LABOUR ACT
I. GENERAL PROVISIONS
Subject matter of the Labour Act
Article 1

This Act regulates employment in the Republic obaia, unless otherwise specified
by another law or treaty concluded and ratifiedaotordance with the Constitution, and
proclaimed.

Definition of terms: employee and employer
Article 2

(1) Within the meaning of this Act, an employeeadtighout the Act the term employee shall
be used to include gender-specific terms for eng#eyor workers — hereinafter referred to as
the “employee”) is a natural person who, as patisfor her employment, carries out certain
tasks for the employer.

(2) Within the meaning of this Act, an employenisatural or legal person employing an
employee and for whom an employee carries outiceidaks as a part of his or her
employment.

(3) A natural person who as a member of the managehboard, chief executive officer or in
another capacity pursuant to a special law, isaighd to, on its own and individually or
together with another person and jointly, managerass activities of an employer, may as
an employee as a part of his or her employmentioakhip carry out specific tasks for an
employer.

(4) The provisions of this Act on the terminatidrao employment contract shall not apply to
persons referred to in paragraph 3 of this Article.

Implementation restrictions
Article 3

(1) The provisions of this Act relating to workimgurs, rest breaks, daily and weekly rest
periods shall not apply to employees on seagosturfg vessels.

(2) The Minister responsible for labour affairs r@ieafter: the Minister) shall issue the
Ordinance on working hours, rest periods and ledeesemployees on seagoing fishing
vessels.

(3) An employer who as managing personnel is aigbdrto manage business operations of
the employer as defined in articles of associatiocgrporation deed or other employer rules
and who makes decisions on the organisation of wamldl business of the employer
independently, and an employer who is a family mendf the employer who is a natural
person, who lives in the same household with thpleyer and who, in the course of his or
her employment relationship, performs certain jtdysthe employer, shall not be subject to
the provisions of this Act on working time, breakdadaily and weekly rest periods, where
they agreed autonomy in planning these with theleyep.



(4) Unless otherwise specified in a separate é&@mptions from the implementation
of provisions relating daily and weekly rest pesochay be determined by a collective
agreement to adult employees, provided that sucdeagent ensures an alternative period of
rest in line with paragraph 5 of this Article, irhieh the employer shall be obliged to ensure
exercise of such right as follows:

1. if necessary due to the distance between théogegis place of work and his/her place of
residence or due to the distance between the eeggbogifferent places of work,

2. in the case of security activities aimed atgraection of people or property,

3. in the case of activities involving the need fmwntinuity of service or production,
particularly:

a. services relating to the reception, treatmedf{ancare provided by hospitals
or similar establishments as well as services meudat social care homes or
other legal entities providing social care serviaed at prisons,

b. activities of dock or airport employees,

c. services related to press, radio, televisiomemiatography, post and
telecommunications, ambulance, fire fighting andl @rotection,

d. gas, water and electricity production, transmrs&nd distribution, household
refuse collection and incineration plants,

e. industries in which work may not be interruptedtechnical grounds,

f. research and development activities,

g. regular urban transport services,

4. in the case of activities characterised by chrpmtensity, particularly:

a. agriculture,

b. tourism,

C. postal services,

5. in the case of jobs of operating workers inrdikvay transport activity,
6. in the case of force majeure or the occurrenteextraordinary and unpredictable
circumstances or events.

(5) The agreement referred to in paragraph 4 of thi€l& ensuring an alternative rest period,
equivalent in length to the missed rest hours, matystipulate a daily rest in the duration of
less than ten hours a day and such employee mystob&led with an opportunity to use a
daily alternative rest period within each seven-gayiod; additionally, a weekly period of
rest may not be stipulated in the duration of tess twenty hours and such employees must
be provided with the possibility to use such alédirre weekly rest periods in each four-week
period.

Staff records
Article 4
(1) The employer shall keep records of employegi@yed by the employer.

(2) The records referred to in paragraph 1 of thiicle must contain information on
employees and working hours.

(3) Upon request of a labour inspector the employell phavide the inspector with the data
referred to in paragraph 1 and 2 of this Article.



(4) The Minister shall adopt an ordinance that weijulate the contents and the manner of
keeping records referred to in paragraph 1 ofAligle.

Basic obligations and rights arising from the empient relationship

Article 5

(1) The employer shall assign the employed emplaygsh and pay him or her a salary for
the work carried out, whereas the employee shaisgmally perform the job assigned,
following the employer's instructions given accoglto the nature and type of work.

(2) The employer has the right to specify the lmsaand manner for carrying out the work in
detail, while respecting the rights and dignityttué employee.

(3) The employer shall, in accordance with a sdpdeav and other regulations, provide the
employee with safe working conditions that areextardous to the health of employees.

(4) Direct and indirect discrimination in the fietdf labour and labour conditions shall be
prohibited, which includes selection criteria anthpéboyment requirements, promotion
requirements, vocational guidance, vocational inginadditional training and retraining, in
accordance with a special law.

(5) The employer shall protect employees' dignityirtg work from such treatment by
superiors, peers and persons with whom employee® doto regular contact during their
work that is unwanted and contrary to a separate la

Obligation to comply with regulations relating teetemployment relationship
Article 6

(1) In employment, the employer and the employesl slomply with the provisions of this
Act and other laws, treaties which are concluded &atified in accordance with the
Constitution and published and in force, other laiions, collective agreements and
employment rules related to employment.

(2) Before the employee commences work, the employest give him or her opportunity to
familiarise himself or herself with employment régions, and inform him or her about the
organisation of work and occupational safety aralthe

(3) The occupational safety and health regulati@adiective agreements and employment
rules must be made available to employees in aropppte manner.

(4) The general provisions of the law of civil @ations shall apply to the execution, effect
and termination of employment contracts and to@hgr issue in connection with such
employment contract, collective agreement or agesgrnetween the works council and the
employer, in accordance with the nature of suckeegent, provided such issues are not
regulated in this Act or other laws.



Freedom of contract
Article 7

(1) Employers, employees and the works councilsvel$ as trade unions and employers'
associations may stipulate working conditions whate more favourable for the employee
than those prescribed by this Act or another law.

(2) Employers, employers' associations and tradensnmay stipulate, in a collective
agreement, less favourable working conditions thase prescribed by this Act, only if they
are expressly authorised to do so by this Act otlzer law.

(3) If a right arising from employment is differgntregulated in the employment contract,
employment rules, the agreement between the warkeod and the employer, collective

agreement or law, the most favourable right todhmployee is applicable, unless otherwise
specified by this Act or another law.

[I. THE CONCLUSION OF AN EMPLOYMENT CONTRACT
Commencement of employment
Article 8

(1) Employment commences by an employment contract.
(2) If the employer concludes with an employee atawt for the performance of work
which, in view of the nature and type of the warkbe carried out and the employer's powers
in respect of this work, has characteristics of therk for which employment should
commence, the employer shall be deemed to haveluctstt with the employee an
employment contract, unless he or she proves thigary.

Open-ended employment contract

Article 9

(1) Employment contracts are concluded for an imief period ("open-ended employment
contract”), unless otherwise specified by this Act.

(2) The parties to an open-ended employment canstaadl be bound by such contract until
one of the parties cancels it or until it termisate another way, as prescribed by this Act.

(3) If an employment contract does not specifyghaod for which it was concluded, it shall
be considered to have been concluded for an inteferiod.



Fixed-term employment contract
Article 10

(1) As an exception, an employment contract magdreluded for a definite period of time

("fixed-term contract”) for the establishment of amployment relationship whose

termination is determined in advance as a resutibpéctive reasons that are justified by a
specific deadline, performance of a specific tas&azurrence of a specific event.

(2) The employer shall not conclude one or moreseoutive fixed-term employment

contracts referred to in paragraph 1 of this Aetidn the basis of which employment
commences with respect to the same work for agootis period longer than three years.

(3) By way of derogation from paragraph 2 of thididle, a fixed-term contract may exceed
three years in length, if, in order to replace mperarily absent employee or for other
objective reason, law or collective agreement smjis.

(4) An interruption of work shorter than two monibeshot considered to be an interruption of
the three-year period referred to in paragraph thisfArticle.

(5) If a fixed-term employment contract is concldamntrary to the provisions of this Act or
if the employee continues working for the emplogéter the expiration of the period for
which the contract is concluded, the employee di@bonsidered to have concluded an open-
ended employment contract.

Working conditions for employees employed on theidaf a fixed-term employment
contract

Article 11

(1) The employer shall provide the same workingdttoons for an employee employed on

the basis of a fixed-term employment contract asafo employee with identical or similar

gualifications and skills performing identical amdar tasks who concluded an open-ended
employment contract with the employer’s undertakinty establishment or group of

undertakings.

