leave is proportionally made by the
employer. The amount of compensation is
based on the employee's regular rate of
remuneration.

The Law of 19 June 2020, generally referred
as “Anti-crisis Shield 4.0” under its Article
15gc has permitted employers to grant 30
days annual leave to employees in wake of
Covid 19. The date of commencement of
annual leave is based on employer
discretion irrespective of employee
consent.

Source: §152-154 & 155(1) & 171 of the
Labour Code 1974

Workers are entitled to paid holidays
during Festival (public and religious)
holidays. Holidays in Poland are regulated
by the Non-working Days Act of 18 January
1951.

Public holidays in Poland are 13 in
number. These include 1 January, 6
January, Easter Sunday, Easter Monday, 1
May, 3 May, Whit Monday, Corpus Christi,
15 August, 1 November, 11 November, 25
December and 26 December.

Source: §151(9) of the Labour Code 1974;
§1 of the Non-Working Days Act, 1951

Daily and weekly rest period is provided
under the Labour Code. Every employee is
entitled to uninterrupted rest of 11 hours in
every 24-hour period and 35 hours in every
week. Weekly rest day, in principle, should
be Sunday for all the employees. Sunday
includes 24 consecutive hours, starting at
6:00 pm on Saturday, unless the employer
indicates some different time. In jobs
requiring continuous work, employer and
worker may agree on some other day as the
weekly rest day.

Source: §132-134 of the Labour Code 1974

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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04/13CONTRACTS &
DISMISSALS

ILO Conventions

Convention 158 (1982) on employment termination

Poland has not ratified the Convention 158.

Summary of Provisions under ILO Convention

The questions under this section measure the security or even flexibility or precariousness of
an employment relationship. Although these are not clearly mentioned in a single convention
(severance pay and notice requirements are provided in the Termination of Employment
Convention No. 158) however, the best practices in the field require that employees be
provided with a written contract of employment; workers on fixed-term contracts should not
be hired for tasks of permanent nature; a reasonable probation period (ideally lower than or
equal to 6 months) may be followed to assess the suitability of an employee; a period of notice
must be specified in an employment contract before severing the employment relationship;
and workers be paid severance allowance on termination of employment relationship.

A contract of employment may be oral or written; however, workers should be provided with a
written statement of employment at the start of their employment.

Fixed Term Contract workers must not be hired for permanent tasks as it leads to precarious
employment.

A reasonable probation period must be allowed for workers to learn new skills. During this
period, a newly hired employee may be fired without any negative consequences.

Depending on the length of service an employee has, an employer may require a reasonable
notice period before severing the employment relationship.

Employers may be required to pay a severance allowance on termination of employment (due
to redundancy or any other reason except for lack of capacity or misconduct).

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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9 Labour code 1974, last amended in
2019

9 Collective Dismissal Act, Journal of
Laws No. 90, Item 844 of 2003

A contract of employment may be executed
for a fixed term, indefinite term, specific
tasks and for probation/trial period. The
parties are free to determine the type of the
contract that may govern their
relationship. The employment contract
must be concluded in writing. Where an
employment contract is not concluded in a
written form, i.e., the oral contract, the
employer must provide the employee with
written confirmation of the relevant
arrangements regarding the type of
contract and the terms of that contract not
later than date of commencement. The oral
employment contract is also valid and
effective.

The employment contract must specify the
parties to the contract, type of contract, the
date of its conclusion and the work and pay
conditions, and in particular the type of
work, the place of work, and remuneration
for the type of work, setting out the
components of that remuneration and
legal basis for them, the part-time or full-
time nature of the work, and the date of
commencement of work. The employer
must inform the employee in writing, not
later than seven days from the date of
conclusion of the contract of employment,
about:

1) employee daily and weekly normal
working hours, rules on overtime
work & compensation

2) the frequency of payment of wages,

3) Workplace breaks

4) In the event of shift employment, the
transition regulations from one shift
to another

