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Article 2 THE RIGHT TO JUST CONDITIONS OF WORK

2/1: Reasonable daily and weekly working hours

1) Regarding the Committee’s question it shouldnio¢ed that since the last report the
Employment Relationships Act (Official Gazette bétRepublic of Slovenia, No. 42/02) has
been amended among other in the chapter dealimgwaitking hours and overtime work.

The Act Amending Employment Relationships Act (OHi Gazette of the Republic of
Slovenia, No103/07) thus stipulates that overtime work mayexateed 8 hours per week, 20
hours per month and 1#burs per year. It should be stressed that th&imgpday may not
last longer than 10 hours.

The Act also provides for the possibility to regdhe daily, weekly and monthly time

limitation as an average limitation during the pdristipulated by the law or a collective
agreement which may not exceed six months. Howeasrpunt should be taken of the
limitations related to the requirement for dailydameekly rest laid down in Articles 155 and
156 of the Employment Relationships Act. A workereéntitled to a rest of at least 12
uninterrupted hours within a period of 24 hours {dr hours if he/she works in uneven
distribution or temporarily redistributed workingne), as well as to a rest of at least 24
uninterrupted hours within a period of seven susigesdays. In this relation it should be
taken into account that overtime work may not e’lcEZ) hours in a calendar year.

The Act Amending Employment Relationships Act adtteslpossibility of ordering overtime
work in excess of 170 hours a year in agreemett thi2 worker, but in a maximum total of
230 hours a year. In each case of overtime workredlin excess of 170 hours a year, the
employer must obtain the worker's written cons&tiould the worker refuse to provide the
written consent he/she may not be exposed to uafate consequences in the employment
relationship.

2) The Employment Relationships Act does not cower readiness time. The latter is
regulated in individual acts regulating labour tielas in the public sector (for example
General Practitioner Services Act, Official Gazaitethe Republic of Slovenia Nos. 72/06
and 58/08, Health Services Act, Official Gazettetlnd Republic of Slovenia No. 23/95,
Judicial Service Act, Official Gazette of the Refwlof Slovenia No. 94/07, Fire Service Act,
Official Gazette of the Republic of Slovenia No/@®8, Defence Act, Official Gazette of the
Republic of Slovenia No. 103/04) which regard reads time at workplace or standby duty
as work obligations, as well as in the collectigge@ment for the public sector (Collective
Agreement for Public Sector, Official Gazette oé tRepublic of Slovenia Nos. 57/08 and
23/09) which stipulates explicitly that standbyydig included in the working time. It should
be noted that certain collective agreements forettenomic sector provide for the additional
allowance for standby duty performed during theetiwhich is less favourable for the worker.

3) In the Republic of Slovenia, full-time employmeguals 40 hours per week; it should be
noted, however, that a worker under an employmentract actually works 37.5 hours per
week. The difference of 2.5 hours (130 hours par)yis attributed to the paid lunch break
included in the working hours.



2/2: Public holidays with pay

With the aim to encourage agreements between itial gm@artners in the field of labour law
regulation, the Employment Relationships Act leatessamount of additional allowance for
work under special working conditions due to dsition of working hours to be determined
by the social partners . The amount of additioflalance is determined independently and
voluntarily by both parties — the employers and tiverkers or their authorised
representatives. The agreements on additional afloas for public holidays and statutory
work-free days concluded by the social partnersridividual sectors are included in branch
collective agreements. Many collective agreememtaddition to the regular wages provide
for additional allowances for working on public ialys and work-free days in the amount of
100% or more. Some of those collective agreememjsdown the employer's primary
obligation to ensure another work-free day witthe same month (or even the same week)
and a smaller additional allowance. If that is possible the worker is entitled to 100% (or
even 130 or 150%) additional allowance for workomga public holiday.

The Republic of Slovenia encourages agreementseleatithe social partners and respects the
agreements concluded by them regarding the amdwaiditional allowance for working on a
public holiday. It should be stressed once mor¢ tihea diverse circumstances of different
sectoral activities (frequency of the need to wamkpublic holidays, complexity of work etc.)
can be more appropriately dealt with at the levé@hdividual sectors.

2/3: Annual holiday with pay

Pursuant to the Employment Relationships Act antesle may be taken in several parts,
whereby one part must consist of at least two welkseover, the employer has to ensure
that the worker can take the whole annual leawsaled for the current calendar year by the
end of the current calendar year and the worketh®possibility to take at least two weeks
of his/her annual leave by the end of the curratgrdar year and the remaining part during
the following calendar year. The worker has to agrg 30 June with the employer on the
time when the annual leave is to be taken. Of eguitse employer and the worker may
always conclude a more favourable agreement.

The Employment Relationships Act also enables tbeker who could not use the annual
leave due to absence related to disease or imoayernity leave or childcare leave, to take
the annual leave fixed for the calendar year duwwhgh he/she was absent by 30 June of the
following year provided that he/she has workedeast six months during the calendar year
for which the annual leave was fixed. A worker wngk abroad may take his/her entire
annual leave by the end of the following calendearyif so provided by the employer's
collective agreement.

2/4: To eliminate risks in inherently dangerous omunhealthy occupations

Article 5 of the Occupational Health and Safety ACHficial Gazette of the Republic of
Slovenia, Nos. 56/99 and 64/01) lays down thatettnployer is obliged to ensure the safety
and health of workers in every aspect related @ontbrk. To that end the employer must take
the measures necessary to ensure the safety altinl dfeaorkers, including the prevention of



risks at work, information and training of workeappropriate organisation and the necessary
material resources.

The employer must take such preventive measuresaedt such working and production
methods that ensure a higher level of safety aaftthat work and incorporate them in all the
activities and at all organisational levels.

Article 14 of the Occupational Health and Safetyt Atipulates that the employer has to
prepare and adopt a written safety statement whiehdown the manner of and the methods
for ensuring safety and health at work and updanhenever a new risk and a change in the
risk level arise.

The safety statement is based on the determinatipatential risks and dangers at workplace
and in the working environment and on the assessmkmisks for injuries and health
impairment.

