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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
Slovenia in Slovenian, please refer to: https://mojaplaca.si/
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MAJOR LEGISLATION ON
EMPLOYMENT AND LABOL

Employment Relations Act (Official
Gazette No. 21/2013)

Minimum Wages Act (Official Gazette
No. 13/2010)

Regulation on Minimum Wage
(Official Gazette No. 7/2014)

Law on Holidays and Public Holidays
in the Republic of Slovenia (Official
Gazette No. 112/2005)

Parental Protection and Family
Benefits Act (Official Gazette No.
26/2014)

Health Care and Health Insurance Act
of 2006 (Official Gazette No. 72/2006)
Act on Emergency Measures in the
Field of Labour Market and Parental
Care (Official Gazette No. 63/2013)
Regulation on the protection of
health at work of pregnant workers
and workers who have recently given
birth and are breastfeeding (Official
Gazette of the RS, No. 62/2015)
Health and Safety at Work Act (Official
Gazette No. 43/2011)

Pension and Invalidity Insurance Act
(Official Gazette No. 96/2012)

Law on Labour Market Regulation
(Official Gazette, 80/2010 amended by
21/2013)

Constitution of Slovenia 1991,
amended in 2006

Act Implementing the Principle of
Equal Treatment (Official Gazette No.
93/2007)

Civil Unions Act 2016

Regulation on the protection of
health at work of children,
adolescents and young people
(Official Gazette of RS, No. 62/2015)
Penal Code (Official Gazette No.
55/2008, last amended by Official
Gazette of RS, No. 54/2015)

Trade Union Representativeness Act
(Official Gazette No. 13/1993)
Collective Agreements Act (Official
Gazette No. 43/2006)

Law on Strikes (Official Gazette No.
23/91)

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

ILO Conventions

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

Slovenia has ratified the Conventions 95 and 131.
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
Slovenia in Slovenian, please refer to: https://mojaplaca.si/
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1 Employment Relations Act (Official
Gazette No. 21/2013)

1 Minimum Wages Act (Official
Gazette No. 13/2010)

1 Regulation on Minimum Wage
(Official Gazette No. 7/2014)

Minimum wages in Slovenia are governed
under the Minimum Wages Act of 2010 and
every year a notification is issued for
change in the rate of minimum wages.
Minimum wage is the monthly salary for
full-time work performed by a worker and
full-time workers should not be paid less
than the minimum wage. A worker who
works part time is entitled to a
proportionate amount of minimum wage.

The amount of minimum wage is
determined by the labour minister every
year in consultation with the social
partners. The vyearly notification on
minimum wage must be published in the
Official Gazette of the Republic of Slovenia
by 31st January of each year. Minimum
wages can also be determined through
collective agreements provided that they
are more favourable to the workers than
those fixed by legislation.

There exists only a single national minimum
wage in the country. No sectoral,
occupational or regional minimum wages
are defined. An employer is required not to
pay a worker less than the minimum wage
announced by the government.

Minimum wage applies to all employees in
the private sector and employers are
required to pay at least the minimum wage.
A trainee or a worker undergoing training

has the right to a basic salary of at least 70%
of the salary received by a regular worker at
a workplace. However, the salary of a
trainee cannot be less than the minimum
wage.

Minimum wage is determined through an
agreement between the social partners,
i.e., the government, the trade union
organizations and employers'
representative organizations. The criteria
for determining or updating minimum
wages include wage trends (level of wages
in the country), economic
conditions/growth, employment trends,
and consumer price index/inflation rate.

A worker, who is paid less than the
minimum wage rate, may file a complaint
with the enterprise union or labour
inspector. Compliance with labour
legislation including the provisions on
minimum wages is ensured by the Labour
Inspectorate. A Labour Inspector will
require the employer to remove
deficiencies in compliance with labour
legislation. A fine ranging between
EUR3,000 to 20,000 may also be imposed by
the labour inspector for non-compliance
with the minimum wage rate.

Sources: 8126, 141 of Employment
Relationships Act; Minimum Wages Act;
Regulation7/2014 on Minimum Wage; Act of
14 March 2014 on labour inspection (Text
No. 663)

For updated minimum wage rate, kindly
refer to the section on minimum wage.

Wages are composed of basic wage, part of
the wage for job performance and some
additional payments. Another element of

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Slovenia in Slovenian, please refer to: https://mojaplaca.si/
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wages can be remuneration for business
performance if it is provided in a collective
agreement or employment contract. The
basic salary of a worker is determined by
taking into account the degree of difficulty
of a work for which an employment
contract has been concluded.