(2) If there are no employees with an open-endegl@ment contract with identical or

similar qualifications and skills performing idesdl or similar tasks for the employers
referred to in paragraph 1 of this Article, suchpéger shall provide such working

conditions for an employee who has concluded adfbeem employment contract that are
provided for an employee with an open-ended empémintontract who has identical or
similar qualifications and skills and who perforidsntical or similar tasks that are regulated
in a collective agreement or another regulation ihainding for the employer.

(3) Where a collective agreement or another lavt ihdinding for the employer does not
regulate working conditions in line with the reaanrents referred to in paragraph 2 of this
Article, the employer shall ensure adequate workiogditions for employees with a fixed-
term employment contract that are identical towloeking conditions for employees an open-
ended employment contract who perform similar tesd have similar qualifications and



skills.

(4) The employer shall inform employees working foim or her under fixed-term
employment contracts about any available jobs speet of which these employees might
conclude open-ended employment contract and prothéen with further training and
education under the same conditions as those mowo employees working under open-
ended employment contracts.

The form of an employment contract
Article 12
(1) An employment contract is to be concluded iiting.

(2) A failure on the part of the contractual pastie conclude an employment contract in
writing does not affect the existence and validityhis contract.

(3) If an employment contract was not concludeaviiting, the employer shall give to the
employee a written certificate on the conclusiothef contract, before the work commences.

(4) If the employer fails to conclude with the eoy#e an employment contract in writing
before the commencement of work, or fails to give lor her a written certificate on the
conclusion of the contract, it shall be deemed that employer has concluded with the
employee an open-ended employment contract.

(5) The employer shall deliver the employee a aofpthe registration form for the mandatory
pension and health insurance scheme within 15 ddythe date when the employment
contract was concluded or of the date of delivdrthe written certificate on the conclusion
of the contract or of the commencement of work.

(6) Employment contracts for seamen and fishermest ilme registered with county offices or
the City of Zagreb office responsible for labouiaat.

(7) The Minister shall establish, by an ordinanites procedure of registration of and the
contents of the register of employment contraatséamen and fishermen.

Mandatory contents of a written employment contoaa written certificate on the
conclusion of an employment contract

Article 13

(1) An employment contract concluded in writingaocertificate on the conclusion of
an employment contract referred to in Article 12rggraph 3 of this Act must contain all
essential elements, including but not limited to:

1. parties, their permanent residence or seat;

2. the place of work, and if there is no permarmgmain place of work, then a remark
stating that the work is carried out at variousatems;

3. the name, nature or type of work for which thgpkoyee is employed; or a short list
or description of tasks;

4. the date of commencement of work;



5. in case of a fixed-duration employment contrdlbg expected duration of the
contract;

6. the duration of the paid annual leave to whiod émployee is entitled, and when
such information cannot be given at the time thatremt is concluded or the certificate
issued, the manner in which the duration of theséeis to be determined;

7. the notice periods with which the employee amel émployer must comply, and
when such information cannot be given at the tineedontract is concluded or the certificate
issued, the manner in which the notice periodd $leadietermined;

8. basic salary, salary supplements and the pernoaghich payments to which the
employee is entitled are to be made;

9. the duration of a normal working day or week.

(2) Instead of the provisions under subparagraphs 8 and 9 of paragraph 1 of this
Article, a contract or certificate may make refemro respective laws, other regulations,
collective agreements or employment rules govertiiege issues.

Mandatory contents of a written fixed-duration eayphent contract
concluded for permanent seasonal jobs

Article 14

(2) If an employer predominantly operates on a@ealdasis, he or she may conclude
fixed-duration employment contracts for permaneatssnal jobs, to provide for the
performance of these permanent seasonal jobs.

(2) In case of the conclusion of a contract reféto in paragraph 1 of this Article, the
employer shall be the one who is obliged to regithe employee for extended pension
insurance and to calculate and pay contributions dgtended pension insurance, in
accordance with the pension insurance regulations.

(3) In addition to the provisions referred toArticle 13 of this Act, a contract from
paragraph 1 of this Act must also contain additigmavisions on:

1. the conditions and period for which the empioyell pay contributions for
extended pension insurance,

2. the time limit within which the employer shalffer the employee to conclude an
employment contract for the performance of workhie following season,

3. the time limit, which may not be shorter thaghé days, within which the employee
shall declare himself or herself about the offenfrsubparagraph 2 of this paragraph.

(4) If the employee declines the offer to concluale employment contract from
subparagraph 3 of paragraph 2 of this Article withegitimate reasons, the employer has the
right to claim from the employee reimbursementhef tontributions that have been paid.

(5) Instead of the provisions under paragraphuBparagraph 1 of this Article, the
contract may make reference to respective collecagreements or employment rules
governing these issues.



Mandatory contents of a written employment contea@ separate workplace
Article 15

(2) An employment contract concluded in writingaocertificate on the conclusion of
an employment contract for the performance of wiorkhe employee's home or on other
premises other than the premises of the employast,nn addition to the provisions from
Article 13, paragraph 1, subparagraphs 1 to 8isfAlt, also contain the provisions on:

1. the duration of a normal working week,

2. daily, weekly or monthly period of the emplo\ge®bligatory presence at the
workplace,

3. time limits, time and manner of supervisionwairk and of the quality of work
performed by the employee,

4. machines, tools and equipment necessary fopen®rmance of the work, which
the employer is obliged to provide, install and mbain,

5. use of the employee's own machines, tools #met equipment and the coverage of
costs thereof,

6. coverage of other costs to the employee comgethe performance of work,

7. methods for occupational training and furtmaining of employees.

(2) The contract referred to in paragraph 1 of thiticle is subject to the provision of
Article 13, paragraph 2 of this Act, as appropriate

(3) The salary of an employee with whom the em@iayoncluded a contract referred
to in paragraph 1 of this Article must not be ekséled in an amount lower than the salary of
an employee performing the same or similar jobhenemployer's premises.

(4) The contract referred to in paragraph 1 of thiticle may not be concluded for the
performance of jobs from Article 44, paragraph Xha$é Act, nor of other jobs for which this
Act or another law provides so.

(5) The employer shall provide the employee wilfesworking conditions and the
employee shall comply with all safety and healtesuin accordance with separate laws and
other regulations.

(6) The employer shall notify the state adminisbra body responsible for labour
inspection about the conclusion of every contraé¢rred to in paragraph 1 of this Article,
within fifteen days of the date when the contraaswoncluded.

(7) The provisions of this Act on the working tireehedule, shortened working hours,
overtime hours, rescheduling of working time, nigldrk and rest break shall also apply to
the contract referred to in paragraph 1 of thischet unless this is regulated otherwise in a
special law, collective agreement, agreement betwiee works council and the employer or
in an employment contract.

(8) The quantity of work and time limits for theropletion of the work carried out
under the contract referred to in paragraph 1 wf Miticle shall not prevent the employee
from exercising his or her right to daily and weeldst and annual leave.



Mandatory contents of a written employment contoaa written certificate
on the conclusion of an employment contract in cdgmsting of employees abroad

Article 16

(1) Where an employee is posted temporarily to ferotountry, the employment
contract in writing or a written certificate stajirthat the employment contract has been
concluded before travelling to another country mapart from the provisions of Article 13
of this Act, contain additional provisions on:

1. the duration of the work abroad;

2. the schedule of working hours,

3. non-working days and holidays on which such eyg® is entitled not to work and
to receive a salary compensation,

4. the currency in which the salaries are to bd;pai

5. other payments received in money and in kindvtoch the employee will be
entitled during the work abroad; and

6. the conditions for repatriation.

(2) Instead of the provisions under subparagrapla@® 3 of paragraph 1 of this
Article, a contract or certificate may make ref@eno respective laws, other regulations,
collective agreements or employment rules goverthiege issues.

(3) The employer must give the employee a copyhefregistration form referred in
Article 12, paragraph 5 of this Act before the eoyele is posted abroad.

Minimum age of employment
Article 17

(1) A person under fifteen years of age or a pexsofifteen years of age or above
fifteen and under eighteen years of age, attenclimgpulsory primary education, must not be
employed.

(2) The labour inspector shall prohibit the workaominor employed in contravention
to paragraph 1 of this Article.