In the field of safety and health at work Slovemas not defined in advance certain
occupations as dangerous or unhealthy. It is ttye @fithe concrete employer to determine in
the safety statement those workplaces which repregeeater risks for injuries, health
impairment, occupational diseases and work-relatiséases. Moreover, the employer is
obliged to ensure safety and health of workers wmgrkat such workplaces as well as to
prescribe and implement preventive and other measur

The Rules on the preparation of safety statemetht nigk assessment (Official Gazette of the
Republic of Slovenia, No. 30/2000) defines caseass&t and lays down possible methods for
risk assessment and appropriate safety measures:

Those measures encompass especially:

— changes in the production through replacing tbleyrwork processes with the less risky
work processes,

— shortening the duration of workers' exposurehysical, chemical and biological hazards,
— replacement of dangerous substances with leggedaus substances,

— isolation of work processes or individual phasiesork processes or machines,

— installation of isolated compartments,

— remote control of processes,

— limiting the work process phases and their harmfiects on the working environment by
installing partition walls, barriers etc.,

— mechanisation and robotisation in order to repléwe physical presence of workers
necessary for carrying out certain operations,

— determination of areas which have to be specratiyked or limited or where entrance is
prohibited,

— combination of safety systems and appliances,

— recruitment of qualified workers,

— determination of workplaces for which periodicantrol of physical, chemical and
biological hazards has to be carried out,

— determination of workplaces for which periodidaists of theoretical and practical
knowledge in safety at work have to be carried out,

— determination of workplaces for which preventmedical examinations have to be carried
out,



— determination of work equipment for which perialichecks and tests have to be carried
out,

— fire protection plan, the plan of fire routes anxgblosion areas,
— monitoring the health status of employees,

— ergonomic changes,

— changes in the work organisation,

— humanisation measures.

In case of measures which can not be implementechedfiately, the deadlines and
responsible persons for their implementation haveetdetermined.

Article 35 of the Occupational Health and Safetyt Atipulates that a worker may work at a
workplace or in the circumstances which represecteased risks of injury or health
impairment under the conditions laid down in specides and on the basis of the
professional assessment of the authorised medreattifioner stating that the worker is
capable of carrying out such work.

If the worker believes that the safety measureshast been implemented, he/she may
demand the intervention of the labour inspectorated notify accordingly the workers’
representative responsible for health and safetwak (Article 37 of the Occupational
Health and Safety Act).

According to the provisions of Article 142 of thenloyment Relationships Act the law or a

collective agreement may stipulate a full workinge shorter than 40 hours a week, but not
shorter than 36 hours a week. The law or otherlagign in accordance with the law or a

collective agreement may provide for a full workitige of less than 36 hours per week for
jobs where there is a grater risk of injury or dgm#o health.

According to the data at our disposal it is stipediain the collective agreement for the health
care and social services that the full working tohemployees working at workplaces where

work is constantly carried out in a controlled acéaonising radiation, autopsy department

staff and staff working in special laboratories ¥anich special measures are prescribed for
the protection from the mutagen, teratogen andircagen agents and materials as well as
organic solvents and formalin compounds is 36 h@arsweek. For the workers who are

pursuant to the law entitled to a shorter workimget due to special working conditions, the

shorter working time is regarded as full workingnéi. The collective agreement for the ralil

transport stipulates that the workers who carryaspecially difficult and strenuous work that

is harmful to health have a full working time of B8urs per week. The workplaces where
such work is carried out are laid down in a genkgal act. The collective agreement for the
metal and foundry industry stipulates that a wagkime shorter than 40 hours per week may
be laid down in the company collective agreemertheremployer's general legal act.

According to our information practically all colkese agreements define special working
conditions (which may be referred to as extremekimgr conditions, difficult or strenuous
working conditions, unfavourable influences frone thnvironment or risks at work) as the
criterion for granting additional days of annuahue (either by setting the days of annual
leave or stating that those days are to be defingde employer's general legal act or the
company collective agreement).



Moreover, Article 127 of the Employment RelationmshiAct stipulates that extra payments
for special working conditions related to specialdens at work, unfavourable environmental
influences and risks at work which are not includethe defined level of difficulty of work
can be laid down by a collective agreement. Acewydio our information almost all
collective agreements either define the amounktbgayments or state that extra payments
are to be defined in the company collective agregrmethe employer's general legal act.

2/7: Night work

The Act Amending Employment Relationships Act (OHl Gazette of the Republic of
Slovenia, No. 103/07) does not change any provssiom night work in the Employment
Relationships Act which entered into force on ludagm 2003. It complements the regulation
of night work by adding a safety provision statititat on the request of the labour
inspectorate the employer must provide informawonnight work performed by workers,

especially the number of workers performing worknaght for more than a third of their

working time, on the number of workers who work raght in a position where risk

assessment indicates a greater danger of injurlieaith impairment, on the number of
workers who work at night divided by sex and on tinee definition of night shifts. This

ensures additional control of night work perforntgdooth men and women.

The periodical medical examinations of night woskare covered by the Rules concerning
preventive medical examinations of workers (Offiazetteof the Republic of Slovenia, Nos
87/02 and 124/06). The annex to the Rules conagrmpiaventive medical examinations of
workers (hereinafter: Rules) stipulates that in i@gald to prior preventive medical
examinations night workers have to be subjecteidrigeted periodical and other preventive
medical examinations. According to that annex tdgeriodical examinations have to be
carried out every 12 to 36 months. The exact deads laid down by the employer, however
the authorised medical practitioner may lay dowsharter period if the safety and health of
workers are at risk (Articles 8 and 9 of the Rules)

After the preventive medical examination the audemt medical practitioner issues a
medical certificate in which he/she states whettier worker fulfils special medical
requirements for carrying certain work in the warkienvironment and proposes eventual
measures to improve the health of workers at wArkdle 12 of the Rules). If the authorised
medical practitioner estimates that the worker’altmestatus might deteriorate due to night
work, he/she requires the employer to find an gppate day-time workplace for the worker.

If the employer fails to ensure the statutory malddexamination, the worker has the right to
reject night work. The worker also has the rightact night work if the employer ignores
the medical indications of the harmful effects ajht work for the worker. Moreover, if the

employer fails to act in accordance with the auisal medical practitioner's opinion, the
worker may demand the intervention of the labowpéttorate and notify accordingly the
works council or the workers’ representative.