5) the amount of paid leave to which the
employee is entitled, particularly
holiday leave, or, if it cannot be
determined on the date of delivering
this information to the employee, the
regulations for determining and
awarding it;

6) the applicable rules for terminating
employment, including  formal
requirements, the length of notice
periods, and the date of appeal to the
labour court, or, if the length of notice
periods cannot be determined on the
date of providing this information to
the employee, the method of
determining such notice periods;

7) the employee's rights to training, if
applicable the employee's right to
training, if provided by the employer,
particularly the broad principles of
the firm's training policy;

8) collective labour agreement or other
collective agreement to which the
employee is subject, and, in the event
of a collective agreement concluded
outside the workplace by joint bodies
or institutions, the name of such
bodies or institutions.

if the employer has not established work
norms - the date, location, time, and
frequency of payment of remuneration
for work, night time, and the technique
used by the employer to confirm arrival
and presence at work and to explain
absence from work.

9) terms of exercising employee leave,

10) validity of current employment
contract,

11)a collective agreement to which
employee is subject to.

In line with the September 2017 reform of
the Labour Code, an employer may not

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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allow a new employee to commence work
until they have concluded a written
employment contract. Where conclusion of
contract is not possible, employer must
confirm the basic elements of the
agreementin writing, such as the parties to
the contract, the type of the contract and
working conditions, including the amount
of remuneration, working time and
workplace. Employers are further required
to ensure that a new employee is familiar
with the content of the workplace
regulations prior to commencement of
work.

Earlier, the provision of employment
contract was possible up to the end of the
first day of work. An employer who fails to
comply with these obligations, shall be
liable to a fine from 1,000 up to 30,000 PLN.

Earlier, the Labour Code required a work
record certificate to be issued each time
after 24 months of work with the same
enterprise, even if the employment
relationship continued with the same
employer on the basis of probationary
contract or a fixed-term contract.

Under a 2016 Reform in Labour Code, if an
employer concludes another fixed term
employment contract with the employee
within seven days from termination of
employment, he is not required to provide
the employee with an employment
certificate, unless such certificate is
requested by the employee. If the employer
decides to terminate the employment
relationship, he must provide the
employee with an employment certificate
covering all work periods (not previously
certified) within seven days of termination
of employment.

Source: §25, 29, 97, 1043 and 281 of the
Labour Code 1974

Polish Labour Code does not prohibit fixed
term contracts for tasks of permanent
nature. The law also does not define the
maximum length of a single fixed term
contract however the total duration of
fixed term contract must not exceed 33
months and the total number of contracts
cannot exceed three. If a fixed term
contract is concluded between the same
employer and employees for more than
three times or its duration exceed 33
months, such contract is considered a
contract for indefinite period unless the
time between consecutive contracts
exceeds one month.

The above provisions do not apply where
an employee is employed under a fixed-
term contract for the purpose of
substituting another employee during
his/herjustified absence; for the purpose of
completing occasional or seasonal
work; for the purpose of performing work
during a period of office; andif the
employerindicates objective reasons on its
part that justify fixed-term employment
due to temporary needs.

On 22 February 2016, new regulations
came into force as regards fixed-term
employment agreements. According to the
new regulations, fixed-term employment
agreements have the same termination
notices as indefinite-term agreements. The
maximum period of employment under
fixed-term agreements with one employer
is 33 months, and the total number of such
agreements may not exceed three
agreements. The new regulations provide
for very specific circumstances where the
foregoing restrictions do not apply. The
new regulations also lay down some quite
complex transitional provisions.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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From June 2017 onward, employers may
now not use temporary workers for longer
than 18 months within a period of 36
months by merely changing the hiring
employment agency. Employers are further
required to keep employment records for all
temporary workers for a period of 36
months. The records must be kept in paper
or electronic form. The employer cannot
employ a temporary employee to perform
work which was performed by a direct
employee (dismissed for reasons not
attributed to the temporary employee) for
the three preceding months.