Minimum wage is determined on a monthly
basis. The wage period in Slovenia cannot
exceed one month. Wages have to be paid
within 18 days of the end of wage payment
period. Employers are required to inform
the worker of the day of payment and any
changes in such day by written notice.
Workers' wages are directly deposited to
their bank accountin such a way that salary
should be available to them on the due
date. A deduction in wages may be made
only in accordance with the law. An
employment contract cannot allow an
employer to withhold a worker's wages.

Sources:  §126-136 of Employment
Relations Act

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

Slovenia in Slovenian, please refer to: https://mojaplaca.si/
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02/13COMPENSATION ANL
WORKING HOURS

ILO Conventions

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

Slovenia has ratified the Convention 171 only.

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
Slovenia in Slovenian, please refer to: https://mojaplaca.si/
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1 Employment Relations Act (Official
Gazette No. 21/2013)

The general working hours are 40 hours a
week for full time work. An Act or a
collective agreement may stipulate
working time which is shorter than 40 hours
aweek however full time working cannot be
less than 36 hours a week. An Act or a
collective agreement may define working
time less than 36 hours per week for jobs
where there is greater risk of injury or
health impairment. The full working time of
40 hours a week may not be distributed to
less than four days a week. The working
time may be distributed irregularly due to
nature or organization of work or needs of
users, however working time may not
exceed 56 hours a week. The reference
period in which the working hours have to
be averaged cannot exceed 6 months. The
parties to an employment contract may
agree on longer working hours than 40
hours a week in the case of managerial
staff, executives and home workers. The
working time of a worker under 18 years
cannot exceed 40 hours a week.

Overtime is generally prohibited except in
the case of exceptional circumstances. An
employer may not impose overtime on
workers if work can be performed within
the normal working time limits by means of
appropriate organization and distribution
of work, distribution of working time by
introducing new shifts or employing new
workers.

A worker is obliged to perform overtime
work in case of an exceptionally increased
amount of work; if continuation of work is

required in order to prevent material
damage or threat to life and health of
people; if it is necessary to avert damage to
work equipment that would otherwise
result in suspension of work; if it is
necessary in order to ensure the safety of
people and property and the safety of
traffic; in case of force majeure; and in other
exceptional urgent and unforeseen cases
provided under law or a branch collective
agreement.

Limits of overtime work have been defined
under the law. Overtime work may not
exceed 8 hours a week, 20 hours a month
and 170 hours a year. A working day may
not exceed 10 hours (normal work time +
overtime). With a worker's written consent,
the annual overtime limit may be increased
to 230 hours a year however a worker must
not have to face unfavourable
consequences in respect of his/her
employment relationship if he does not
agree to work more than 170 hours of
overtime in a year.

The premium rate for overtime work is
determined under the branch level
collective  agreements. A  collective
agreement of wholesale and retail trade
industry provides for a 30% premium on
normal wage for those involved in overtime
work (Official Gazette 24/2014).

Employers are required to order overtime
work in writing prior to the commencement
of work. If this is not possible due to the
nature or urgency of overtime work,
overtime may be ordered orally however a
written order must be subsequently
handed over to the worker before end of the
working week after completion of overtime.

Workers are under obligation to perform
work exceeding full time or part time in
accordance with employment contract or

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Slovenia in Slovenian, please refer to: https://mojaplaca.si/
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other work related to elimination or
prevention of consequences of natural or
other disasters or when such disaster is
expected. Such work may last as long as
necessary to rescue human lives, protect
the health of people or prevent material
damage.

Overtime work may not be asked from
following workers: workers whose working
hours are shorter than 36 hours a week due
to job thatinvolves greater risk of injuries or
health impairments; female workers during
pregnancy and another year after having
given birth and throughout the
breastfeeding period; workers
(male/female) who take care of a child
under the age of 3 years; worker whose
health  condition might deteriorate
according to the written opinion of an
occupational medicine provider; older
workers; and workers under the age of 18
years.

Sources: §128 &142-149 of Employment
Relations Act

Night worker is an employee who works at
least three hours of his daily working time
or at least one-third of his annual working
time at night time (between 23:00 and
06:00). If distribution of working time
involves a night shift, night work means
eight uninterrupted hours between 22:00
and 07:00. The night workers have the right
to special protection.