Article 4 THE RIGHT TO A FAIR REMUNERATION

4/1: Appropriate remuneration

Data on the ratio between the minimum and average ages:

Value in Year Minimum  Gross wage

wage private sector
Slovenian
tolars 1995 45,627 105,543 43.2

1996 52,485 120,419 43.6
1997 57,992 133,274 43.5
1998 63,285 146,954 43.1
1999 70,187 160,976 43.6
2000 77,208 177,495 43.5
2001 87,655 196,911 44.5
2002 97,734 215,350 45.4
2003 106,542 232,129 45.9
2004 113,991 245,498 46.4
2005 119,625 258,714 46.2
2006 123,622 272,709 45.3
EUR 2007 529 1,217 43.5
2008 571 1,315 43.4

SOURCE: IMAD

4/2: Increased rate of remuneration for overtime wok

In relation to remuneration for overtime work thejloyment Relationships Act lays down
the obligation to pay the extra payment for oveetiwork in addition to regular wage, but it
leaves the determination of the amount of extrammat to branch collective agreements.
Most branch collective agreements determine theuataf extra payment for overtime work
at the increased rate of 30%, and some also ar B0%. The collective agreement which
applies to employers in the economic sector whonatecovered by any branch collective
agreement i.e. the Collective Agreement on the Wadjestment Method, Reimbursement of
Work-related Expenses, and Holiday Bonus, lays dtdwenextra payment for overtime work
at the increased rate of 30%. The collective agee¢nwhich applies to employers in the
public sector, i.e. the Collective Agreement forbRu Sector (Official Gazette of the

Republic of Slovenia Nos. 57/08 and 23/09) lays wldlae extra payment for overtime work
at 30% of the hourly rate of the civil servant’sigasalary.

4/4: The right to a reasonable period of notice

1) It should be noted that minor changes relatqoeteod of notice have been introduced with
the Act Amending Employment Relationships Act (Gt Gazette of the Republic of

Slovenia, No. 103/07), although they have not exténto force yet. Those changes comprise
the equalisation of periods of notice in case®ohtnation of the employment contract by the



employer due to business reasons and in caseshuh&ion of the employment contract by
the employer due to incapacity.

The amended Act also allows a different regime efiqus of notice to be laid down in
collective agreements for small employers in ordefacilitate their position on the labour
market in accordance with the commitments Sloverade as an EU member state. However,
it should be stressed that out of 30 collectiveeagrents only 4 used this possibility and even
they still set a reasonable period of notice foakramployers which is not shorter than 30
days.

Pursuant to the Employment Relationships Act serlployers are employers employing ten
or less workers.

2) As far as the possibility of monetary compersatnstead of notice period is concerned, is
should be stressed that such possibility has @gbeed upon by the worker and the employer
and must reflect the worker's free will. The mongtaompensation may not be decided upon
solely by the employer and in case of any forcelditem the worker may challenge its
validity before the court. In order to additionabafeguard a just agreement on monetary
compensation the Employment Relationships Act dgwn that such agreement has to be
made in writing. The monetary compensation instedotice period has to be adequate,
therefore the Act aims to prevent putting the woiikea worse position due to such solution
and to ensure that the compensation equals the aamant he/she would receive during
period of notice. From the diction of the legal yastons it is evident that the worker and the
employer may not agree on shortening the periodotite without the adequate monetary
compensation. Any such agreement would be void.

4/5: Limiting deductions from wages

The Employment Relationships Act allows the emptdgewithhold the payment of wage to
the worker only in cases laid down by law. All pigons of the employment contract
providing for other ways of withholding the paymeare regarded as null and void. The
employer may not set off his claim towards the veorkvith his obligation of payment
without the worker's written consent and the workery not give such consent before the
occurrence of the employer's claim.

In addition to the provisions of the Execution afigments in Civil Matters and Insurance of
Claims Act (Official Gazette of the Republic of mia, No. 3/07 — official consolidated text
UPB-4 and subsequent amendments) tax foreclosurgugmt to the Tax Procedure Act
(Official Gazette of the Republic of Slovenia, N@5/08) may also be applied to wages, but
subject to certain limitations. In line with Artel160 of the Tax Procedure Act the tax
foreclosure on the debtor's monetary income whghregarded as income derived from
employment relationship pursuant to the act regygancome may not exceed two thirds of
the income, whereby the amount left to the debtaistnrepresent at least 70% of the
minimum wage pursuant to the act regulating minimwages. Notwithstanding the first
paragraph of the above Article the tax foreclosussy not be executed on monetary income
referred to in the first paragraph unless it exsetb@ basic amount of the minimum income
pursuant to the act regulating social security.



Article 5 THE RIGHT TO ORGANISE

Regarding the Committee’s request for further exalisn on the protection of workers
without the status of a trade union representativehould be noted that trade union
representatives enjoy special protection from disaliand that other workers who are trade
union members and activists are covered by the $agaé provisions as the workers who are
not trade union members. Moreover the EmploymenatRaships Act specifically lays
down unfounded reasons for termination of the egmknt contract, which among other
include:

« trade union membership,

- participation in trade union activities outside therking time,

« participation in trade union activities during tlverking time in agreement with the
employer.

It should be stressed that in the Republic of Sieveo cases of pre-entry closed shop have
been noticed.

Article 6 THE RIGHT TO BARGAIN COLLECTIVELY

6/1 and 6/2: Joint consultation, negotiation proceares

Concerning the Committee’s additional questionatesgl to Article 6 of the European Social
Charter it should be noted that in public instigujeint consultation is carried out in the
institute's councils and in accordance with indiabbranch collective agreements for the
public sector which among other regulate conswitatind information of workers and which
we have already sent you as part of our previopsrts.

Regarding Article 6 of the European Social Chanterwould especially like to stress that in
2006 the new Collective Agreements ACifficial Gazette of the Republic of Slovenia, No.
42/06 — ZKolP) was adopted. It is available als&nglish at the web site of the Ministry of
Labour, Family and Social Affairs:

http://www.mddsz.gov.si/fileadmin/mddsz.gov.si/pagloads/dokumenti___pdf/zkolp_en.pdf

During the long-lasting process of coordinationnexn the social partners the Act reached a
high level of harmonisation. The goals of the psgidor the Act included a comprehensive
and systematic regulation of the collective bany@rsystem, consistent implementation of
the voluntariness principle and harmonisation witlernational documents, notably with the
ratified conventions of the International Labourg@misation and the European Social
Charter.

The Collective Agreements Act, which is based amftimdamental principle that collective
agreements should be concluded on a free and anlubasis, regulates the parties to, content
of and hierarchy of collective agreements, the @doce for concluding the collective
agreement and for subsequent approach to it, ita, fgalidity (also general and extended
validity) and termination as well as the peacetitlsment of collective labour disputes and
the register and publication of collective agreetmermhe Act does not provide for
compulsory conclusion of collective agreementsdums it lay down the compulsory contents



or types of collective agreements and the levelghith they are to be concluded. That would
namely interfere in the free will of the partiesdaprevent the collective agreements to be
concluded at any time or place and when both gadigress their will and interest. The
autonomy of parties is one of the basic guidelimiethe new legal regulation in this field. In
line with the voluntariness principle the Act statlat only voluntary associations which do
not have compulsory membership may be parties lteative agreements, whereby the Act
provided for a three-year transitional period dgrwhich collective agreements may also be
concluded by associations with obligatory membgrsiht should be noted that the new
Chambers of Commerce and Industry Act (Official &tz of the Republic of Slovenia, No.
43/06) which entered into force on 24 June 200&idea for a change in the legal status of
membership with the transition from compulsory tuwtary membership during the next
five months.