Legal capacity of minors to conclude employmenttiamots
Article 18

(2) If a minor with fifteen and over fifteen yearage is authorised by his or her legal
representative to conclude a specific employmemitraot, except for a minor attending
compulsory primary education, this minor shall héegal capacity to conclude and rescind
the contract in question and to carry out all #gal actions related to the fulfilment of rights
and obligations from this contract or in relatiorthis contract.

(2) The authorisation under paragraph 1 of thisichetshall not apply to legal
transactions for the performance of which the legptesentative needs approval from a body
responsible for social welfare.
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(3) A dispute between legal representatives or ammmore legal representatives and
the minor over granting authorisation to concludeemployment contract is to be resolved by
a decision by the body responsible for social welfaaking into account the minor's best
interests.

(4) The legal representative may withdraw or lithieé authorisation referred to in
paragraph 1 of this Article or terminate employmemthe minor's behalf.

(5) The minor's guardian may give authorisatioremefd to in paragraph 1 of this
Article to the minor only on the basis of a pres@approval given by a body responsible for
social welfare.

(6) The authorisation referred to in paragraph 1tha$ Article shall be given in
writing.

Prohibition of employment of minors in certain jobs
Article 19

(1) A minor must not be employed in jobs which nilayeaten his or her safety, health,
morals or development.

(2) The Minister shall list, in an ordinance, tlobd$ referred to in paragraph 1 of this
Article.

(3) The employer shall not recruit a minor, withoupréor examination of his or her
health capacities, to perform jobs which minors rpagform only upon examination of their
health capacities.

(4) The Minister shall list, in an ordinance, tlod$ in which minors may work only
upon examination of their health capacities to grenfthese jobs, and the Minister shall also
list activities in which, subject the prior apprbwd the labour inspector, persons referred to
in Article 17, paragraph 1 of this Act may be inved against remuneration.

(4) The ordinances referred to in paragraphs 24awicthis Article shall be adopted by
the Minister, with prior consent of the ministespensible for health.

(5) The labour inspector shall prohibit a minornfravorking in jobs referred to in
paragraph 1 of this Article or in jobs referredimoparagraph 3 of this Article if these are
performed without a previously established hea#thacity required for their performance or
without the prior approval of the labour inspector.

(6) Upon the request of the minor, his or her p@rem guardian, the works council,
trade union or labour inspector, the employer slimalihe case referred to in paragraphs 1 and
3 of this Article, offer the minor employee to ctmde an employment contract for the
performance of other appropriate job and, if theneo such job, he or she may terminate the
minor's employment in the manner and under theitiond prescribed by this Act.
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Controlling employment of minors in certain jobs
Article 20

(1) If the labour inspector suspects that the jeliggmed by a minor threatens his or her
safety, health, morals or development, he or sheahany time demand from the
employer that such employee who is a minor be exatdhby an authorised physician who
should assess, in his or her expert report andapiwhether the job performed by the
minor threatens his or her safety, health, moratieoelopment.

(2) In the case from paragraph 1 of this Articleg tabour inspector shall fix a time
limit within which the employer will have to obtaam expert report and opinion on whether
or not the job performed by the minor threatendniber health or development.

(3) The costs of the medical examination and exggrdrt and opinion referred to in
paragraph 1 of this Article are to be covered leygmployer.

(4) On the basis of an expert report and opinimemgiby an authorised physician, the
labour inspector may prohibit a minor from perfongnia specific job.

(5) The initiative for conducting the proceedinggerred to in paragraph 1 of this
Article may be given to the labour inspector by thi@or, his or her parent or guardian, the
works council or trade union.

(6) In the case from paragraph 4 of this Articlee €mployer shall offer the minor
employee to conclude an employment contract forpgrdormance of other appropriate job
and, if there is no such job, he or she may tertaitfze minor's employment in the manner
and under the conditions prescribed by this Act.

Special conditions for concluding employment cortsa
Article 21

(1) If a law, other regulation, collective agreeimnen employment rules prescribe
special conditions for the commencement of emplaytmen employment contract may only
be concluded by an employee who meets these comsliti

(2) The Minister shall, with prior consent of thenmter responsible for health, list in
an ordinance the jobs which an employee may perfonty upon prior and regular
examinations of his or her health capacities tdoper these jobs performed in accordance
with a special regulation.

(3) The ordinance from paragraph 2 of this Artisleall prescribe the manner for
examination of health capacities, the intervalsvhich such examination must be repeated,
the contents and procedure for issuing a certdicat health capacities, and other issues
important for examination of health capacities &fprm the jobs under paragraph 2 of this
Article.
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(4) A foreign national or stateless person may katecan employment contract under
the conditions prescribed by this Act and a sepdat which regulates the employment of
these persons.

Obligation of an employee to notify the employeouwatdliness or other circumstances
Article 22

(1) When concluding an employment contract, theleyge must notify the employer
about any illness or other circumstances which gmevhim or her from, or essentially
interferes with his or her fulfilment of the obligans arising from the employment contract,
or which endangers the life or health of persorts wihom the employee comes into contact
during the performance of the employment contract.

(2) For the purpose of determination of an empltsyéealth capacities to perform
certain jobs, the employer may refer the emplogagntdergo a medical examination.

(3) The costs of the medical examination referaedchtparagraph 2 of this Article are
to be covered by the employer.

Information which must not be requested
Article 23
(1) In the procedure for selection from among j@mdidates (interview, testing,
carrying out surveys, etc.) or when concluding aempleyment contract, the employer must
not request from the employee the information whigmot directly related to his or her
employment.
(2) Unpermitted questions referred to in paragrdpbf this Article need not be

answered.

lll. TEMPORARY EMPLOYMENT

Temporary employment agency

Article 24

(1) A temporary employment agency (hereinaftdie"agency") is an employer who,
under an employee assignment agreement, assignye®p (hereinafter: "the assigned
employees") to another employer (hereinafter: ‘iker") for the performance of temporary
work.

(2) The agency may carry out the activities oigrsag employees to users, provided
that it does this as its only activity, that isistgred under special laws and regulations and
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entered in the records of the ministry responsitade labour affairs (hereinafter. "the
Ministry").

(3) The agency may not start performing the at#isiof assigning employees to users
before it is entered in the Ministry's records.

Employee assignment agreement

Article 25

(1) An employee assignment agreement between dbacg and the user must be
made in writing.

(2) In addition to the general provisions of thgemcy's business operations, the
agreement referred to in paragraph 1 of this Agtirolust also contain provisions on:

1. the number of assigned employees needed hystre
2. the period for which the employees are assigned
3. the place of work,

4. the jobs that will be performed by the assigesdployees and the skills and
competences needed to perform them,

5. the working conditions at the workplaces whére assigned employees will
perform their jobs,

6. the manner and the period in which the usert muilsmit payroll accounts to the
agency and the regulations applied by the usealtulate salaries, and

7. the person authorised to represent the usetations with the assigned employees.

(3) Where employees are assigned to a user abtbadagreement referred to in
paragraph 1 of this Art must also, in additionhe provisions of paragraph 2 of this Article,
contain the provisions on:

1. the legislation applicable to the employmeratiehship of an assigned employee,

2. the rights of assigned employees which are aedpursuant to this Act or other
laws of the Republic of Croatia and which the usabliged to grant to assigned employees,

3. the obligation to cover the costs of returnimgite home country.
(4) The agreement from paragraph 1 of thischertmay not be concluded:
1. for assigning substitute employees to the wgse employees are on strike,

2. if the user has in the last 6 months, due ginass reasons, cancelled employment
contracts of employees who performed the samefbshich the assignment of employees
is currently requested,

3. for the performance of jobs referred to in élgi44 paragraph 1 of this Act,
4. for assigning employees to another agency,



14

5. in other cases specified in the collective egrent that is binding on the user.

Employment contract for temporary work
Article 26

(1) The agency may conclude with an employee adfduration or open-ended
employment contract for temporary work.

(2) In addition to the provisions from Article 13aragraph 1, item 1 and items 4 to 7
of this Act, and Article 16, paragraph 1 of thistAihe contract referred to in paragraph 1 of
this Article, when the agency is assigning an erygsoto the user abroad, must also contain
the provisions:

1. stating that the contract is concluded forghgoose of assigning employees to the
user for temporary work,

2. indicating the jobs for which the employeessigned,

3. indicating the agency's obligations towards eéhgloyee during the time when he
or she is assigned to the user.

(3) During the period when the employee is noigagsl to the user, the employee
who is employed with the agency is entitled to Isatmpensation in the amount established
by Article 87, paragraph 5 of this Act.