Employers are obliged to transfer a worker
to appropriate daytime work if an
occupational medicine provider gives an
opinion that night work could harm the
night worker's health. An employer must
provide night workers with longer annual

leave, adequate food during work, and
professional conduct of the working and/or
production process. A worker in night shift
may not be required to work at night for
more than one week unless explicitly
agreed by worker in writing. An employer
may not assign a worker to night work if no
transport to and from work is organized by
the employer for worker.

The average working hours of a night
worker may not exceed eight hours a day
during a four-month period. The working
time of a night worker whose work involves
higher risk of injury or health impairment
may not exceed 8 hours a day. Prior to the
introduction of the night work or, if night
work is carried out regularly by night
workers at least once a year, an employer
must consult with trade unions at the
workplace on the determination of the time
considered as night work, on the forms of
organization of night work, on the
measures of safety and health at work, and
on the social measures.

The premium rate for overtime work is
determined under the branch level
collective  agreement. A  collective
agreement of wholesale and retail trade
industry provides for a 75% premium on
normal wage for those involved in night
work (Official Gazette 24/2014).

Sources: §128 & 150-153 of Employment
Relations Act

There is a provision for compensatory rest
for working on a weekly rest day. Law does
not clearly provide for compensatory rest
for working on a public holiday. If a worker
has to work on a weekly rest day due to
objective, technical or organizational

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Slovenia in Slovenian, please refer to: https://mojaplaca.si/
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reasons, he is entitled to taking the weekly
rest on another day during the week.
Workers can also be restricted to take a
public holiday in cases when working
and/or production process are carried out
uninterruptedly or when the nature of work
requires the performance of work on public
holidays.

Sources: §156 & 166 of Employment
Relations Act

Workers are entitled to additional/premium
payments for working on weekly rest days
(Sunday) and public holidays (as well as
work-free days as defined under an Act).
The amount of premium payment is
determined under a branch level collective
agreement. However, if a work-free day falls
on Sunday, workers can receive premium
payment either for Sunday or work-free day
and not double payments.

The premium rate for overtime work is
determined under the branch level
collective  agreement. A  collective
agreement of wholesale and retail trade
industry provides for a 100% premium on
normal wage for those involved in Sunday
work and 200% premium for working on
Public Holidays of January 01, May 01,
November 01, December 25, and Easter
Sunday. (Official Gazette 24/2014).

Sources: §128 of Employment Relations Act

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Slovenia in Slovenian, please refer to: https://mojaplaca.si/
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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.

Slovenia has ratified the Conventions 14, 106 and 132 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
Slovenia in Slovenian, please refer to: https://mojaplaca.si/
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1 Employment Relations Act (Official
Gazette No. 21/2013)

1 Law on Holidays and Public
Holidays in the Republic of Slovenia
(Official Gazette No. 112/2005)

A worker obtains the right to annual leave
by entering into an employment
relationship. The annual leave provision is
at least 4 weeks for both full-time and part-
time workers. The minimum length of
annual leave depends on the distribution of
working days within a week for an
individual worker. Annual leave provision is
16 days (for those working on 4 days a
week), 20 days (for those working 5 days a
week) and 24 days (for those working 6 days
a week).

There is a provision for three additional
days of annual leave for old workers,
disabled persons, workers with at least a
60% physical impairment or workers who
care for children in need of care. Workers
have the right to one additional day of
annual leave for every child in the family
less than 15 years. Law also requires that
night workers be awarded longer leave
(although its duration is determined under
collective agreement). The annual leave for
young workers (under 18 years) is extended
by seven working days. Holidays, work-free
days, absence from work due to injury and
sickness and other cases of justified
absence are not counted as annual leave.

A collective agreement or an employment
contract may provide for a longer duration
of annual leave. Employer has to notify
workers of their annual leave entitlement

by March 31 every year in writing. If the
employment relationship commences after
the start of calendar year or if its duration is
less than one year during a calendar year
has the right to proportionate part of
annual leave.

Law allows splitting of annual leave
however one part should consist of at least
two weeks. Workers is required to take two
weeks of annual leave in the current
calendar year and take the remaining part
by June 30 of the following year (in
agreement with the employer). If worker is
not able to use annual leave by end of
current calendar year or by June 30 of
followingyear for reasons of absence due to
illness or injury, parental leave or childcare
leave by December 31 of following year.