The Collective Agreements Act introduced severalefites in comparison with the previous
system regulating the field of collective bargamin

— concerning the parties to collective agreemdnasié unions — employers) the Act stressed
the implementation of voluntariness principle imcluding collective agreements;

— concerning the hierarchy of collective agreemémsAct introduced an exemption from the
general principle that a collective agreement amaarower level must lay down more
favourable rights for workers than a collectiveesmgnent at a broader level. It lays down the
possibility that a collective agreement at a broddeel determines the conditions under
which the rights and working conditions which arffedent or less favourable to employees
may be determined by collective agreement at aonam level, with the aim to enable
flexibility in resolving crisis situations;

— the Act regulates the possibility for subsequepproach to concluded collective
agreements;

— the main novelty is a completely new regulatidrvalidity for collective agreements. In
general a collective agreement is valid for thetiparto the collective agreement or its
members, whereby under certain conditions genandl extended validity of concluded
collective agreements is also provided for.

The term general validity of collective agreememams that the collective agreement is valid
for all workers employed by an employer to whom ttw@lective agreement applies,
regardless of their trade union membership. Genemhtlity applies when the collective
agreement is signed by one or more representatide unions The principle is applicable to
all collective agreements regardless of their tgpdevel and also to individual employers.
When an individual employer is bound by severaleobive agreements of the same type at
the same level, the Act states that the collecigeeement which is more favourable to
employees is applied.

In case of an extended validity the collective agrent concluded for one or more activities
applies to all the employers in certain activitydheir employees regardless of the workers'
membership in trade unions or the employers' meshigern employer associations. The
minister competent for labour recognises extendality at the proposal of one of the
parties to the collective agreement if certain uttay conditions are met. The minister
recognises extended validity of the whole or a pértollective agreement for one or more
activities if the collective agreement has beenctated between one or more representative
trade unions and one or more representative asemsaf employers, the members of which
employ more than half of all employees of employersvhom an extension of the collective
agreement has been proposed.



If a member of the association who signed the ctile agreement withdraws from that
association, the collective agreement remains bqdn the parties to the agreement or their
members for not longer than one year.

The Collective Agreements Act applies to the whpiavate and public sector. The only
exemption is allowed for the public sector, wheréy Act states that salaries in the public
sector are subject to the collective agreemenesysts determined in the Salary System in
the Public Sector Act. The latter contains a speclapter on concluding collective
agreements in which it specifically lays down thmpéoyer's competence for their
conclusion, the signing of collective agreemenis @@ deadline for their implementation as
well as subsequent approach to concluded colleagjveements in the public sector.

In the field of settlement of collective labour pliges the Act comprehensively and precisely
regulates the issue of peaceful settlement of cdle labour disputes, which encompasses
negotiation, mediation and arbitration. Moreover, line with the basic principle of the
freedom of collective negotiation the Act enablies parties to the collective agreement to
agree on another way for resolving the dispute. Atiedistinguishes between two types of
collective labour disputes: the interest disputectvloccurs when the parties fail to agree on
individual questions regarding the conclusion, admeent or supplementation of a collective
agreement, and the dispute over rights which am#esn the parties do not agree on the
manner of implementing the provisions of a collestagreement in force or when one party
finds out that it has been violated. Of courselective labour disputes may also be resolved
before the competent labour court in accordance thig Labour and Social Courts Act.

Collective bargaining is therefore ensured forvadirkers, which is in practice reflected by
numerous collective agreements concluded at thenatlevel. According to the records of
concluded collective agreements, 26 collective emgents or amended collective agreements
at the national level have been concluded in theafa sector and 18 have been concluded in
the public sector since the Collective Agreementsehtered into force, whereby it should be
noted that in practice individual branch collectagreements comprehensively regulate the
issues and that at the moment no branch colle@yeements are being concluded for
individual institutions.

6/3: Conciliation and arbitration

Regarding your further question about the regutatid subject matter jurisdiction of the

labour court in collective labour disputes it shlbible noted that in addition to the above
mentioned new regulation of peaceful resolution collective labour disputes in the

Collective Agreements Act (Articles 18 to 24), A&t& 6 of the Labour and Social Courts Act
(Official Gazette of the Republic of Slovenia, Nt2004) stipulates that the labour court is
competent for decision making in collective labdisputes concerning:

a) the validity of collective agreement and itseeoément between the parties to the
collective agreement or between the parties tethiective agreement and other persons;
b) the competence for collective bargaining;

c) the compliance of collective agreements withltvg mutual compliance between
collective agreements and compliance of the emp®general legal acts with the law and
with collective agreements;

d) the legality of strikes and other industriali@cs;



e) workers’ participation in management;

f) the competences of trade unions in the fielthbbur relations;
g) the determination of trade union representaggsn

h) other disputes laid down by law.

6/4: Collective action
Limitations and consequences of collective action

Concerning the Committee’s questions related tikestrand concrete statistical data on
strikes it should be stressed that we have no etenciata on cases of strikes in sectors where
limitations have been implemented. However, it $thdne noted that in 2006 the Labour and
Social Security Registers Act (Official Gazettetlod Republic of Slovenia, No. 40/2006) was
adopted according to which each employer who has babject to a strike or arbitration in a
labour dispute has to submit data on a prescribed fo the Statistical Office of the Republic
of Slovenia (SURS) within 7 days after the colleetiabour dispute was concluded. SURS
collects and processes data on strikes and arbitsain labour disputes at the national level.
The employers have to report the data in accordantbethe instructions for filling in Form 1
(Declaration of data on strike) and Form 2 (Dedlaraof data on arbitration in a labour
dispute) prepared by the Ministry of Labour, Fanmalyd Social Affairs (annexes 1 and 2).
The two forms are the integral part of the Rulestlo@ forms for notifying data about
resolving collective labour disputes with the enyelopublished in the Official Gazette of the
Republic of Slovenia, No. 125/2007. The materialso available at the web site of SURS:
http://www.stat.si/tema_demografsko_trg_stavke.asp

The content of the questionnaire is harmonised MithEUROSTAT and ILO international
standards (ILO and Eurostat joint questionnaire). t@e basis of collected data SURS
prepares official statistical data on strikes aadablur disputes in Slovenia. The first data is to
be collected for the year 2008.