Under 2023 amendment, the period of
employment under a fixed-term contract, as
well as the total period of employment
under fixed-term employment contracts
concluded between the same parties to the
employment relationship, may not exceed
33 months, and the total number of these
contracts may not exceed three.

The retention period for storing individual
employees’ personal files, after contract
expiry/termination, has now been
shortened from 50 years to 10 years for
workers engaged after 31 December 2018.

Source: §25 & 25(1) of the Labour Code
1974; The Act of Law of 7 April 2017
amending the Act on the Employment of
Temporary Employees and some other acts

Probation Period

Labour Code  specifies  maximum
probationary period to be three months.
Probationary contract may precede any
other contract. A probationary contract is
concluded to give the employer an
opportunity to assess the employee's
usefulness. Its duration cannot be
extended in any case.

It is permissible to conclude more than one
probation contracts with the same
employer, provided that the worker has to
carry out another type of work. In case, at
least three years have elapsed since the
termination of an employment contract
between the two parties, the probation
contract can again be concluded.

Under the 2022 amendment to the Polish
Labour Code, an employment contract for a
trial period will be concluded for a period
not exceeding 3 months or for a period not
exceeding:

I 1month -inthecaseoftheintention
to conclude an employment
contract for a definite period of less
than 6 months;

f 2 months- in the case of the
intention to conclude an
employment contract for a definite
period of at least 6 months and less
than 12 months.

Moreover, re-conclusion of an employment
contract for a trial period with the same
employee is to be allowed only if the
employee is to perform a different type of
work.

Source: §25(2 & 3) of the Labour Code 1974

Notice Requirement

In accordance with the Labour Code, the
employment contract can be terminated
with the agreement of the parties; by one of
the parties giving notice (employer or
employee) with a notice period; and by one
of the parties giving notice without a notice
period. A fixed term contract or a contract
for completion of a specific task is
terminated at the end of the term or when
the task is completed without any need for
notice (although it can be dissolved earlier

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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in certain circumstances).

Poland, generally, has just-cause
termination in labour law system. The
employer cannot terminate the
employment without just cause or statutory
grounds. However, the Labour Code does
not provide any list of qualifying reasons.

Either party can terminate a contract by
serving a written notice. Minimum notice
period provide under Labour Code is at
least 2 weeks for a fixed term contract of
more than six months.
The termination notice period of
employment for a probationary period is:
(i) 3 business days, if a probationary
period not exceeding two weeks;
(ii) 1 week, if a probationary period is
longer than two weeks;
(iii) 2 weeks, if a probationary period is
three months.

With the amendment in Labour Code, the
probationary period for fixed term and
indefinite term contracts has been fixed the
same. Now the notice period of termination
of a fixed term and open-ended contract
depends on the employment period with
the employer and is:
1) 2 weeks, if the employee has been
employed for less than six months;
2) 1 month if the employee has been
employed for at least six months (6
months to 3 years);
3) 3 months if the employee has been
employed for at least three years.

An employer can terminate an employment
contract without notice if an employee
commits serious violation of his/her basic
duties or commits an offence that makes
his/her further employment impossible and
also if an employee loses by his/her own
fault the qualifications required by law to
perform a particular job.

Source: §32-36 & 52 of the Labour Code
1974

According to the Labour code, employers
are not required to provide severance pay
to employees who are terminated, except
when the termination is based on grounds
provided under the Collective Dismissals
Act or 0l-month salary in case of
termination due to disability or retirement.

According to Collective Dismissal Act, the
amount of the severance payment depends
upon the length of employment of the
employee with the given employer as
follows:

(i) The equivalent of one month’s
salary, if the employee has worked
for less than two years;

(ii) The equivalent of two months’
salary, if the employee has worked
for two to eight years; or

(iii) The equivalent of three months’
salary, if the employee has worked
for more than eight years.