Annual leave is taken by a worker
considering the requirements of working
process, the worker's rest and recreation
opportunities and the worker's family
obligations. Parents of school children have
the right to take at least one week of annual
leave during school holidays. Worker also
has the right to take one day of annual leave
on the day he determines himself. However,
employer can refuse both above leaves if
the worker's absence would be seriously
detrimental to the working process.

A worker cannot wave his right to annual
leave and any such agreement is invalid.
Employer cannot receive payment in
exchange for annual leave except in the
case of employment contract termination.

During the term of annual leave, employer
is required to pay the worker at least the
minimum wage which should be paid to the
worker by July 01. If employee is entitled to
proportionate part of annual leave, he is
entitled to the proportionate pay. In the
case of part-time workers, they are entitled
to payment for annual leave in proportion

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Slovenia in Slovenian, please refer to: https://mojaplaca.si/
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to the working time for which they have
concluded contract.

Sources: §131, 151 & 159-163 of
Employment Relations Act

Workers have the right to absence from
work on public holidays in the Republic of
Slovenia and on other work-free days as
specified by an Act. The public holidays are
specified under the Law on Holidays and
Public Holidays in the Republic of Slovenia
(112/2005). Slovenia has holidays of
religious and memorial nature. These days
are New Year's Days (January 01 & 02),
PreSeren Day/Slovenian Cultural Day
(February 08), Resistance Day (April 27),
Labour Day (May 01 & 02), Proclamation
Day/National Day (June 25), Slovenian
Merger with the Parent Nation (August 17),
Return to the Motherland (September 15),
All Saints' Day (November 01), Rudolf
Maister Day (November 23), and
Independence & Unity Day (December 26).

PrimozTrubarDay (08 June) and
Sovereignty Day (25 October) are not work-
free days.

The work-free days are Easter Sunday,
Easter Monday, Whit Sunday, Assumption
Day (August 15), Reformation Day (October
31), and Christmas Day (December 25).
Public holidays and work-free days are not
moved, if they occur on Sunday, to the next
working day.

Sources: Law on Holidays and Public
Holidays in the Republic of Slovenia; §166
of Employment Relations Act

Workers are allowed a daily rest period of at
least 12 uninterrupted hours within the
period of 24 hours. Workers with irregular
working hours have the right to daily rest
period of at least 11 hours during a period
of 24 hours.

A worker has the right to a rest period of at
least 24 uninterrupted hours within a
period of seven days. A worker has the right
to average weekly rest period of 24 hours
during a 14-day period.

Daily rest breaks are regulated under the
Employment Relations Act. Rest breaks are
considered part of the working time. Full
time workers are entitled to a 30-minute
break during the working day. The break
cannot be provided earlier than after one
hour of work and no later than one-hour
prior the end of the working time. Part-time
workers who work at least four hours per
day are also entitled to daily rest breaks
proportionate to their daily working time.
Young workers under 18, who work at least
four and a half hours per day, are also
entitled to a rest break of 30 minutes.

Sources: §154-156 of Employment
Relations Act

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

ILO Conventions

Convention 158 (1982) on employment termination

Slovenia has 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
Slovenia in Slovenian, please refer to: https://mojaplaca.si/
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1 Employment Relations Act (Official
Gazette No. 21/2013)

An employment relationship is established
on the basis of an employment contract.
The employment contract is generally for
an indefinite duration unless stated
otherwise. If duration of an employment
contract is not clearly mentioned in writing
or if a fixed term contract is not concluded
in writing on commencement of work, the
employment contract is considered to be of
indefinite duration.

An employment contract has to be
concluded in writing. Employer must
provide a worker a draft written
employment contract three days prior to its
envisaged signing and then the final
contract on its conclusion. Employee has
the right to request written employment
contract from the employer.

An employment contract must contain
following information: information of the
contracting parties; date of
commencement of work; job title and job
description; work location; duration of
employment contract; contract nature with
regard to working time (full-time or part-
time); daily or weekly working time and
distribution of working time; amount of
basic salary in euros; other components of
salary including payment interval, pay day
and manner of salary payment; annual
leave and manner of determining annual
leave; length of notice periods; provision on
training provided by the employer;
reference  to a binding collective
agreement; and information on other rights
and obligations as laid down under the Act.

Employees can propose changes to their
employment contract or the formation of a
new one to enhance their employment or
working conditions. This proposal can be
made after six months from the initial
contract or after the conclusion of a longer
probationary period. The employer is
required to decide on the proposal and
provide a written justification within 30
days.