In its Information on statistical research of stgkin 2008 SURS established that despite the
general obligation to report the response of enmgrwyreporters) was extremely low. Only
five companies (business entities) reported datadcordance with the law. Employers’
associations claim to have called their membersport, but there was no response. The high
rate of unresponsiveness endangered the goal lgfictof data for 2008. SURS therefore
tried to find out where the strikes were carrietliawarious other ways (through media, trade
unions and other). It subsequently received anotheeports on strikes from individual
business entities and adopted the opinion thatollected data does not sufficiently reflect
the actual situation.

However, since the requirement for the employersreport on strikes to SURS was
introduced in 2008 for the first time, we beliebat in the following years the collected data
will gradually become more reliable and accurate.

Regarding workers’ rights in cases of illegal tevation of the employment contract we
would like to point to Article 118 of the EmploymeRelationships Act which regulates
termination of the employment contract on the bas$ia court judgement. Where the court
determines that the employer's termination is dlelgut that the worker does not wish to
continue the employment relationship, the courtlsipon the worker's proposal establish the
duration of the employment relationship, but notdrel a ruling of the court of first instance,



it shall recognise the worker's period of servind ather rights arising from the employment
relationship, and grant the worker adequate mope@mmpensation in the maximum amount
of 18 months of the worker's wage paid in the tasee months prior to termination of the
employment contract. If, taking into account thecwmnstances and the interest of both
contractual parties, the court establishes thattmtinuation of the employment relationship
would no longer be possible, it may decide in @& way as in the previous paragraph, even
regardless the worker's proposal

Article 21 THE RIGHT TO INFORMATION AND CONSULTATI ON

Regarding eventual conditions for the nationalitgitizenship of employees in relation to the
right to participate in works councils with bothetlactive and passive voting rights we can
confirm the statements in the previous report add that the Worker Participation in
Management Act (42/07 — official consolidated text)which regulates among other the
workers' active and passive voting rights — dodslaaodown any nationality conditions for
workers but only stipulates years of service invitthal companies.

Articles 12, 13 and 14 of the Worker ParticipatinrManagement Act explicitly state that all
the workers who have worked at a company unintéediyp for at least six months, except for
the management staff and their family members, tiageight to vote the representatives to
the works council (active voting right). All the vkers who are entitled to the active voting
right pursuant to the above Act and who have beepleyed in a company uninterruptedly
for at least 12 months have the right to be eletdetie works council (passive voting right).
The Act also stipulates that in a newly establistetipany all the above stated workers have
the active and passive voting rights regardleghaif years of service in that company.

Article 22 THE RIGHT TO TAKE PART IN THE DETERMINAT ION AND
IMPROVEMENT OF THE WORKING CONDITIONS AND WORKING
ENVIRONMENT

The General Collective Agreement for Economic Atig was terminated on
30 September 2005 and it ceased to apply on 31nileme2005, although its procedural part
applied until 30 June 2006.

The General Collective Agreement for Economic At was to some extent replaced by
the Collective Agreement on the Wage Adjustmenthddi Reimbursement of Work-related

Expenses and Holiday Bonus (Ur. |l. RS (Official &#e of the Republic of Slovenia), nos
76/2006 and 62/2008), from which it is evident titaapplies to private sector employers
engaged in gainful activities for which no adequatdiective Agreements for Activities have

been concluded.

In view of the fact that, in compliance with thellgotive Agreements Act (Ur. |. RS (Official
Gazette of the Republic of Slovenia), no 43/06)abaeing collective agreements is voluntary
and free, a decision on the conclusion of an ageeg¢nas well as on its contents, depends on



the parties. In the private sector, collective agrents are concluded between trade unions or
trade union associations on the part of workerd, @mployers or employer associations on
the part of employers.

In addition to the mentioned Collective Agreememt the Wage Adjustment Method,
Reimbursement of Work-related Expenses and Holidonus, numerous collective
agreements have been concluded for the privatersiecta single or several activities within
the state territory, which are also accessibleuviawebsite:
http://www.mddsz.gov.si/si/delovna_podrocja/delowsamerja_in_pravice iz_dela/socialno
partnerstvo/evidenca_kolektivnih_pogodb/

Article 26 THE RIGHT TO DIGNITY AT WORK

As far as the right to dignity at work is concerrieshould be stressed that the Act Amending
Employment Relationships Act (Official Gazette betRepublic of Slovenia, No. 103/07)
supplemented the regulation of the employer’s alibgs to protect the worker’s dignity at
work and to prohibit harassment at work. The newchr 6a and Article 45 of the Act extend
the prohibition of harassment to other forms (idiadn to sexual harassment) and introduce
a prohibition of bullying at workplace.

Article 6a of the Act thus states:

“Sexual and other harassment is prohibited. Sekashssment is any form of undesired
verbal, non-verbal or physical action or behaviotia sexual nature with the effect or intent
of adversely affecting the dignity of a person,ezsally where this involves the creation of an
intimidating, hateful, degrading, shaming or inggt environment. Harassment is any
undesired behaviour associated with any persomalirostance with the effect or intent of
adversely affecting the dignity of a person or mdating an intimidating, hateful, degrading,
shaming or insulting environment.

Sexual and other harassment referred to in theegieg paragraph shall be deemed to be
discrimination pursuant to the provisions of thist A

Rejection of action and behaviour referred to mfilst paragraph of this article on the part of
an affected candidate or worker may not serve asngis for discrimination in employment
and work.

Bullying at workplace is prohibited. Bullying at wkplace is any repetitive or systematic,
reprehensible or clearly negative and insultingioactor behaviour aimed at individual
workers in the workplace or in connection with work

Since the sexual and other harassment is regarsledisarimination in the Employment
Relationships Act, the provisions of Article 6 centing the consequences of discriminatory
treatment on the part of the employer should béiegpputatis mutandis. If in the event of a
dispute a worker cites facts giving grounds for #hespicion that the prohibition of
discrimination has been violated, the employer naeshonstrate that in the case in question
the principle of equal treatment and the prohibitad discrimination have not been violated.



In the event of a violation of the prohibition dédrimination, the employer shall be liable to
provide compensation to the candidate or workereurttie general rules of civil law.