(4) The contract referred to in paragraph 1 of thiticle, concluded for a fixed period
of time that is equal to the period for which tmepdoyee is assigned to the user, must contain
provisions on:

1. the parties and their residence or seat,

. the expected duration of the contract,

. the user's seat,

. the place of work,

. the jobs that will be performed by the assigeexgbloyee,
. the date of commencement and termination okwor

~N O 0o~ 0N

. the salary, salary supplements and the intemalhich the salary is paid,
8. the duration of a normal working day or week.

(5) The contracted salary and other working coowé of the assigned employee may
not be lower and less favourable, respectivelyn the salary and other working conditions of
an employee who is employed with the user in timeesppb, to which the assigned employee
would have been entitled if he or she had enterteda contract of employment with the user.



15

(6) If the salary or working conditions may not bstablished pursuant to the
provisions of paragraph 5 of this Article, they lha established in the employee assignment
agreement.

Cancellation of an employment contract for temppveork
Article 27

(1) Cancellation of an employment contract for penary work shall not be subject to
this Act's provisions governing redundancy soaausity plans.

(2) The agency may cancel an assigned employea@ogment contract for
temporary work by extraordinary notice if the raasd@om Article 108, paragraph 1 of this
Act have occurred during the work for the user drttle user notifies the agency thereof in
writing, within eight days of the date of discovesf the fact on which the extraordinary
notice is based.

(3) If the user ceases to need the assigned eagplogfore the expiration of the period
of the employee's assignment, this may not comstguwunds for cancelling the employee's
employment contract for temporary work.

(4) The assigned employee who considers that &rysoor her rights arising from
employment were violated while he or she workederuser may seek protection in respect
of this violation from the employer, as establishgdArticle 129 of this Act.

Limitation on the periods for which the employees assigned

Article 28

(1) The agency may not assign an employee todketo perform the same work for
an uninterrupted period longer than one year.

(2) An interruption shorter than one month is cotsidered as an interruption of the
one-year period referred to in paragraph 1 of Alnigcle.

The agency's obligations towards the assigned graplo

Article 29
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(1) Before assigning an assigned employee to He, uhe agency shall give the
employee an employment contract from Article 2Gageaph 1 of this Act, or an assignment
note in case it has concluded with the employe®man-ended employment contract or a
fixed-duration employment contract for a durationder that the time period for which the
employee is assigned to the user.

(2) The assignment note from paragraph 1 of tmigl& must contain the information
from Article 26, paragraph 2 of this Act.

(3) Before sending an assigned employee to the thee agency shall acquaint such
employee with special professional competencesskilld needed to perform the job for the
user and inform him or her about all occupatiodééty and health risks entailed by the work
with the user and, to this end, it shall providairting for the employee according to
occupational safety and health regulations, unlies employee assignment agreement
provides that this obligation be performed by teeru

(4) The agency shall provide training to the assigemployee and keep informing
him or her about new technology for the performaotéhe job for which the employee is
assigned, unless this obligation has been assugndtehuser under the employee assignment
agreement.

(5) The agency shall pay the employee the comttasalary for the work performed
for the user, even when the user fails to submiths agency a payroll account for the
contracted salary.

The user's obligations

Article 30

(1) With regard to the obligations relating to @ggplication of the provisions of this
Act and other laws and regulations that regulateegation of health, occupational safety and
health and special protection of specific categoakeemployees, the user is to be considered
as the assigned employee's employer.

(2) The user shall inform the works council, atsteance a year, about the number of
assigned employees it has hired and the reasomisdiotiring, and the user shall also inform
the assigned employees about any vacancies.
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Compensation for damages
Article 31

(1) The damage caused by an assigned employdwrdopersons while working for
the user or in relation to such work shall be conspgéed by the user, who is considered to be
the employee's employer when it comes to the rasediability.

(2) The damage caused to the user by the ass@npbbyee at work or in relation to
work shall be compensated by the agency pursuatiiet@eneral provisions of the law of
civil obligations.

(3) If the assigned employee suffers damage ak woin relation to work, he or she
may claim compensation for damages from the agendyom the user in accordance with
the provision of Article 103 of this Act.

Records
Article 32

(1) A request to be entered in the records is ianto the Ministry in writing.

(2) The agency must accompany the request to teeeehin the records with the proof
that it has been duly registered under the reguiaton companies.

(3) Upon receiving the request to be entered snréicords, the Ministry issues a
certificate containing the number under which therecy was entered in the records and the
date when it was entered.

(4) The agency shall indicate the number undeckvitiwas entered in the Ministry's
records on every business document, letter or acintised in legal transactions.

(5) The Ministry issues the certificate referredrt paragraph 3 of this Article in three
identical copies, one of which is forwarded to Htate administration body competent for
labour inspection affairs.

IV. PROTECTION OF LIFE, HEALTH AND PRIVACY OF EMPL®EES
Employers' obligations in the protection of lifedith and morals of employees

Article 33
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(1) The employer shall provide for and maintain theachinery, instruments,
equipment, tools, workplace, access to workplaseyall as organise work in a manner
which guarantees the protection of life and heaftemployees in accordance with separate
laws and other regulations and in accordance \Wwimature of the job being performed.

(2) The employer shall inform the employee of tlagers of the job performed by
the employee.

(3) The employer shall train the employee for theknin a way which guarantees the
protection of life and health of the employee arelpnts accidents from occurring.

(4) If the employer assumed the obligation to pideviodging and food for the
employee, in the fulfilment of this obligation he she must take into account the protection
of life, health and morals of the employee as aslhis or her religion.

The protection of employees' privacy
Article 34

(1) Personal information about employees may bkecteld, processed, used and sent
to third persons only if so provided for by thistAwr another law, or if necessary for the
exercise of rights and obligations arising from &yment or related to employment.

(2) If personal information referred to in paradrap of this Article have to be
collected, processed, used or sent to third perBonthe exercise of rights and obligations
arising from employment or related to employmeing¢ émployer must establish in advance,
by employment rules, the information which he oe still collect, process, use or send to
third persons for this purpose.

(3) Personal information about employees may bkeceld, processed, used and sent
to third persons only by the employer or by thesparspecifically authorised by the employer
for this purpose.

(4) Inaccurate personal information must be coeetithout delay.

(5) Personal information whose storage is withagfal or factual basis any longer
must be erased or removed in another way.

(6) The employer employing more than twenty empsyshall appoint a person who
would, in addition to him or her, be authorisedstpervise whether the personal information
about employees is collected, processed, usedesmidasthird persons in accordance with the
law.

(7) The person referred to in paragraph 6 of thiscke must enjoy the confidence of
employees, and information which he or she gairevkedge of during the course of his or
her duty must be carefully safeguarded by him or he
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V. TRIAL PERIOD, EDUCATION AND TRAINING FOR WORK
Stipulation and duration of a trial period
Article 35
(1) On concluding an employment contract, a trexigd may be stipulated.

(2) The trial period referred to in paragraph 1ho§ Article may not last longer than
six months.

(3) If a trial period has been stipulated, the e®period may not be shorter than seven
days.

Obligation to provide education and training forriwo
Article 36
(1) The employer shall make it possible for the kEyge, in accordance with
possibilities and needs of the work, to receiveostihg, education, training, and further

training.

(2) The employee shall, in accordance with hiseardbilities and needs of the work,
take part in work-related schooling, educationntrey and further training.

(3) When changes are made or a new method or eagam of work introduced, the
employer shall, in accordance with needs and piiisib of the work, make it possible for
the employee to receive work-related training othfer training.

Definition of apprentice and the period for which
employment contracts may be concluded with appresiti

Article 37
(1) A person employed for the first time in the ggation for which he or she received
schooling may be employed by the employer as areafipe (trainee or another apprentice —

hereinafter: apprentice).

(2) An apprentice referred to in paragraph 1 of thiticle is trained for independent
work in the occupation for which he or she receiselooling.

(3) An employment contract may be concluded with agprentice for a definite
period.

The methods for training an apprentice

Article 38
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(1) The methods for training an apprentice for peleent work must be regulated by
employment rules or employment contract.

(2) For the purposes of training for independentlyan apprentice may be sent to
work for another employer on a temporary basis.

Duration of apprenticeship
Article 39

The training of an apprentice ("apprenticeship”)ynmat last longer than one year
unless otherwise specified by the law.

Occupational examination
Article 40

(1) After completing his or her apprenticeship, apprentice takes an occupational
examination, if so prescribed by a law, anotherul&ipn, collective agreement or
employment rules.

(2) If the content and methods for taking an octiopal examination are not laid out
by a law, another regulation or collective agreetngre content and methods for taking an
occupational examination shall be regulated by egmpént rules.

(3) The employer may give regular notice to an appce who has not passed the
occupational examination.