Sources: §11,12,17,31 & 49 of Employment
Relations Act

Employment Relations Act has provisions
with regard to the fixed term contracts.

Employment contracts may be concluded
for fixed terms where this involves cases
provided by the ERA; another act or firm-
level collective agreement; and a sector-
level collective agreement for small
employers. The exhaustive list of
conditions/situation in which fixed term
contracts are allowed is provided in Art. 52
of Employment Relations Act: work which
by its nature is of limited duration;
replacing a temporarily absent worker;
temporarily increased volume of work;
employment of a foreigner or person
without citizenship who was granted work
permit for a definite period, except in case
of a personal work permit; managerial staff
and those executive workers who manage a
business field or organisational unit at the
employer and are authorised to conclude
legal transactions or to make independent
personnel and organisational decisions;
seasonal work; a worker who concludes a
fixed-term employment contract for the
reason of preparation for work, vocational
training or advanced study for work and/or
education; employment for a definite
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period of time due to working during the
qualifying period for obtaining a certificate
issued by the competent body in the
procedure of recognition of qualifications
pursuant to a special law; performance of
public works and/or inclusion in the
measures of active employment policy
pursuant to the law; preparation or
realization of work organized as a project;
work required during the period of
introduction of new programs, new
technology and other technical and
technological improvements of the working
process or for training workers; elected and
appointed officials and/or other workers
related to the term of office of a body or
official in local communities, political
parties, trade unions, chambers,
associations and their federations, and
other cases laid down by law and/or branch
collective agreement.

The maximum length of successive fixed
term contracts is 24 months although there
isno limiton the number of renewals during
that 24-month term. Contracts are deemed
to be concluded for an uninterrupted
period if the interval between successive
contractsis less than 3 months. A fixed term
contract can also be concluded for a period
longer than two years (24 months) if the
project lasts more than two years and the
contract is concluded for entire duration of
project. Abranch level collective agreement
determines what is deemed to be project
work.

If a worker keeps working after expiry of a
fixed term contract, it is assumed that
worker has concluded the employment
contract for indefinite duration.

Sources: §54-57 of Employment Relations
Act

The provisions on probation period are
found in the Employment Relations Act.

Worker and employer may agree on the
duration of probationary period. The
probationary period may not last longer
than 6 months however it can be extended
in the case of temporary absence from
work. During the probation period, both
parties can cancel the employment
contract.

If a fixed-term employment contract
specifies a probationary period, its duration
should be proportional to the contract's
length and job nature. However, a new
consecutive fixed-term contract for the
same position must not include a
probationary period.

Law does not differentiate between the job
types and a single type of probationary
period is applied for all types of work
although parties have the option to agree
on a shorter period.

If the employment contract ends due to
unsuccessful probation, the employee is
entitled to the severance pay specified for
regular terminations for business reasons.

Sources: §125 of Employment Relations Act

Employment Relations Act has relevant
provisions on termination of an
employment contract and necessary
advance notice periods. Employment
contracts are terminated either by
agreement between the parties; on expiry
of its term (for fixed term contracts); on
cancellation of a contract by either of the
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Slovenia in Slovenian, please refer to: https://mojaplaca.si/

. o ¢ Wagelndicator

Decent Work Check3]05


https://mojaplaca.si/

parties on the bases provided under the
law; and on the death of an employee.

The Slovene labour law provided for two
kinds of contract termination: ordinary
dismissal and summary dismissal. An
ordinary dismissal requires a notice period
while summary dismissal does not need
any notice period.

A fixed term contract may be terminated
without notice on expiry of time period for
which it was concluded or on the
completion of agreed work or on cessation
of reason for which the contract was
concluded. A contract of employment may
be terminated by agreement between the
parties and on the death of a worker or
employer.

Employers are required to serve a written
notice to the worker while explaining in
writing the actual reason for its
cancellation. Reasons behind ordinary
termination must be serious and
substantiated. Ordinary dismissal is
justified by one of the reasons related to
worker's conduct, capacity and economic
reasons. The grounds for unfair dismissal
include  marital status; pregnancy;
maternity leave; family responsibilities;
filing a complaint against the employer;
temporary work injury or illness; race;
colour; sex; sexual orientation; religion;
political opinion; social origin;
nationality/national origin; age; trade
union  membership and  activities;
disabilities; financial status; parental leave;
participation in a lawful strike; state of
health; and ethnic origin.