Discriminated persons and persons who help thamaciof discrimination may not be

exposed to unfavourable consequences owing tonascéioned at fulfilling the prohibition of

discrimination.

In order to avoid sexual and other harassment arlyitg at work Article 45 of the
Employment Relationships Act stipulates:

“The employer shall be bound to provide such a wgrlenvironment in which none of the

workers is subjected to sexual and other harassandmillying on the part of the employer, a
superior or co-workers. To this end the employersintake appropriate steps to protect
workers from sexual and other harassment or froltyibg at workplace.

If in the event of a dispute a worker cites fagigng grounds for the suspicion that the
employer has acted counter to the preceding pgragthe burden of proof shall be on the
side of the employer.

In the event of a failure to ensure protection freexual and other harassment or bullying
pursuant to the first paragraph of this articlee tamployer shall be liable to provide

compensation to the worker pursuant to the gemeled of civil law.”

The employer who violates the provisions of Artifleand Article 45 of the Employment
Relationships Act (i.e. either by discriminatingaatst the worker, which includes sexual and
other harassment pursuant to Article 6a of the Bympent Relationships Act, or by failing to
ensure protection from harassment and bullying)eisalised as follows: a fine of 3,000 to
20,000 EUR is imposed on the employer who is allpgason, sole trader or individual
performing independent business activity, a finel&00 to 8,000 EUR is imposed on the
smaller employer who is a legal person, sole tramemdividual performing independent
business activity, a fine of 450 to 1,200 EUR igpased on employer who is an individual
and a fine of 450 to 2,000 EUR is imposed on tispaasible person of the employer who is a
legal person and on the responsible person ina lstaly or self-governing local community.

In accordance with Article 112 of the Employmentd@enships Act the worker may within
eight days after having previously reminded the ley®y of the fulfilment of obligations and
informed the labour inspector about the violatiamswriting, extraordinarily terminate the
employment contract without the notice period whgréhe worker shall be entitled to the
severance pay stipulated for the case of ordiremihation of the employment contract for
business reasons, and to the compensation amounting less than the level of the lost
remuneration during the notice period, if the ergptofailed to assure the worker equal
treatment in accordance with Article 6 of the Enypb@nt Relationships Act (including
sexual and other harassment pursuant to Articlef@ae Employment Relationships Act) or
if the employer failed to assure the worker pratechgainst sexual and other harassment or
bullying at workplace in accordance with Article 46the Employment Relationships Act.
Furthermore the employer shall be liable for darsaggused to the worker by violating the
prohibition of sexual and other harassment or liyra to assure protection against sexual
and other harassment or bullying.



26/1: Sexual harassment

Employer’s liability and the manner of compensation

1) The Employment Relationships Act primarily regjes employment relations and the
rights of workers and employers, and, in relationtlte prohibition of discrimination, the
rights of candidates seeking employment. Indeeslwbrkers represent the most vulnerable
group since they are in a dependant relationship the employer.

Nevertheless, the Employment Relationships Act alssures protection for the following
categories of persons who are not in an employmateationship:

— For apprentices, secondary-school and univestiiiyents who have reached 14 years of age
and perform practical education in the framework edfucational programmes, and for
children who may carry out work (in very limitedses and under limited conditions laid
down by law) the provisions on the prohibition aéatimination are applied. In cases of
occasional or temporary work of secondary-schoal aniversity students and in cases of
voluntary traineeship which does not represent eympént relationship, the provisions on
the prohibition of discrimination are also appligds stated above discrimination includes
also sexual and other harassment.

— In case of the worker who is employed with theplayer whose activity is to provide work

to another employer (the user employer), and wr® Ieen posted to work for the user
employer, the provisions of the Employment Relalops Act, collective agreements

applicable to the user and the user’s general laga are applied in relation to the rights
directly related to work. This includes the riglaissing from Article 6a of the Employment

Relationships Act, for the provision of which theeu employer is responsible. If the user
employer violates those obligations, the workerthasright to reject the work.

— Other persons who are not in an employment oglship are covered by the
Implementation of the Principle of Equal Treatm@wt (Official Gazette of the Republic of
Slovenia, No. 93/07) which generally prohibits lssraent (undesired behaviour associated
with any personal circumstance which creates amidating, hateful, degrading, shaming or
insulting environment and adversely affects thenitygof a person) and regards it as
discrimination with all of its consequences.

— It should be noted that the Penal Code (Offi@akette of the Republic of Slovenia, No.
55/08) criminalised mobbing at workplace. Pursuanirticle 197 of the Penal Code (KZ-1)

a prison sentence of up to two years is imposedhenperson who causes humiliation or
intimidation to another employee through sexuahdbsment, psychological violence, bullying
or unequal treatment at workplace or in relatiormtark. If the action referred to in the

previous paragraph results in a psychological, pssgomatic or physical illness or reduction
work productivity on the part of the employee, ferpetrator is punished with the prison
sentence of up to three years.

2) Regarding the employer's liability for sexuatdssment against its workers committed by
the persons who are not employed with the empldayshould be noted again that the
provisions of the Implementation of the Principfeegual Treatment Act (Official Gazette of



the Republic of Slovenia, No. 93/07) generally poghharassment and regard it as
discrimination with all of its consequences.

Moreover Article 15 of the Civil Servants Act (Gffal Gazette of the Republic of Slovenia,
Nos. 63/07 and 56/08) stipulates that the empldyes to protect the civil servant from
mobbing, intimidation and similar actions which peodise the realisation of his/her work.

Finally, a general provision on the employer’s lliégfofor damages is included in Article 184
of the Employment Relationships Act which stiputathat the employer is liable to
compensate the damage suffered by the worker &t @ran relation to work according to the
general civil law rules.

3) From the above mentioned provisions of Artickeod the Employment Relationships Act it
may be concluded that the employer has to prowad s working environment in which
none of the workers is subjected to sexual andr dtamssment or bullying on the part of the
employer, a superior or co-workers. In case of $srent committed by a superior or a co-
worker against a worker, the employer is liabledamages suffered by the worker according
to the general civil law rules, because the emplégibed to assure protection against sexual
and other harassment or from bullying.

4) The employer is liable for damages suffered Iy worker in cases of violation of
prohibition of sexual or other harassment or failtor assure worker protection against sexual
and other harassment or bullying at workplace enpiért of the employer, a superior or co-
workers. The worker who due to the above reasamsirtates the employment contract in
accordance with Article 115 of the Employment Relahips Act without the notice period,
is also entitled to the severance pay for the teation of the employment contract and to the
compensation for the lost remuneration he/she woeddive during the notice period which
he/she did not receive due to the extraordinaryreatf termination.