Generally, the level of severance pay may
not exceed 15 times the minimum
monthly salary as published by the
government as of the date of the
termination of employment, unless the
employer decides not to follow this
limitation. The Supreme Court in Poland,
in a 2018 decision, has confirmed that the
amount of compensation for unjustified
dismissal cannot be higher than
provisions of Labour Code. The maximum
compensation which might be awarded
for unjustified dismissal is up to 3 months
of remuneration howeverin no case lower
than the amount of payment in lieu of
notice.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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The Law of 19 June 2020 is referred as
“Anti-crisis Shield 4.0” and its Article 15gd
has stated that if employer has
terminated the civil law employment
contract due to Covid 19 negative
repercussion on business activity, in that
case employer is not stipulated to grant
severance pay and other benefit higher
than ten time of minimum statutory
minimum wage.

Source: §77(3) & 92(1) of the Labour Code
1974; §8 of the Collective Dismissal Act,
Journal of Laws No. 90, Item 844 of 2003

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in

Poland in Polish, please refer to: https://twojezarobki.com

o .
. ® Wagelndicator

Decent Work Ch20i5 | 16


https://twojezarobki.com/

05/13FAMILY
RESPONSIBILITIES

ILO Conventions

Convention 156: Workers with Family Responsibilities Convention (1981) Recommendation
165: Workers with Family Responsibilities (1981)

Poland has not ratified the Convention 156 and 165.

Summary of Provisions under ILO Convention

Paternity leave is for new fathers around the time of childbirth and is usually of shorter
duration.

Recommendation (No. 165) provides for parental leave as an option available to either parent
to take a long leave of absence (paid or unpaid) without resigning from work. Parental leave is
usually taken once the maternity and paternity leave have been exhausted. For working
parents, laws may define the portion of parental leave that has to be compulsorily taken by
fathers or mothers.

Flexible Work Option for Parents / Work-Life Balance Recommendation 165 asks employers to
look into the measures for improving general working conditions through flexible work
arrangements.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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9 Labour code 1974, last amended in
2019

A working father caring for a child is
entitled to two weeks paternity leave. The
father of the child is entitled to such leave
until the child reaches the age of 24
months. However, in the case of an
employee adopting a child, this 24-month
period is calculated from the date on which
the adoption ruling comes into force, but
not after the child turns seven, and, in the
case of a child in respect of whom a
decision delaying compulsory schooling
has been taken, not after the child has
reached the age of 10. Paternity leave is
granted upon written request of the
employee.

Source: §182(3) of the Labour Code 1974

From January 2016 onwards, additional
maternity leave has been absorbed by the
Parental leave. The length of parental leave
is 41 weeks in case of single birth and up to
43 weeks in other cases. Under the 2022
Amendment to the Labour Code, each
parent will have the sole right to 9 weeks of
parental leave in addition to the above-
mentioned amount of leave. The
entitlement to 9 weeks of leave cannot be
passed to the child's other parent since it is
a non-transferable. Furthermore, parental
leave shall be awarded once or in no more
than five parts, no later than the end of the
calendar year in which the kid reaches the
age of six years.

Under 2023 amendment, to care for the
child, the employee-father is entitled to
paternity leave, lasting up to 2 weeks, but
not exceeding:
1) Until the child reaches 12 months of
age, or
2) Until 12 months from the finalization
of the adoption decision, and not
beyond the child's 14th birthday.

During parental leave, the parent receives a
benefit equal to 60% of the employee’s
salary. If the employee makes a request for
the full (52/65/67/69/71 weeks) of leave
within fourteen days of delivery, she is
entitled to 80% of her salary throughout the
period. However, if the application is filed
later, the employee is entitled to full salary
during mandatory maternity leave
(20/31/35/37 weeks - depending on the
number of children born/adopted) and
additional maternity leave (six/eight
weeks), and 60% of salary during parental
leave. The first fourteen weeks of leave are
available only to the mother who has given
birth. The remainder of the maternity leave,
additional maternity leaves and parental
leave, can be shared between the parents.

Parental leave can be used until the end of
calendar year in which the child turns 6
years. If parents chose to work during the
leave, the parental leave is proportionally
extended up to 64 weeks.