An employer may ordinarily terminate an
employment contract if a justified reason
exists. On the other hand, a worker does not
have to provide a statement of grounds

before ordinary termination of

employment contract.

In the event of worker's or employer's
contract termination during probationary
period, the notice period is 7 days.

In the case of ordinary contract
cancellation by worker, notice period is 15
days for up to one year of service with the
employer and 30 days for more than one
year of service with the employer. A longer
period of notice may be provided under an
employment contract or a collective
agreement; however, it may not exceed 60
days.

In the event of ordinary dismissal for
economic reasons or due to reasons of
incompetence, notice period is 15 days for
up to one year of service with the employer
and 30 days for more than one year of
service with the employer. After two years
of service, notice period increases by two
days for each year of employment but
cannot exceed 60 days. After a period of 25
years of service, notice period is 80 days
unless a different notice period is specified
by a branch level collective agreement and
in no circumstances less than 60 days.

If employment contract is terminated for
misconduct, notice period is 15 days.
Worker and employer may agree on
compensation in lieu of notice as per a
written agreement.

Sources: §82-97 of Employment Relations
Act

Worker is entitled to severance pay in the
case of ordinary contract termination by
the employer (for economic or competence
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related reasons) and summary dismissal by
the worker. A worker must have worked for
at least one year to qualify for severance
pay. The basis for calculation of severance
pay is average monthly salary the worker
received or would have received if working
during the last three months before
cancellation. Severance pay is payable in
the case of individual and economic
dismissals.

Workers are entitled to one-fifth (20%) of
the monthly wage for each year of service
for more than one but less than ten years;
one-quarter (25%) of the monthly wage for
each year of service for ten to twenty years
of service; and one-third (33%) of the
monthly wage for each year of service for a
period exceeding twenty years.

The total amount of severance pay may not
exceed ten times the monthly wage unless
otherwise stipulated by a branch level
collective agreement. In the case of forced
settlement, the worker and employer may
agree in writing on the manner of payment,
its form or a reduction of the level of
severance pay if, owing to the payment of
severance pay, the existence of a large
number of jobs at the employer would be
threatened.

Sources: §108 of Employment Relations Act
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05/13FAMILY
RESPONSIBILITIES

ILO Conventions

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

Slovenia has ratified the Convention 156 only.

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
Slovenia in Slovenian, please refer to: https://mojaplaca.si/

e . Decent Work Check=]a3B
. ® Wagelndicator


https://mojaplaca.si/

1 Parental Protection and Family
Benefits Act (Official Gazette No.
26/2014)

1 Employment Relations Act (Official
Gazette No. 21/2013)

All employed fathers (or spouse or
partner) insured under the Parental
Protection and Family Benefits Act are
entitled to paternity leave.

Under 2022 amendment, fathers are
entitled to paternity leave for a duration of
15 days in a condensed series in the form of
full or partial absence from work from the
birth of the child until the child is three
months old.

Adoptive parents or relatives granted
parental care also have a 15-day paternity
leave. In the case of multiple live-born
children simultaneously, paternity leave for
subsequent children is extended by 10
days. This extension applies to adoptive
parents or relatives caring for two or more
children simultaneously or of different ages
until the oldest child is 8 years old.

The duration of paternity leave is not
extended ifitis used in the form of a partial
absence from work.

A father is not entitled to paternity leave if:
the mother has given birth to a dead child;
the father has been deprived of parental
rights or he was forbidden contact with
child in accordance with an Act; the father
has shown by conduct that he will not take
care of the child or neglects parental
responsibilities; and on the basis of a

physician's opinion that father s
temporarily or permanently unable to care
for child due to health reasons.

If a child dies during the paternity leave, the
father is entitled to extend his leave by the
number of days remaining from his original
leave duration, plus an additional three
days after the child's death. However, the
total leave cannot exceed 15 days.

Sources: §25-28 & 40-47 of Parental
Protection and Family Benefits Act

Under the amended law, each parent has
the right to 160 days of parental leave, with
the option to transfer 100 days between
them. Non-transferable days are 60 for each
parent. The leave starts after maternity
leave, and if no maternity leave is
applicable, it begins when the child is 77
days old.