Occupational training for work
Article 41

(1) If a law or another regulation provides that @ccupational exam or work
experience is a prerequisite for the performancgob$ within a certain occupation, the
employer may admit a person who completed schooforgsuch an occupation into
occupational training for work without establishitige employment relationship with him or
her ("occupational training for work ").

(2) The time spent in occupational training for woeferred to in paragraph 1 of this
Article is to be counted as part of the apprentigesind work experience prescribed as a
prerequisite for working in a certain occupation.

(3) Occupational training for work referred to iarpgraph 1 of this Article may not
extend over a period longer than apprenticeship.

(4) Unless otherwise prescribed by this Act or haotlaw, persons undergoing
occupational training for work are subject to theusions of this Act and other laws
governing employment, with the exception of thevsimns on concluding employment
contracts, on salary and salary compensation, anidrminating employment contracts.
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(5) A contract on occupational training for work shbbe made in writing.

VI. WORKING HOURS

Definition of working hours

Article 42
(1) Working hours are periods of time during whibke employee is obliged to carry out tasks
or during which he or she is ready (available) aory out tasks at the workplace or another
place defined by the employer following the empl&y/astructions.
(2) The period of time during which an employeeispared to respond to the call of the

employer to perform tasks, where such need arséedl, not be considered as working time if
the worker is not at his or her workplace or anofilace defined by the employer.

(3) Preparedness referred to in paragraph 2 ofAttisle and the amounts of compensation
for such preparedness are determined in an empldycoatract or collective agreement.

(4) The time an employee spends performing tasks #feecall on the part of the employer

shall be considered as working time, regardleswlwégther the tasks are performed at the

place defined by the employer or at the place ahbgehe worker.

(5) The period of time that, pursuant to paragraphd.4of this Article, is not considered to
be working time, shall be considered to be the wineest laid down in Title VII of this Act.

Full-time and part-time working hours

Article 43
(1) An employment contract may be concluded foktiote or part-time working hours.
(2) Full-time working hours must not be longer tihhours a week.
(3) Unless working hours are specified by a laWiective agreement, agreement between the
works council and the employer or employment camirdull-time working hours are

considered to be 40 hours a week.

(4) Part-time working hours are considered any waykours shorter than full-time working
hours.

(5) The provisions of Article 11 of this Act appiyutatis mutandis to part-time employees.

(6) An employee shall not enter into part-time emgpient contracts with more than one
employer that result in the total working hourgilag longer than full-time working hours.
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(7) When entering into a part-time employment cacttrthe employee is obliged to inform
the employer about the part-time employment cotdraiready entered into with another
employer or employers.

(8) If the previous duration of employment with tkame employer is important for the
acquisition of certain rights, the periods of parte employment shall be considered to be
full-time employment.

(9) The employer shall consider an application stieoh by an employee who is a
party to a full-time employment contract to condual part-time employment contract or an
application by an employee who is a party to a-pam¢é employment contract to conclude a
full-time employment contract, if there are poddiles for such work with the employer.

Shortened working hours
Article 44

(1) Working hours are shortened in proportion te tmrmful effect of working
conditions on the employee's health and workinditgbin jobs in which, despite the
application of occupational safety and health messuit is impossible to protect the
employee from harmful effects.

(2) The jobs referred to in paragraph 1 of thisiddet as well as the duration of
working hours in such jobs are established by aiapeegulation.

(3) If the jobs referred to in paragraph 1 of tAidicle as well as the duration of
working hours in such jobs are not established tspecial regulation, the Minister shall,
upon the proposal of a person who may be a partiyet@ollective agreement under this Act,
and with prior consent of the minister responsitide health, adopt an ordinance which
regulates these issues.

(4) The employee who works in jobs referred toanggraph 1 of this Article must not
work in such jobs longer working hours exceedirgorking time laid down in paragraph 2
of this Article and must not accept additional eoyphent in such jobs with another
employer.

(5) It may be established by a collective agreenoergmployment contract that an
employee who does not work full-time in jobs rederto in paragraph 1 of this Article may
work part-time, but no longer than the full-timenit, in some other jobs not of the same
nature as the jobs referred to in paragraph lisfAtticle.

(6) When it comes to exercise of the right to saland other rights arising from

employment or related to employment, shortened ingrkours referred to in paragraph 1 of
this Article are considered to be equal to fulldimorking hours.

Overtime work

Article 45
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(1) In case of force majeure, an extraordinaryease in the scope of work and in other
similar cases of absolute necessity, the employak, sit the employer's request, work longer
than full-time working hours (overtime work), bub tonger than a maximum of 8 hours a
week.

(2) Overtime work for each individual employee muost exceed 32 hours a month or 180
hours a year.

(3) If overtime work by a particular employee lastsre than 4 consecutive weeks or more
than 12 weeks during one calendar year, or if awertwork by all employees of a certain

employer exceeds 10 percent of the total workingréian a particular month, a labour

inspector must be notified of such overtime workhwm 8 days after the arising of any of the
above circumstances.

(4) If the labour inspector has suspicions thatiwe work may have harmful effects on the
employees' health and working ability, he or shallsfix a time limit within which the
employer must obtain an expert report and opiniorthis from a physician authorised by a
separate regulation.

(5) Overtime work by minor employees is prohibited

(6) A pregnant woman, a parent of a child undeeghyears of age, a single parent of a child
under six years of age or a part-time employee wark overtime only if he or she gives a

written statement indicating voluntary consent twhs work, except in the case of force

majeure.

(7)The labour inspector shall prohibit overtime wdrsuch work has harmful effects on the
employees' health, his/her working ability and safer if it is carried out contrary to the
provisions of this Article.

Schedule of working hours

Article 46

(1) If daily and weekly schedules of working hows not regulated by a regulation,
collective agreement, agreement between the wanksail and the employer or employment
contract, the schedule of working hours shall bterdeined by the employer in a written
decision.

(2) The employer must notify the employees aboetsithedule or changes to the schedule of
working hours at least one week in advance, exoegdases of urgent overtime work.

(3) Where necessary on account of the work prooeganised in shifts with an employer,
full-time or part-time work need not be distributedenly by weeks; in such a case full-time
or part-time working hours shall be determined asrage weekly working time within a
period of four months and any discrepancies frothtime working hours laid down in
Article 43, paragraph 2, of this Act, may not amioianmore than twelve hours a month.



24

(4) In the case referred to in paragraph 3 of #uiscle, an employee may work up to a
maximum of 48 hours a week.

(5) If, after the lapse of the time period refertedn paragraph 3 of this Article, the average
weekly working hours exceed the agreed full-timgant-time working hours, work in excess
of the agreed full-time or part-time working hois<onsidered to be overtime work.

(6) The schedule of full-time working hours for anor employee must not be determined
pursuant to paragraph 3 of this Article if his @r kvorking hours would, in accordance with
such schedule, exceed 8 hours a day.

Rescheduling of working hours

Article 47

(1) Where the nature of work so requires, full-time part-time working hours may be
rescheduled so that in the course of one calengar there may be a period of time with
working hours that are longer and another periotineé with working hours that are shorter
than full-time or part-time working hours, providdtat average working hours in the course
of rescheduling may not exceed full-time or pameiworking hours.

(2) Where rescheduling of working hours is not jed for in a collective agreement or an
agreement concluded between the works council &edemployer, the employer shall
establish a plan of rescheduled working hours waithindication of jobs and number of
employees included in such rescheduled working soamd submit such plan with
rescheduled working hours to a labour inspector.

(3) Rescheduled working hours are not considerdxt tovertime work.

(4) If working hours are rescheduled, they canmaiuding overtime work, exceed 48 hours
a week during the period when they last longer fa#isiime or part-time working hours.

(5) As an exception to paragraph 4 of this Articlechesiuled working hours may, during the
period when they last longer than full-time or parte working hours, exceed 48 hours a
week and may last up to a maximum of 56 hours &weecondition that this is provided for
by a collective agreement and that a written statgrabout voluntary consent to such work is
submitted to the employer by the employee.

(6) An employee who refuses to work for more than faigght hours a week in the course of
rescheduled working hours shall not suffer any esbrseffects as a result of such refusal.

(7) At the request of the labour inspector, the leygr is obliged to enclose, with the plan
referred to in paragraph 2 of this Article, thet les employees who have given a written
statement referred to in paragraph 5 of this Aeticl

(8) Rescheduled working hours may, in the periogtnwihey last longer than full-time or
part-time working hours, last up to a maximum ahdnths, unless otherwise provided in a
collective agreement, in which case they cannotea®& months.



