
 
 

 

 

 

Dear client, 

 

given that we are all subject to the COVID-19 disease pandemic emergency situation in the 

territory of Slovak Republic, we would like to provide you with a brief summary of information 

pertaining to the impact of the pandemic on labour-law relations and outline the possibility of 

procedures and actions to be taken in the field of labour-law relations. 

 

Quarantine 

A mandatory 14-day quarantine for employees, who returned from abroad starting from March 

13th 2020, 7:00 a.m. (before March 13th 2020 there was a quarantine for employees, who 

returned from People's Republic of China, the Republic of Korea, the Islamic Republic of Iran 

and the Italian Republic on or after March 10th 2020). The procedure is similar to normal sick 

leave. The documentation in connection with demonstration of the inability to work shall be 

delivered to the employer by the Social Insurance Agency on the basis of a request of a general 

practitioner of the concerned employee.  

 

Nursing a (sick) family member 

In case of absence of an employee for the reason of provision of care for a child younger that 

ten years of age due to the interruption of educational process the same procedure shall apply 

as in a case of ordinary nursing a sick family member. The employee is obliged to inform the 

employer without delay about the aforementioned. In case of employees with children older 

that ten years of age it is necessary for a paediatrician to formally order the necessity of personal 

and full day care for the child.  

 

Holiday 

The employer may order an employee to take a holiday leave. The employee should be informed 

about such order reasonably in advance. At this time, if the employer is limited in the allocation 

of work to the employee through home office, the employer is entitled to order an employee to 

take a holiday leave. 

If the employer is interested in ordering a holiday leave for a limited time to employees 

collectively, it is obliged to notify the employees of such ordered holiday leave at least 14 days 

in advance. Collective holiday leave cannot be ordered for more than two weeks. 

 

Home office 

If the type of work of the concerned employee allows for the possibility of working from home, 

the employee and the employee may agree, that the employee will work from home for an 

agreed period (home office). 

 

Obstacle on the part of the employer  

The employer is under Section 5 of Act No. 124/2006 Coll., on safety and health protection at 

work obliged to apply the general principles of prevention in implementation of measures 

necessary to ensure safety and protection of health at work. In the light of the abovementioned, 

the employer may, on the basis of its sole discretion, arrive to a conclusion (especially if it is 



  

not possible to agree on home office or to order a holiday leave), that in order to ensure 

protection and health of the employees, it is necessary to order the employees to leave the 

workplace. This will be then considered as an obstacle on the part of the employer and the 

employee is entitled to wage compensation equal to his average earning during its duration. 

 

Special arrangement for obstacles on part of the employer 

Where representatives of employees are present (trade union, works council, employee trustee) 

in a company, the employer may conclude a written agreement with such representatives of the 

employees, the subject of which is (i) definition of serious operational reasons, for which the 

employer cannot allocate work to employees; and (ii) the amount of wage compensation, to 

which the employee is entitled during the duration of such obstacle (in any case at least 60 

percent of the average earnings of the employee). This agreement may be concluded only with 

the representatives of employees and cannot be replaced by a decision of the employer. If the 

employer has established a working time account by means of a collective agreement with 

representatives of the employees, the employer may, for serious operational reasons, not 

observe the weekly working time schedule, valid at least one week in advance.  

 

Closure of certain establishments 

Via measure of the Public Health Authority of the Slovak Republic a duty to close all retail and 

services establishments (with the exception of specific establishments, such as pharmacies 

drugstores etc.) has been introduced. If, as a result of this measure, the employer is unable to 

allocate work to employees (for example employees performing personal customer service – 

sellers, dealers, operators etc.), it is possible to address this situation temporarily through an 

agreement on change of working conditions, whereby the employer and employee agree on 

performance of work different from that, which is stipulated in the employment contract or 

agree on different working hours. Such agreement must be executed in written form, otherwise 

it is invalid. If the employer could not allocate work to the employee, it would be considered as 

an obstacle on the part of the employer and the employee would be entitled to wage 

compensation equal to his average earnings. 

 

Agreement on shorter working hours and shared jobs 

In case of decrease in workloads resulting from the crisis and the impact of government 

measures, the employers may utilize the following institutes in order to preserve job positions: 

- an agreement with employee on shorter working hours; 

- an agreement on the placement of an employee to a shared (part-time) job position in 

case of an agreement on shorter working hours. 

 

Allocation of other work 

The employer may, in order to preserve job positions and at his own discretion, allocate an 

employee to a different kind of work or place of work than agreed in the employment contract, 

if the terms of employment or other internal regulation of the employer indicate, that present 

situation may be considered an emergency situation that can be averted by relocation of 

employees. For the sake of legal certainty, it is recommended to include a definition of an 

emergency situation in the internal company regulations.  

 



  

Unpaid leave 

If the application of the aforementioned is not possible, another option is to agree with the 

employee on taking a time off work without wage compensation. 

 

Arbitrary absence of employee from work 

In view of the unpredictability of the current situation, the possibility that an employee refuses 

to appear at the place of work of his own volition cannot be excluded. In such case, if the life 

or health of the employee in the workplace is not endangered, such conduct of the employee 

may be considered as a breach of work discipline. However, the employer is obliged to provide 

the workplace with sufficient protective equipment, otherwise existence of a health risk could 

be argued by the employee. 

 

 

The list above cannot cover all eventualities which may arise, including the occurrence of other 

obstacles barring performance of work (e.g. the employee cannot come to work because of 

border closure, inoperative traffic etc.). In spite of the crisis situation, all issues of labour law 

must always be dealt with in accordance with legal regulations, thus avoiding the risk of 

negative consequences for the employer. 

 

 

We are at your disposal to address all of the above and other situations arising from the 

coronavirus crisis and COVID-19 disease in labour-law relations. 

 

 

 

BBH advokátska kancelária, s.r.o. 

 