Parental leave is extended by 90 days (for
each parent) in the event of multiple births,
adoption of twins or two differently aged
children under the age of up to eight years
of the oldest child. In the case of the birth of
a child in need of special care, child care
leave is extended by an additional 90 days
on the basis of the opinion delivered by the
medical board.

When a premature baby is born, parental
leave is extended by as many days as the
pregnancy was shorter than 260 days.

A part of child care leave of not more than
75 days of duration can be transferred until
a child completes first grade of the primary
school.

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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Leave is extended by 30 days if parents
already have at least two children up to the
age of eight by 60 days if they have three
such children; and by 90 days if they have
four or more such children.

Parental leaveis paid leave and workers are
paid 100% of their income during the term
of parental leave for full absence.
Compensation for partial absence from
work is equal to the proportional part of the
partial absence from work. The amount of
compensation lies between 55% of the
minimum salary and 250% of the national
average wage.

A worker caring for a child with special
needs is entitled to at least three extra
annual leave days. Additionally, an
employee receives one extra day of annual
leave for each child under the age of 15.

Employer cannot terminate parents during
the period when they are using parental
leave in a condensed series in the form of a
full absence from work and for another
month after the use of this leave.

Sources: §29-47 of Parental Protection and
Family Benefits Act; §115, 159 of the
Employment Relations Act

A parent who nurses and cares for a child
less than three years of age has the right to
part-time work. A parent who is taking care
of two children may extend the right to
work part time until the younger child is
eight years old. One year of this entitlement
is a non-transferable right of each of the
parents.

A parent who is taking care of two children
may extend the right to work part time, with
social security contributions paid based on
the proportional part of the minimum wage
for the hours not worked, until the younger
child completes the first grade of
elementary school (and not only until it
reaches the age of six years). One year of
this entitlement is a non-transferrable right
of each of the parents.

The amendment allows employees caring
for children up to 8 years old to propose a
shorter working time for a specified period
to balance work and personal life. The
employer must provide a written
justification for their decision within 15
days.

A parent who nurses and cares for a child
with a severe disability in movement or with
a moderate or severe disturbance in mental
development has the right to part-time
work even after the child's third year of age
but not after the child reaches 18 years of
age.

Part-time work means working at least half
of the normal weekly working hours, i.e., 20
hours.

Source: §50 of the Parental Protection and
Family Benefits Act, amended; §65a of the
Employment Relations Act
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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.

Slovenia has ratified both the Conventions 103 and 183.

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
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N Health Care and Health Insurance Act
of 2006 (Official Gazette No. 72/2006)

1 Employment Relations Act (Official
Gazette No. 21/2013)

1 Parental Protection and Family
Benefits Act (Official Gazette No.
26/2014)

1 Act on Emergency Measures in the
Field of Labour Market and Parental
Care (Official Gazette No. 63/2013)

1 Regulation on the protection of health
at work of pregnant workers and
workers who have recently given birth
and are breastfeeding (Official
Gazette of the RS, No. 62/2015)

Medical care is provided under the national
health care system.

Medical benefits and health care are
provided under Health Care and Health
Insurance Act of 2006. All employees have
to be mandatorily health insured.
Dependent family members are also
entitled to health care. No priorinsurance is
required for entitlement to health care.

The health care and insurance system is
managed by Health Insurance Institute of
Slovenia. If persons don't have
supplementary insurance for co-payments,
they have to share costs of health care
ranging from 10-90%. For certain medical
benefits, there are no co-payments and
these are paid in full by the Institute. There
are no co-payments for preventive
healthcare; treatment and rehabilitation of
children; students under 26 years of age;
consulting services and medical treatment
services for family planning, contraception,

pregnancy and childbirth; for some serious
diseases; and urgent healthcare.

Students will also now be included in the
health insurance scheme, on the basis of
the temporary and occasional work done
by them. (For more details see pension and
invalidity below)

Sources: §23 of Health Care and Health
Insurance Act of 2006; The amendments to
the Fiscal Balance Act (Official Gazette of
the RS, No. 94/2014)

Workers have the right to special protection
in an employment relationship due to
pregnancy and parenthood. Employers are
required to reconcile their family and
employment responsibilities more easily.