The immediate family members are
entitled to take maternity leave in the case
of mother’s death or abandonment of a
child or a decision regarding a mother’s
inability to live independently. Moreover,
family members have same employment
protection rights as female employee
taking care of new born children.

Under 2023 amendment, an employee
employed for at least 6 monthsis entitled to

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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parental leave in order to provide personal
care for the child.

Paternity leave may be taken at one time or
in no more than 2 parts, neither of which
may be shorter than one week. Paternity
leave is granted upon an application in
paper or electronic form submitted by the
employee - father, no later than 7 days
before the commencement of the leave.

Source: §186 of the Labour Code 1974

Flexible Work Option for Parents /
WorkLife Balance

There is no provision in the labour code
which requires employers to provide
flexible work options for workers with
minor  children and other family
responsibilities. However, anemployee
raising at least one child up to the age of 14
years is entitled to two additional days of
paid leave in each calendar year.

Under the 2023 amendment, an employee
eligible for parental leave can submit a
request, either in paper or electronic form,
seeking a reduction in working hours to at
least half of the full-time schedule during
the eligible leave period. The employer is
obligated to review and consider the
employee's request.

An employee raising at least one child up to
14 years of age is entitled to leave from
work for 16 hours or 2 days during a
calendar year, while retaining the right to
remuneration. And for an employee raising
a child up to the age of 8 may submit an
application in paper or electronic form for
flexible work organization and the
employer must respond within 7 days.

An employee fostering a child is eligible for
maternity leave as follows:
1) 20 weeks for one child,

2) 31 weeks for two children,

3) 33 weeks for three children,

4) 35 weeks for four children,

5) 37 weeks for five or more children.

This entitlement lasts until the child
reaches 7 years, or 10 years if the child's
compulsory schooling is postponed. For
those applying for adoption through the
guardianship court, the leave duration
extends until the child turns 14.

Source: §183 & 188 of the Labour Code 1974

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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06/13MATERNITY & WORK

ILO Conventions

An earlier Convention (103 from 1952) prescribed at least 12 weeks maternity leave, 6 weeks
before and 6 weeks after birth. However, a later convention (No. 183 from year 2000) requires
that maternity leave be at least 14 weeks of which a period of six weeks compulsory leave
should be after childbirth.

Poland has ratified the Convention 103 only.

Summary of Provisions under ILO Convention

Aworker should be entitled to medical and midwife care during pregnancy and maternity leave
without additional cost.

During pregnancy and while breastfeeding, a worker should be exempt from work that might
bring harm to you or your baby.

The total maternity leave should last at least 14 weeks.

During maternity leave, a worker’s income should amount to at least two-thirds of your
preceding salary.

During pregnancy and maternity leave, a worker should be protected from dismissal or any
other discriminatory treatment.

Workers have the right to return to the same or equivalent position after availing maternity
leave.

After childbirth and re-joining work, a worker must be allowed paid nursing breaks for breast-
feeding the child.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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Regulations on maternity and work:

9 Labour code 1974, last amended in
2019

I Social Insurance Benefits in case of
Sickness and Maternity Act 1999

Free Medical Care

In the case of pregnancy, social insurance
system in Poland provides maternity
insurance to women. Medical Benefits are
provided under the supervision of Ministry
of Health, Poland.

No Harmful Work

Labour Code prohibits employment of
pregnant and breastfeeding women in work
that is particularly arduous or harmful to
women's health. The Council of Ministers
has published Regulations prohibiting
employment of pregnant and
breastfeeding women in certain works.
Also, pregnant workers may not be
employed in overtime or at night. Employer
is obliged to adjust the working conditions
to the required safety level, or to reduce
time to eliminate the threat to the health or
safety of employees. If the adjustment of
working conditions at the current
workplace or reduction in working time is
impossible or impracticable, the employer
shall transfer the employee to another
work.

While the old regulation applied to all
women, the current Regulation applies to
pregnant and breastfeeding women. It has
changed many working standards
regarding weight classes, thermal comfort
(PMV indicators), and admissible decibel
volume in the workplace for pregnant and
breastfeeding women.