25

(9) The duration of fixed-term employment contrémt work carried out in rescheduled
working hours cannot be shorter than the periogrredl to in paragraph 1 of this Article.

(10) It shall be prohibited for minors to work l@rgthan eight hours a day in the course of
rescheduled working hours.

(11) A pregnant woman, a parent of a child undezdlyears of age, a single parent of a child
under six years of age or a part-time employee wiak overtime only if he or she submits
to the employer a written statement indicatingdrifer voluntary consent to such work.

(12) The labour inspector shall prohibit or limischeduled working hours if they are
contrary to the provisions of this Act or if it cése concluded on the basis of the report and
opinion of an authorised physician, obtained incagance with Article 45, paragraph 4 of
this Act, that they have harmful effects on the Eypes' health, his or her working ability
and safety.

Night work
Article 48

(1) Irrespective of its duration work between tloats of 10 in the evening and 6 in
the morning of the next day and, for agriculturetween 10 in the evening and 5 in the
morning of the next day, is considered night warkless this Act or another law, another
regulation, collective agreement or agreement ba&twbe employer and the works council
specify otherwise for specific cases.

(2) For minors employed in industry, work betweka hours of 7 in the evening and
7 in the morning of the next day is considered nigbrk.

(3) For minors employed outside industry, work kestw the hours of 8 in the evening
and 6 in the morning of the next day is considengtit work.

(4) The Minister is authorised to determine, by adinance, which activities are
classified as belonging to industry, within the meg of paragraph 2 of this Article.

(5) Night worker is an employee who in one day,ocadimg to a working time
schedule, works at least three hours during thesholunight work or who, in the course of a
calendar year, works at least one third of his @rworking time during the hours of night
work.

(6) When establishing the daily schedule of working rspahe employer shall take into
account that the duration of work by an employderred to in paragraph 5 of this Article
may not exceed eight hours.



26

Prohibition of night work
Article 49

(2) An employer shall not order a pregnant womaurtdertake night work, unless the
woman herself has so requested and the authorigeican has assessed that such work will
not endanger her life or health or the life or treaf the baby.

(2) Night work shall be prohibited for minors, unlei$éss, on a temporary basis,
absolutely necessary to perform such work immeljiatee to force majeure, provided that
adult employees are not available, in which casd sught work shall not last longer than
eight hours within a period of twenty-four hourgigrovided that minors do not work in the
period from midnight to four in the morning.

(3) In the event of night work referred to in paragr&opbf this Article, the employer
shall ensure that such work is performed undestipervision on an adult person.

(4) A labour inspector may prohibit night work adrpons referred to in paragraphs 1
or 2 of this Article, if such work is contrary toe provisions of this Act.

Work in shifts
Article 50

(1) Shift work means a method of organising workaat employer's workplace
whereby employees take turns in the same job atiteagame work site in accordance with a
working time schedule, which may be continuousisc@htinuous, rotating shifts included.

(2) Shift worker means an employee whose work sdeedvith an employer using
shift work pattern, performs his or her job in difént shifts over a period of one week or one
month.

(3) If work is organised in shifts, a change inftshmust be ensured, so that employees
work in a night shift during consecutive nights &most one week.

Obligations of the employer towards night and sénfiployees
Article 51

(1) In organising night or shift work, the employsdrall invest particular efforts to organise
work in a way that is adjusted to employees anck tako account safety and health
requirements in line with the nature of work penfed during the hours of night work or in
shifts.

(2) The employer shall provide safety and healtttgmtion for night and shift employees in
line with the nature of work performed, includirafesy protection and prevention equipment
that are relevant and applicable to all other eyg¥s and are available at any time.
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(3) An employee who is, based on the working tiieesiule, assigned to perform his or her
job as a night worker, shall, before commencindhsuork and on a regular basis during the
work of night worker, be provided with a possilyilito undergo medical examinations
pursuant to a special law.

(4) The costs of the medical examination refere@dhtparagraph 3 of this Article shall be
borne by the employer.

(5) If the medical examination referred to in paegup 3 of this Article indicates that a night
worker has health problems as a result of nightkwtive employer shall ensure that such
employee receives a working time schedule allowiing or her to perform his or her job

outside the hours of night work.

(6) Where it is not possible for an employer toweashat an employee performs his or her
job outside the hours of night work as referredhtparagraph 5 of this Article, the employer
shall make an offer to such employee to concludeeaployment contract for the
performance of tasks outside the hours of nighkwdrich he or she is capable of performing
and which, to the largest extent possible, mugtespond to those jobs that the employee was
assigned to earlier.

(7) The employer shall determine a schedule of wgrkours for a night worker, who is
exposed to particular risks or severe physical ental strains, enabling him or her to work
no longer than 8 hours of night work in a perio@éfhours.

VIl. REST PERIODS AND LEAVES
Break
Article 52

(1) An employee who works at least six hours a lay, each working day, the right
to a rest period ("break") lasting at least 30 rtesuunless otherwise specified by a separate
law.

(2) A minor working at least four and a half hoarslay shall have the right to a rest
period (break) in the duration of no less than 30utes without interruption every day.

(3) The time of the rest period referred to in gaaph 1 of this Article shall be
included in the working hours.

(4) If the special nature of the job does not allaterruption of work for the purpose
of taking a rest period referred in paragraph thef Article, the time and manner of taking
this rest period shall be regulated by a collecageeement, agreement between the works
council and the employer or employment contract.
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Daily rest
Article 53

(1) In the course of each time period of twenty-fomuts, an employee shall be
entitled to a daily rest of at least twelve conseeuhours.

(2) By way of derogation from paragraph 1 of this &lgj an adult employee
performing a seasonal job shall be entitled to iy dast referred to in paragraph 1 of this
Article in the duration of no less than ten consiweuhours, provided that such employee is
provided with an alternative daily rest period emlent in length to the missed rest hours in
each eight-day period.

Weekly rest
Article 54

(1) An employee has the right to a weekly restqektasting at least 24 consecutive
hours, to which the daily rest referred to in Adi&4 of this Act shall be added.

(2) A minor shall be entitled to a weekly rest e tcontinuous duration of no less than
48 hours.

(3) The right to a weekly rest shall be exercisaddays and on the day immediately
preceding or following Sundays.

(4) Where an employee may not exercise his origbt to a weekly rest as referred to
in paragraph 3 of this Article, it shall be ensutieat he or she exercises his or her weekly rest
in the period stipulated in the collective agreethan agreement entered into between the
works council and the employer or in the employmasnitract, which may not exceed two
weeks.

(5) By way of exception from paragraph 1 of thigiéle, for employees who, due to
performing their job in different shifts, may nateuthe weekly rest referred to in paragraph 1
of this Article on account of objectively inevitabltechnical reasons or as a result of
organisation of work, the right to weekly rest nimydetermined in the continuous duration of
no less than 24 hours, to which the daily restrreteto in Article 53 of this Act shall not be
added.

Minimum duration of annual leave
Article 55

(1) An employee has the right to paid annual leivéne duration of at least four
weeks for each calendar year.

(2) A minor employee or an employee carrying outknat which workers cannot be
protected from harmful effects despite the applcatof occupational safety and health
measures has the right to paid annual leave irdtiation of at least five weeks for each
calendar year.
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Determining the duration of annual leave
Article 56

(1) The duration of annual leave for a period longgan the minimum period
prescribed under Article 55 of this Act and the bmof working days calculated into the
annual leave of an employee shall be establishedddmfiective agreement, employment rules
or employment contract.

(2) Holidays and non-working days established by dae not included in the duration
of annual leave.

(3) A period of temporary inability to work, whioas confirmed by an authorised
physician, is not included in the duration of arirleave.

Nullity of waiver of the right to annual leave
Article 57

An agreement under which an employee waives hiseorright to annual leave or
accepts payment of compensation in lieu of anregld is null and void.

Time limit for acquiring the right to annual leave
Article 58

(1) An employee who is employed for the first tiorewho has a period of interruption
of work between two consecutive employments lortgan eight days acquires the right to
annual leave as determined under Article 55 of Aus after six months of uninterrupted
work.

(2) Temporary inability to work, performing citizetuties in defence service or other
situation of justifiable absence from work deterednby law are not considered as
interruption of work within the meaning of paragnapof this Article.