During pregnancy and entire period of
breastfeeding, female workers may not
carry out work that might present a risk to
the worker or her child's health due to
exposure to certain risk factors or working
conditions. Employers may adjust the
working conditions or working time if risk
assessment indicates a risk to the worker or
her child's health. If such risk cannot be
avoided through adjustment in working
time or working conditions, employer must
provide the worker with other appropriate
work. Female worker is obliged to perform
this appropriate work and is entitled to a
salary which is at least equivalent to former
salary. If employer is unable to provide
appropriate work, he must ensure wage
compensationin the amount of her average
monthly wage during the past three months
or during the period she worked during the
past three months but not less than the
amount of minimum wage.
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Female workers may not be required to
perform overtime or night work during
pregnancy, breastfeeding period and one
year after the child birth if risk assessment
indicates risk to the worker or child's
health.

A new Regulation 2015 provides for
measures and actions to improve safety
and health at work of pregnant workers and
workers who have recently given birth and
are breastfeeding,

Sources: §137 & 182-185 of Employment
Relations Act; Regulation on the protection
of health at work of pregnant workers and
workers who have recently given birth and
are breastfeeding (Official Gazette of the
RS, No. 62/2015)

Maternity leave is 105 calendar days (15
weeks). A mother has to take 15-day
obligatory leave. Of these 15 weeks, the pre-
natal leave is four weeks while the post-
natal leave is 11 weeks.

If a mother gives birth to a dead child, she is
entitled to 42 days of maternity leave after
child birth. If a child dies during maternity
leave, mother is entitled to pre-natal leave
as well 42 days post-natal leave. After the
death of child, mother is entitled to 10 days
of maternity leave.

If a mother has left the child at birth or after
birth, she is entitled to maternity leave of 42
days after the day of birth. If a mother has
left the child during maternity leave and has
already used 42 days of maternity leave, she
is no longer entitled to maternity leave from
the following day after which she left the
child. Parents adopting children are

entitled to parental leave as other parents
(as provided under the parental leave)

Sources: §19-24 of Parental Protection and
Family Benefits Act

During the term of maternity leave, workers
are entitled to 100% of the average basic
income on which parental leave
contributions were paid during the 12
months prior to the leave. There is no
ceiling on the benefit during leave.
However, until the year following the yearin
which economic growth exceeds 2.5 per
cent of GDP, the maximum benefit cannot
exceed 200% of the national average wage.
The benefit during maternity leave ranges
between 55% of the minimum wage and
two times (200%) the national average
wage. Until the year following the year in
which economic growth exceeds 2.5% of
GDP, the ceiling on payments for maternity
leave has been reduced from 2.5 to 2 times
the average wage in Slovenia under Act on
Emergency Measures in the Field of Labour
Market and Parental Care 2013.

Sources: §40-47 of Parental Protection and
Family Benefits Act; §3 of the Act on
Emergency Measures in the Field of Labour
Market and Parental Care 2013

If an employer terminates a female worker
on the ground of pregnancy, itis considered
unfair dismissal. Even in the case of
economic dismissals/redundancy,
temporary absence from work due to
parental leave or pregnancy may not be a
criterion for determination of redundant
workers.
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Employment of a female worker may not be
terminated during period of her pregnancy,
when she is breastfeeding a child of up to
one year of age or when parents are on
parental leave in the form of full absence
from work and for one month after the end
of such leave. A notice of contract
termination cannot be served during this
period. If the objective reasons demand
extraordinary dismissal of the worker or
due to closure of business, employer may
terminate the employment contracts of
workers (during pregnancy, breastfeeding
period of one year and parental leave) only
after obtaining the preliminary consent of
the labour inspectorate.

Sources: §90, 102 & 115 of Employment
Relations Act

A worker's right to return after availing
maternity leave is not explicitly guaranteed
under the Employment Relations Act.

The law prohibits an employer from
dismissing an employee who is pregnant or
on maternity leave. However, it is not
clearly provided under the law that an
employer should give worker the same or
equivalent position when they return from
leave.

A female worker who is breastfeeding a
child under the age of 18 months and works
full time has the right to a breastfeeding
break during working time, for the
minimum duration of one hour during a
day. The breastfeeding mothers are
entitled to a proportionate amount of
minimum wage for one-hour breastfeeding
break until the child reaches the age of nine
months. After the first 9 months, until a

child is 18 months old, only social security
contributions based on the proportionate
part of minimum wage are paid.

Sources: §188 of Employment Relations
Act; §49 of Parental Protection and Family
Benefits Act
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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)

Slovenia has ratified both the Conventions 81 and 155.

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
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1 Health and Safety at Work Act
(Official Gazette No. 43/2011)

workers.
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