Pregnant employees are allowed to work
during the work day (8 hours), with
compulsory work breaks of 10 minutes each
hour, in which they can perform other non-
screen related tasks.

Source: §176-179 of the Labour Code 1974;
ozporzadzenie rady ministrow z dnia 3
kwietnia 2017 r. w sprawie wykazu prac
uciazliwych, niebezpiecznych lub
szkodliwych dla zdrowia kobiet w cigzy i
kobiet  karmigcych dziecko piersig
(Regulation on list of works prohibited for
pregnant and breastfeeding women)

Maternity Leave

In accordance with the Labour Code,
employees are entitled to 20 weeks of
maternity leave on the birth of one child at
one time, 31 weeks on the birth of twins
(two children at one time), 33 weeks on the
birth of triplets (three children at one time),
35 weeks on the birth of four children at one
time and 37 weeks on the birth of five or
more children at one time. Up to a
maximum of six weeks maternity leave can
be taken before the expected date of
delivery.

After availing 14 weeks’ maternity leave, a
female employee may transfer the
remaining entitlement to a working father
caring for a child. Both the female
employees and working fathers caring for a
child are entitled to receive additional
maternity leave. The amount of additional
maternity leave is up to six (06) weeks on
the birth of one child at one time and up to
eight (08) weeks on the birth of two or more
children at one time.

From January 2016, the additional
maternity leave has been abolished and itis
entitled to all the employees regardless of
insurance.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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Source: §180-182 of the Labour Code 1974

The employee is entitled to a maternity
benefit during maternity leave. The amount
of benefits is 100% of her average earnings
in the last 12 months. The maternity benefit
is paid for the period of 20 weeks or 31-37
weeks depending upon the number of
children born.

Source: §29-31, 36 & 47 of the Social
Insurance Benefits in case of Sickness and
Maternity Act 1999

Labour law states that a women worker
cannot be dismissed during the period of
her pregnancy and maternity leave or at
such time that contract termination notice
would expire during such absence.
Employment of a female worker is
protected during pregnancy, delivery and
parental leave, except for certain specific
reasons determined in the applicable
regulations.

Source: §177 & 186(1) of the Labour Code
1974

According to the Labour code, workers have
the right to return to same position after
availing maternity leave and if this is not
possible, the position equivalent to the one
before the leave, or a similar position.

Source: §186(4) of the Labour Code 1974

Female workers are entitled to two paid
nursing breaks, each of 30-minute duration,
for new mothers to breastfeed their
children. Worker who has more than one
child is entitled to two breaks of 45 minutes
each. Workers employed for less than 4
hours a day are not entitled to breaks. If the
working time of employees does not exceed
6 hours a day, then the worker is entitled to
one break for feeding.

Source: §187 of the Labour Code 1974

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
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07/1HEALTH & SAFETY

ILO Conventions

Most ILO OSH Conventions deal with very specific Occupational Safety hazards, such as
asbestos and chemicals.

Convention 155 (1981) is the relevant general convention here.

Labour Inspection Convention: 81 (1947)

Poland has ratified the Convention 81 only.

Summary of Provisions under ILO Conventions

The employer, in all fairness, should make sure that the work process is safe.

The employer should provide protective clothing and other necessary safety precautions for
free.

Workers should receive training in all work-related safety and health aspects and must have
been shown the emergency exits.

In order to ensure workplace safety and health, a central, independent and efficient labour
inspection system should be present.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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9 Labour code 1974, last amended in
2019

The employer is responsible for the state of
occupational health and safety in the
workplace. Employer is obliged to ensure
the development of a coherent policy to
prevent accidents at work and
occupational diseases taking into account
organization of work, working conditions,
social relationships and the influence of
work-environment factors.

Employers are also obligated to make
available all necessary medicine and
material to provide timely and effective
first aid and to plan the quick evacuation of
workers in case of fire. Employer and the
person in charge of the employees are
required to know the rules of labour
protection, including laws on health and
safety and to ensure its
execution/implementation and to remove
shortcomings in this area.