Right to a proportion of annual leave

Article 59

(1) An employee has the right to one-twelfth of aanleave, as determined under
Articles 55 and 56 of this Act, for each full morghwork in the following cases:

- if, in the calendar year in which his or her eayphent commenced, he or she did not
acquire the right to annual leave because the sixtimtime-limit referred to in Article 58,
paragraph 1 of this Act did not expire;

- if employment terminates before the expiratiorthad six-month time-limit referred to
in Article 58, paragraph 1 of this Act;

- if employment terminates before 1 July.
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(2) When computing the duration of annual leavéhanmanner referred to in paragraph
1 of this Article, at least one-half of a day ofhaal leave is rounded up to a whole day of
annual leave.

Salary compensation during annual leave
Article 60

(1) While on annual leave, the employee has thiet ig salary compensation in an
amount determined by a collective agreement, empéoy rules or employment contract.
The salary compensation may not be lower than ithy@ayee's average monthly salary in the
preceding three months (also taking into accoumt @her monetary or in-kind benefits,
which represent remuneration for work done).

(2) The employer is not entitled to claim from theployee a refund of the salary

compensation paid for annual leave which was takefore the conditions referred to in
Article 59, paragraph 1 of this Act have been met.

Compensation for unused annual leave
Article 61
(1) Where an employment contract is terminated, thpl@yer shall pay compensation to an
employee who has not used his or her annual leavelliinstead of such employee using
annual leave.

(2) The compensation referred to in paragraph htdf Article shall correspond,
pursuant to the provisions of Article 60, paragrdpdf this Act, in proportion to the number
of days of unused annual leave.

Taking portions of annual leave

Article 62

(1) An employee has the right to take annual ldavisvo portions, unless otherwise
agreed with the employer.

(2) If the employee takes annual leave in portitvespr she must use the first portion,
lasting at least two weeks without interruption,tie calendar year for which the right to

annual leave is acquired, provided that the em@dyaes acquired the right to an annual leave
in the duration of no less than two weeks.

Carrying over annual leave to the next calendar yea

Article 63
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(1) Any outstanding annual leave in excess of thitign of annual leave referred to in
Article 62, paragraph 2 of this Act may be carr@er and must be taken no later than 30
June of the next year.

(2) The portion of annual leave referred to in &lgi62, paragraph 2 of this Act may not be
carried over to the next calendar year, provided tine employer enabled the employee to use
such leave.

(3) By way of exception to paragraph 2 of this éldj the employee has the right to take
annual leave or the portion of annual leave infged or not taken in the calendar year in
which such right is acquired due to illness or nratg, parental or adoption leave by 30 June
of the following year.

(4) A member of the crew of a ship, an employeekimgy abroad or an employee who spent
time in performing citizen duties in defence seevisay take annual leave in its entirety in the
following calendar year.

Schedule for taking annual leave

Article 64

(1) The employer shall prepare a schedule for tpldannual leave in accordance with a
collective agreement, employment rules, employnsentract and this Act no later than 30th
June of the current year, and inform the emplogdesit the schedule.

(2) Where an employee works part-time for two or margeyers and such employers fail

to reach an agreement on the simultaneous exatibe right to annual leave referred to in
Article 55 of this Act, the employers shall enalslech employee to use annual leave in
accordance with his or her request.

(3) When preparing the schedule for taking anteale, account must be taken of the needs
concerning the organisation of work and the pokséds for rest available to employees.

(4) An employee must be informed about the duragioth schedule of annual leave at least 15
days before annual leave is to be taken.

(5) An employee has the right to take one day ofuahleave whenever he or she wishes,
provided that he or she informs the employer theagdeast three days in advance, unless a
collective agreement specifies a different peribddvance notification.

Paid leave
Article 65

(1) During the calendar year, an employee has iflet to be free from work
obligations and receive salary compensation ("peasle™) for important personal needs, and,
in particular, those related to marriage, childbiof the spouse, serious illness or death of a
member of the immediate family.
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(2) The employee shall have the right to a leaYermed to in paragraph 1 of this
Article of the total duration of seven working dagsyear, unless otherwise stipulated in a
collective agreement, employment rules or employtranentract.

(3) Members of the immediate family referred tgaragraph 1 of this Article include:
a spouse, blood relatives in the direct line amd thpouses, brothers and sisters, step-children
and adopted children, parentless children in fostee, step-father and step-mother, adoptive
parent and person to whom the employee is obliggatdvide statutory maintenance, and a
person with whom the employee lives in a commonrizavriage.

(4) The employee has the right to paid leave wleeeiving education or vocational
education and further training as well as educdiorihe needs of the works council or trade
union work, under the conditions, for the duratemd for remuneration determined by a
collective agreement, agreement between the wanksail and the employer or employment
rules.

(5) For the purpose of acquiring the rights arisfrgm employment or related to
employment, the periods of paid leave are consitlasgime spent at work.

(6) Employees — voluntary blood donors are entittedne day off work on account of
voluntary blood donation, which may be taken durthg calendar year, subject to work
obligations.

Unpaid leave
Article 66
(1) The employer may grant the employee unpaiddgat/his or her request.

(2) During unpaid leave, the rights and obligatiansing from employment or related
to employment are suspended, unless otherwisefigukeoy the law.

VIIl. PROTECTION OF PREGNANT WOMEN, PARENTS AND ADRTIVE PARENTS
Prohibition of unequal treatment of pregnant women
Article 67

(1) The employer must not refuse to employ a worecause she is pregnant, nor
shall the employer terminate an employment cont@ctaccount of pregnancy of an
employee or make an offer to such employee to colech modified employment contract,
except under the conditions of Article 68, parabramf this Act.

(2) The employer must not ask for any kind of imf@tion on the woman's pregnancy
nor must he order another person to ask for suchnmation, except if the female employee
personally requests a specific right envisaged munde® or another regulation for the
protection of pregnant women.
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Protection of pregnant employees or employees whbreastfeeding
Article 68

(1) The provisions of Article 67 of this Act shalbt prevent the employer to make an
offer to an employee who is pregnant or breastfegdat her proposal, to conclude an
employment contract under modified conditions foe tperformance of other appropriate
tasks.

(2) If an employee referred to in paragraph 1 of #rticle performs tasks that pose a
risk to her life or health, or the life or health ler child, the employer shall offer her to
conclude an agreement assigning her to the perfarenaf other appropriate tasks, which
shall replace the relevant provisions of her emplent contract for a specific period of time.

(3) In the event of a dispute between the emplayer an employee concerned, only
an authorised physician has the authority to deterrwhether the tasks offered in the case
referred to in paragraph 2 of this Article are aypiate.

(4) If an employer is not able to proceed in thenns prescribed in paragraph 2 of
this Article, the employee has the right to takeave with a salary compensation pursuant to
a special regulation.

(5) As soon as the period referred to in paragrapbf this Article expires, the
agreement referred to in paragraph 2 of this Agtgtiall expire and the employee shall return
to the job she performed earlier on the basis pEhgloyment contract.

(6) The agreement referred to in paragraph 2 & Article may not result in any
reduction of the salary of such employee.

Assumption of work in full-time working hours
Article 69

If prior duration of employment is important to ao®@ specific rights arising from
employment or related to employment, periods ofemmdty leave, parental leave or leave of
adoptive parents or work in shortened working halvall be considered as work in full-time
working hours.

Advance notification and the exercise of a right
Article 70

(1) An employee who during his or her exercise afht to maternity or parental time
off from work pursuant to a special law intendsha@ange the manner of exercising such right
or intends to re-establish a pertaining unusedt rigiall notify his or her employer of this
intention pursuant to a special law.

(2) The employer may, in case of an extraordinagygase in the volume of work,
force majeure or other similar cases of absolutessty, in a written statement and within a
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period pursuant to a special law, suspend the hegjrof the exercise of the right referred to
in paragraph 1 of this Article, except in the cabthe mandatory maternity leave.

(3) Where the employer does not issue a stateneéatred to in paragraph 2 of this
Article within 15 days it shall be deemed that the employer agrees wiéh intention
expressed by the employee as referred to in pgradraf this Article.

(4) Where the employer suspends the beginningeoégercise of the right referred to
in paragraph 1 of this Article in the manner stgtetl in paragraph 2 of this Article, the
employee may renounce his or her advance notibicdbr the exercise of a right referred to
in paragraph 1 of this Article.

Prohibition of dismissal
Article 71

(1) During pregnancy, the exercise of maternityeptal or adoptive parent leave,
half-time work, work with shortened working hours the purpose of intensified child care,
leave of a pregnant woman or a breastfeeding molidere or shortened working hours for
the purpose of caring for or nursing a child widvere developmental problems or during a
period of fifteen days after the cessation of peagny or the cessation of the exercise of these
rights, the employer may not dismiss from work egorant woman or a person exercising one
of the rights mentioned.