The compensation laid down in Articles 6 (applieatd the violation of prohibition of sexual
and other harassment pursuant to Article 6a) andf4be Employment Relationships Act is
determined by referring to the provisions of clailv regulating liability for damages. On the
above basis the court decides on a just compensatier having examined all the relevant
circumstances and taking into account all the etemef the liability for damages. The just
compensation has to compensate for the damagedcalise same applies to compensation
which the employer is liable to provide to the warlon the basis of Article 45 of the
Employment Relationships Act. Since the circumsana concrete cases are very different
the Act explicitly prohibits to set a flat-rate cpensation for the liability for damage caused
by discrimination as well as by sexual and othea$ement, therefore it should be left to the
court to decide on the just compensation on a lbgsase basis.

The Employment Relationships Act provides for trenctions in the form of above
mentioned penalties for violations of Articles 6da#5 of the Act, the aim of which is to
dissuade employers from committing sexual and dtlagassment and to encourage them to
provide a working environment in which the workerge not exposed to sexual and other
harassment or bullying. The above violations agamed as the most severe violations on the
part of employers in the Employment Relationshigs. A



Article 24 of the Principle of Equal Treatment Adefines violations and penalties,
designating an act or an omission committed in ithplementation of laws and other
regulations, collective contracts and general aetmilating a specific sphere of social life
regulated by law, and having all the charactesstaf discrimination, as a violation
punishable by the following fines issued to theentfer: for natural persons, a fine of € 250
to € 1 200, for legal entities and individual pter@ntrepreneurs by which the violation was
committed, a fine of € 2 500 to € 40 000, for wspble persons of a state body or a self-
governing local community by which the violationsveommitted, a fine of € 250 to € 2 500.

Case law of the Higher Labour and Social Court

- Two cases relating to payment of damages for seXusrassment:

1.) Four plaintiffs (of both sexes) filed a claim agsi the employer for the payment of
damages for mental violence to which they were sggdat the workplace. They stated that
two of the defendant’s workers addressed them lappropriate names and sent them
electronic mails with pornographic content. Thertai first instance rejected the claims, but
the appellate court set aside the judgement ofcthet of first instance and the case was
returned for retrial, stating in the explanatioattthat the mere fact that the plaintiffs had not
sought medical help does not mean they had natraaffmentally. The case has not yet been
returned from retrial at the court of first instanc

2.) Five plaintiffs filed a claim against the employer the payment of damages for sexual
harassment from their superior to which they weqeosed. They stated that he physically
touched and kissed them and made indecent remémdsause of which they felt
uncomfortable, tried to avoid him and also sougktival help. The court of first instance
awarded the plaintiffs damages amounting to EURQRD to EUR 7,000.00. The appellate
court confirmed the decision.

Burden of proof

Reversal of the burden of proof on the part of ¢én@ployer is laid down for liability for
damage pursuant to both Article 6 and Article 4%hef Employment Relationships Act.

If in the event of a dispute a worker cites facthgng grounds for the suspicion that the
prohibition of discrimination (including the proliiion of sexual and other harassment) has
been violated, the employer has to prove thateénctise concerned he/she did not violate the
principle of equal treatment or the prohibitiondigcrimination.

Moreover, if in the event of a dispute a workeesifacts giving grounds for the suspicion
that the employer failed to provide such a workémyironment in which none of the workers
is exposed to sexual and other harassment or bglgm the part of the employer, a superior
or co-workers or that he/she failed to take appab@rsteps to protect workers from sexual
and other harassment or from bullying at workplalee,burden of proof is on the part of the
employer.



Compensation

In the Employment Relationships Act compensationdéetermined by referring to the
provisions of civil law regulating liability for daages. On the above basis the court decides
on a just compensation after having examined allrétevant circumstances and taking into
account all the elements of the liability for damsg The just compensation has to
compensate for the damage caused. The same ajgptiespensation which the employer is
liable to provide to the worker on the basis ofide 45 of the Employment Relationships
Act. Since the circumstances in concrete casesafedifferent the Act explicitly prohibits

to set a flat-rate compensation for the liabilby amage caused by discrimination as well as
by sexual and other harassment, therefore it shioeilieft to the court to decide on the just
compensation on a case by case basis.

The Employment Relationships Act provides for trenctions in the form of above
mentioned penalties for violations of Articles 6da#5 of the Act, the aim of which is to
dissuade employers from committing sexual and dtlaeassment and to encourage them to
provide a working environment in which the workarge not exposed to sexual and other
harassment or bullying. The above violations agarged as the most severe violations on the
part of employers in the Employment Relationshigs. A

26/2: Moral harassment (mobbing)

As presented above in relation to sexual harassmériicle 6 of the Employment
Relationships Act also prohibits other harassment mobbing at workplace. Harassment is
any undesired behaviour associated with any persocamstance with the effect or intent of
adversely affecting the dignity of a person or mdating an intimidating, hateful, degrading,
shaming or insulting environment. Bullying at woldge is pursuant to the Employment
Relationships Act any repetitive or systematicyeepnsible or clearly negative and insulting
action or behaviour aimed at individual workersvatkplace or in connection with work.

In accordance with Article 45 of the Employment &ieinships Act the employer has to
provide such a working environment in which nonehaf workers is exposed to harassment
or bullying on the part of the employer, a supedaoco-workers, and to this end the employer
has to take appropriate steps to protect workers foullying at workplace. If in the event of
a dispute a worker cites facts giving grounds far suspicion that the employer has acted
counter to the Act, the burden of proof is on thet pf the employer. In the event of a failure
to ensure protection from bullying the employerligble to provide compensation to the
worker pursuant to the general rules of civil law.

Moreover Article 15 of the Civil Servants Act stlptes that the employer has to protect the
civil servant from mobbing, intimidation and sinmilactions which jeopardise the realisation
of his/her work.

Again it should be stressed that the Penal Codel(K&iminalised mobbing at workplace.

Pursuant to Article 197 of the Penal Code a prsamtence of up to two years is imposed on
the person who causes humiliation or intimidation another employee through sexual
harassment, psychological violence, bullying orqua treatment at workplace or in relation
to work. If the action referred to in the previoparagraph results in a psychological,



psychosomatic or physical illness or reduction warductivity on the part of the employee,
the perpetrator is punished with the prison semt@fiap to three years.