Employer obligations also include
responsibilities for health and safety of
workers and fire protection and to inform
employees of the occupational risks
associated with their work.

Source: §104(1) & 207 of the Labour Code
1974

Employees should be provided with free
protective clothing, footwear and other
personal protection against dangerous
and harmful factors occurring in the work
environment and inform them about the

methods of using these measures.

Washing, maintenance, repair, dust
removal and disinfection of these things is
also the employer's responsibility. The
employer must not allow an employee to
work without protective equipment
specially when working with materials
contaminated  with  chemicals or
radioactive or biologically infectious
materials.

Source: §237(6)-237(11) of the Labour Code
1974

The employer provides training for staff in
the field of occupational health and safety
before allowing them to work and conduct
periodic training in this area. The employer
is obliged to familiarize employees with the
rules about safety and health at work they
are performing and not to allow the
employee to work for which he does not
have the necessary qualifications/skills and
sufficient knowledge about health and
safety issues.

These trainings are conducted during
working hours and at the employer's
expense. The costs of actions taken by the
employer in the field of occupational health
and safety cannot in any way be charged to
employees.

Source: §237(2-5) of the Labour Code 1974

Public labour inspector supervises and
monitors the compliance with labour law,
including the rules and principles of
occupational safety and health at work. At
the substantiated request of employees or
their representatives on issues of health

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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and life hazards at workplace, labour
inspectors of the State Labour Inspectorate
carry out inspection and apply legal
measures provided in the rules of the State
Labour Inspectorate. There exists a
separate law on labour inspection in
Poland which is quite comprehensive and
in line with the provisions of ILO Convention
081.

Labour inspectors have the power to
carryout inspection at any time during day
or night, without notice; ask for any
document and material; and investigate
anyone. The labour inspector is also
authorised to advise and provide
information of technical nature in the area
of eliminating hazards to life and health of
workers and on the labour law observance.

An employer is obliged to adopt measures
and working conditions necessary to
conduct an inspection. He/she must ensure
timely provision of information; provide
access to technical equipments and a
separate room with appropriate
equipments.

The National Labour Inspectorate has the
right to order the employer, in case of any
infringement concerning OSH rules and
regulations, to eliminate the identified
irregularities within a specified time-limit
and address an improvement notice asking
to eliminate them and take action with
regard to the guilty persons. They may also
cease the work or impose a fine or
imprisonment.

Source: §18(4) & 237(11a) of the Labour
Code 1974; §11, 21-27 & 95 of the National
Labour Inspectorate Act No. 13 of April 2007

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
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08/13SICK LEAVE &
EMPLOYMENT INJURY BEI

ILO Conventions

Convention 102 (1952), Conventions 121 (1964) and 130 (1969) concerning Social Security,
Employment Injury Benefits and Medical Care and Sickness Benefits

Poland has ratified the Convention 102 only.
Summary of Provisions under ILO Conventions

Summary of Provisions under ILO Conventions

A worker’s rights to work and income should be protected when illness strikes. The national
labour law may provide that sickness benefits may not be paid during the first 3 days of your
absence. Minimally, a worker should be entitled to an income during the first 6 months of
illness. This income should be at least 45 per cent of the minimum wage. (Countries are free to
opt for a system which guarantees 60 per cent of the last wages during the first 6 months of
illness or even during the first year). A worker must be entitled to paid sick leave.

A worker should be entitled to medical care without any additional cost during illness.
Employees and their family members should have access to the necessary minimal medical
care at an affordable cost.

During the first 6 months of illness, a worker should not be fired.

If a worker is disabled due to an occupational disease or accident, they must receive a higher
benefit. In the case of temporary or total incapacity/disability, a worker may at least be
provided 50% of his average wage, while in the case of fatal injury, the survivors may be
provided 40% of the deceased worker’s average wage in periodical payments.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Poland in Polish, please refer to: https://twojezarobki.com
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Regulations on sick leave &
Employment Injury Benefits:

9 Labour code 1974, last amended in
2019

9 Act on Cash Benefits from Social
Insurance in case of Sickness and
Maternity 1999

Income

In accordance with the Labour Code, an
employee is entitled to 33 days leave in a
given calendar year if an employee is sick
and, thus, unable to work, he/she preserves
the right to receive up to 80 percent of his or
her regular remuneration, provided that the
inability to work does not last more than 33
daysin a given calendar year.

During sick leave, the employee retains
right to receive 100 percent of his/her
regular remuneration. If the inability to
work lasts longer than 33 days, the
employee is entitled to a sickness benefit,
payable from the social insurance, for the
aggregate period of incapacity, but not
longer than 182 days (or 270 days if
incapacity takes place during pregnancy or
as a result of tuberculosis). Following this
period, the employee may be entitled to a
rehabilitation benefit, providing his/her
further medical treatment or rehabilitation
are likely to result in the recovery of work
capacity. The sickness benefit is 80% of the
insured worker’s average earnings (70% for
hospitalization unless older than age 50) in
the 12 months before the incapacity. The
benefit is 100% of earnings if the incapacity
began during pregnancy or was due to an
accident while commuting to or from work.
The sickness benefit during the first 33 days
is paid by the employer at full wages.

In a recent court decision, the court held
that an employee who abuses sick leave
(performs paid work during a period of
incapacity, or uses paid sick leave in a way
that is contrary to its purpose) will lose sick
leave benefit for the entire period of work
incapacity.

Source: §92 of the Labour Code 1974; §4-17
of the Act on Cash Benefits from Social
Insurance in case of Sickness and Maternity
1999; https://www.zus.pl/swiadczenia/
zasilki/zasilek-chorobowy/z-
ubezpieczenia-chorobowego/wysokosc

Medical Care

Medical benefits are available to the
insured workers under social insurance
system in Poland. Also, the employee shall
be subject to periodic medical
examination. In the case of incapacity for
work lasting longer than 30 days due to
sickness, the employee is subject to further
medical check-in order to determine their
ability to perform work in their current
position. Benefits are provided under the
National Health Fund. The benefits include
general, specialist and dental care;
hospitalization; labouratory services; free
transportation and basic prescription
drugs. There is no limit to the duration of
medical benefits if worker is employed. In
case of employment termination, coverage
continues for 30 days.

Source: §229of the Labour Code 1974; ISSA
Country Profile for Poland 2018

Job Security

As soon as an employee is absent from
work, he has two independent obligations:
1 notify the employer of the cause of the

absence and its expected duration

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
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o .
. ® Wagelndicator

Decent Work Ch20is | 27


https://twojezarobki.com/
https://www.zus.pl/swiadczenia/%20zasilki/zasilek-chorobowy/z-ubezpieczenia-chorobowego/wysokosc
https://www.zus.pl/swiadczenia/%20zasilki/zasilek-chorobowy/z-ubezpieczenia-chorobowego/wysokosc
https://www.zus.pl/swiadczenia/%20zasilki/zasilek-chorobowy/z-ubezpieczenia-chorobowego/wysokosc

(done immediately, no later than on the
second day of absence from work).

T justify the absence by presenting a sick
leave certificate to the employer (the
obligation is currently fulfilled through
automatic delivery of an e-ZLA
electronic certificate).

During the time the employee is absent
from work due to sickness (182 days due to
work incapacity as aresult of an accident on
the way to or from work, 270 days due to
work incapacity that results from an illness
during pregnancy, and 33 days in other
cases), the employer may not terminate his
or her employment contract by notice. But
in special cases an employer may terminate
an employment contract without notice if
the employee's inability to work due to
illness lasts:

a) more than three months - when the
employee has worked for an
employer for less than six months,

b) longer than the total duration of the
remuneration and allowance and
rehabilitation benefit for the first 3
months - where the worker has been
employed with an employer at least
6 months or if the incapacity for

Source:
1974

Source:
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