Case law of the Higher Labour and Social Court

- Three cases relating to payment of damages for bylhg and/or harassment at the
workplace:

1.) The plaintiff claimed payment of damages from #mployer, in the amount of EUR
5,918.23, for workplace harassment to which she essosed from her superior who
addressed her by inappropriate names, systemgtioadicked her and made insulting
comments. The court of first instance awarded th&n{ff damages amounting to
EUR 1,877.00. The appellate court increased theadamand awarded the plaintiff the total
amount claimed.

2.) The plaintiff claimed payment of damages from theployer, in the amount of
SIT 250,000.00 (EUR 1,043.23) for the workplaceasament to which she was exposed
from the director in front of a workers' assemblyen he expelled her from the production
hall with the words “Be off with you!”. The courtf dirst instance awarded her damages
amounting to SIT 120,000.00 (EUR 500.75) and thmelate court confirmed the judgement
of the court of first instance.

3.) The plaintiff claimed payment of damages from hewpkyer, in the amount of EUR
1,500.00 for physical pressure to which she wasseg from a person who carried out
individual tasks for the employer. The subject eratof the case was a written
communication which exceeded normal bounds. Ondthe of her flat he stuck a written
document from the employer (in connection with teation of an employment contract),
which was not in a sealed envelope but in such ythat it was exposed to the passers by
who could easily read the content. This condugfetioer with other conduct — frequent home
visits, inquiries with her personal physician, kgmhes with disciplinary offences, unusual
requirements for carrying out work tasks — the taonsidered to be conduct that, despite
having the appearance of being legal, representgdaiviolence against the employee. The
court of first instance awarded the plaintiff damsgamounting to EUR 1,500.00 and the
appellate court confirmed the decision.

Employer’s liability and the manner of compensatio

The chapter “Sexual harassment” contains the apjptepexplanation regarding this question,
since the same regulation applies to mobbing asuadgsired behaviour associated with any
personal circumstance with the effect or intenad¥ersely affecting the dignity of a person

or of creating an intimidating, hateful, degradisgaming or insulting environment. It also

presents the appropriate regulation concerningitbkibition of mobbing at workplace.



Case law of the Higher Labour and Social Court

- A case relating to extraordinary termination of anemployment contract due to sexual
harassment at the workplace:

1.) The employer terminated the employment contradt e plaintiff, a university teacher,
for allegedly harassing students. The court ot fimstance rejected his motion for a finding
of the illegality of the extraordinary terminatiofthe employment contract and the appellate
court confirmed the decision.

Damage (compensation)

The chapter “Sexual harassment” contains the apjptepexplanation regarding this question,
since the same regulation applies to mobbing asuadgsired behaviour associated with any
personal circumstance with the effect or intenad¥ersely affecting the dignity of a person

or of creating an intimidating, hateful, degradisgaming or insulting environment. It also

presents the appropriate regulation concerningtbkibition of mobbing at workplace.

Burden of proof

The chapter “Sexual harassment” contains the apptepexplanation regarding this question
(reversal of the burden of proof), since the samgulation applies to mobbing as any
undesired behaviour associated with any persomalirostance with the effect or intent of
adversely affecting the dignity of a person or idating an intimidating, hateful, degrading,
shaming or insulting environment. It also presehesappropriate regulation concerning the
prohibition of mobbing at workplace.



Article 28 THE RIGHT OF WORKERS’' REPRESENTATIVES TO PROTECTION IN
THE UNDERTAKING AND FACILITIES TO BE ACCORDED TOTH EM

Pursuant to Article 113 of the Employment Relatlops Act the employer may not terminate
the employment contract to a member of a works cbua workers’ representative, a
member of a supervisory board representing worleveorkers' representative in the council
of an institution and to an appointed or electaderunion representative, without the consent
of the body whose member he/she is or without tresent of the trade union, if this person
acts in accordance with the law, the collectiveeagrent and the employment contract,
except in the case of termination due to businessan if he/she rejects the offered
appropriate employment or in the case of termimatioe to the procedure of the employer’s
termination. The above protection lasts for thérenteriod of their term of office and another
year after its expiry. Moreover, Article 89 of tiiet as unfounded reasons for ordinary
termination of the employment contract states tiagien membership, participation in trade
union activities outside the working time, partafijon in trade union activities during the
working time in agreement with the employer as vasllthe candidacy for the function of a
workers' representative and the current or pasvpeance of this.

Where the court determines that the employer'sitetion is illegal it orders the employer to
enable the worker to continue the employment iahatiip. If the worker does not wish to
continue the employment relationship, the courtlshaaccordance with Article 118 of the

Act and upon the worker's proposal establish thatthn of the employment relationship, but
not beyond a ruling of the court of first instandeshall recognise the worker's period of
service and other rights arising from the employmetationship, and grant the worker
adequate monetary compensation in the maximum anoddi8 months of the worker’s wage
paid in the last three months prior to terminatdthe employment contract.

If the employment contract is terminated by the kygr, Article 82 of the Act states that the
burden of proof rests on the employer.

Article 29 THE RIGHT TO INFORMATION AND CONSULTATIO N IN
COLLECTIVE REDUNDANCY PROCEDURES

It should be noted that pursuant to the first paply of Article 98 of the Employment
Relationships Act in the collective redundancy pdwre the employer must inform the
Employment Service in writing about the performehsultation with the trade unions . At
the request of the Employment Service the employay not terminate the employment
contracts to redundant workers prior to the exjpnabf 60 days as from the fulfilment of the
obligation referred to in the first paragraph otiéle 98 of the Act. A fine is imposed on the
employer who does not inform and consult the tnagien in accordance with the provisions
of the Act (offence proceedings), whereby the \tiolais regarded as one of the most severe
violations on the part of employers and is pendlia follows: a fine of 3,000 to 20,000 EUR
is imposed on the employer who is a legal persofe sader or individual performing
independent business activity, a fine of 1,500 {008 EUR is imposed on the smaller
employer who is a legal person, sole trader orviddal performing independent business
activity, a fine of 450 to 1,200 EUR is imposedtbe employer who is an individual and a
fine of 450 to 2,000 EUR is imposed on the resgdagerson of the employer who is a legal
person and on the responsible person in a statedyagklf-governing local community. Since



the legal provisions regulating the terminationgaaure are not respected such terminations
of the employment contracts are regarded as illagdlmay be brought before the court.

Moreover, pursuant to the Labour and Social Coficts(Official Gazette of the Republic of
Slovenia, No. 2/2004) the trade union may file apmsal to initiate the court proceedings on
its competences in respect of labour relations.