(2) A dismissal is null and void if, on the daydi$missal, the employer was aware of
the circumstances referred to in paragraph 1 of Alnticle or if the employee notifies his or
her employer, within a period of fifteen days faliag the receipt of the notice of dismissal,
of the circumstances referred to in paragraph Xhit# Article, enclosing an appropriate
certificate signed by an authorised physician atlaer authorised body.

(3) The circumstances referred to in paragraph Ihaf Article do not prevent
termination of a fixed-duration employment contragion expiration of the period of time for
which this contract was concluded.

The right of an employee to cancel an employmentract
by giving extraordinary notice

Article 72

(1) A pregnant women and an employee exercisingitie to maternity, parent or
adoption leave, half-time work, work with shortenearking hours for the purpose of
intensified child care, leave of a pregnant womanaobreastfeeding mother, leave or
shortened working hours for the purpose of caring dér nursing a child with severe
developmental problems or whose employment contsastispended until his or her child
reaches three years of age may, pursuant to aaspegjulation, terminate his or her
employment contract by giving extraordinary notice.
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(2) An employment contract may be cancelled asigealvfor under paragraph 1 of
this Article no later than fifteen days prior teetbate on which the employee is due to return
to work.

(3) A pregnant woman may cancel her employmentraohby giving extraordinary
notice.

The right to return to previous or appropriate job
Article 73

(1) After the expiry of maternity, parental, adopgtileave or leave for the purpose of
caring and nursing a child with severe developnttfficulties and for the duration of the
suspension of the employment relationship untildhiéd reaches the age of three pursuant to
a special regulation, the employee who has exef@se of the these rights has the right to
return to the same job he or she performed befeeecising this right, and if the need for
such job no longer exists, the employer shall offien or her to conclude an employment
contract for the performance of other appropriatewith working conditions which shall not
be less favourable than those he or she enjoyeddekercising the right in question.

(2) Where an employee ceases to exercise his ardmereferred to in paragraph 1 of
this Article, the employer shall return such empgleyo the job he or she performed before
the exercise of a right referred to in paragrapif this Article within a period of one month
from the date on which such employee informed timpleyer about his or her ceasing to
exercise such rights.

(3) An employee who exercised his or her rightenmeid to in paragraph 1 of this
Article shall be entitled to additional vocatiortghining in case any changes occurred in
technology or working methods, and benefit from angrovement in working conditions to
which he or she would be entitled during his or&lggence.

IX. THE PROTECTION OF EMPLOYEES WHO
ARE TEMPORARILY OR PERMANENTLY UNABLE TO WORK

Prohibition of dismissal if temporary inability gaused by
an injury at work or an occupational disease

Article 74
(1) The employer must not dismiss an employee vd®duffered an injury at work or
has acquired with an occupational disease andripdearily unable to work due to medical
treatment or recovery as long as he or she is tmampounable to work due to medical
treatment or recovery.

(2) The prohibition referred to in paragraph 1 bistArticle does not affect the
termination of a fixed-duration employment contract

Prohibition of harmful effects on the promotionexercise of other rights
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Article 75

An injury at work or an occupational disease must mave a harmful effect on the
promotion of an employee or the exercise of othghts and privileges arising from
employment or related to employment.

The right to return to previous or other approgriab of an employee who was temporarily
unable to work

Article 76

An employee who was temporarily unable to work ¢lmen injury or an injury at
work, a disease or an occupational disease anavliom, after treatment or recovery, an
authorised person or body, under a separate regulastablishes that he or she is able to
work, has the right to return to the job he or pheviously performed, and if the need for
such job no longer exists, the employer shall offien or her to conclude an employment
contract for the performance of other appropriate |

The obligation to inform the employer of temporargbility to work
Article 77

(1) The employee shall inform the employer of hiher temporary inability to work
as soon as possible, and shall provide the emplogetater than within three days, with a
medical certificate about his or her temporary iliigtto work and its expected duration.

(2) An authorised physician shall issue to the eyg# a certificate referred to in
paragraph 1 of this Article.

(3) If, due to a legitimate reason, the employes waable to fulfil the obligation
referred to in paragraph 1 of this Article, he be shall do this as soon as possible, and no
later than within three days after the reason pnavented him or her from doing so ceased to
exist.

(4) The Minister, with prior consent of the ministeesponsible for health, shall
regulate, by an ordinance, the contents and meftrotssuing the certificate referred to in
paragraph 1 of this Article.

The right to employment in other job
Article 78

(1) If an authorised person or body establishes dhaemployee has an occupational
inability to work or that he or she is in immediatanger of disability, the employer shall,
taking into consideration the expert report anchimpi of the authorised person or body, offer
the employee to conclude an employment contraawrting for the performance of job
which he or she is able to perform and which miasthe greatest possible extent, correspond
to the job previously performed by the employee.
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(2) In order to provide such job, the employer khdJust the work to the abilities of
the employee, alter the schedule of working hoangl do his or her very best to provide
appropriate job to the employee referred to in giah 1 of this Article.

Dismissal in case of occupational inability to warkimmediate danger of disability
Article 79

(1) The employer may dismiss an employee who hascanpational inability to work
or who is in immediate danger of disability, onlitiwprior consent of the works council.

(2) The works council shall give the employer caonise® cancel an employment
contract if the employer proves that he or she d@se his or her very best to provide
appropriate job to the employee referred to in graah 1 of this Article or if the employer
proves that the employee has refused an offer belede an employment contract for the
performance of job suited to his or her abilities,accordance with the expert report and
opinion of the authorised person or body.

(3) If the works council refuses to give its corntstena dismissal or if no works council
has been established at the undertaking and there shop steward enjoying all the rights
and obligations normally pertaining to a works aalrsuch consent may be replaced by a
judicial decision or arbitration award.

Severance pay in case of injury at work or occpaii disease
Article 80

(1) An employee who has suffered an injury at workhas acquired an occupational
disease, and who is not returned to work afterctimapletion of treatment and recovery, has
the right to severance pay in an amount at leagblddhe amount he or she would be entitled
to otherwise.

(2) An employee who has unjustifiably refused toegt jobs offered as referred to in
Article 78, paragraph 1 of this Act does not hake tight to severance pay in a double
amount.

Precedence for occupational training and schooling
Article 81

An employee who suffers an injury at work or anugational disease is to be given

precedence for occupational training and schoaggnised by the employer.
X. SALARIES

Establishing salaries

Article 82
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(1) An employer bound by a collective agreementtnmag calculate and pay to the
employee a salary amounting to less than the anesiablished by the collective agreement.

(2) If the basis and criteria for salaries have been established by a collective
agreement, an employer employing more than 20 empk shall establish them in
employment rules.

(3) If the salary has not been established by tethads described under paragraphs 1
and 2 of this Article, and the employment contrdoes not contain sufficient data on the
basis of which it can be established, the empleyal pay the employee an appropriate
salary.

(4) An appropriate salary is a salary regularlydp&r equal work, and if it is
impossible to establish such a salary, then aysakstablished by the court according to the
circumstances of the case.

Equal pay for women and men
Article 83

(1) An employer shall pay equal salaries to womed men for equal work and for
work of equal value.

(2) Within the meaning of paragraph 1 of this Agjdwo persons of different gender
are considered to perform equal work and work olégalue if:

- they perform the same work in the same or sinaitenditions or they could substitute
one another at the workplace,

- the work one of them performs is of similar matto that performed by another, and
the differences between the work performed by themd conditions under which it is
performed have no significance in relation to tkerall nature of the work or they appear so
rarely that they have no significance in relatiortite overall nature of the work,

- the work one of them performs is of equal vasehat performed by another, if one
takes into account the criteria such as qualifoecesj skills, responsibilities, conditions under
which the work is performed and whether the woréfisnanual nature or not.

(3) The salary referred to in paragraph 1 of &rigcle includes the basic salary and all
additional payments of any type made by the empltyée female or male employee for the
work performed, either directly or indirectly, imsh or in kind, under an employment
contract, collective agreement, employment rulestioer regulation.

(4) Any provision in an employment contract, a eclive agreement, employment
rules, or any other legal act that contravenesgoapén 1 of this Article is null and void.

Payment of salaries and salary compensation
Article 84

(1) Salary is paid after the work has been perfokrme
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(2) Salary and salary compensation is paid in dnex fof money.

(3) Unless otherwise specified by the collectiveeaghnent or employment contract,
salary and salary compensation for the previoustimshall be paid before 15th day of the
following month at the latest.

(4) Within the meaning of this Act, salary and saleompensation mean gross salary
and salary compensation.

Documents on salary, salary compensation and seseEay

Article 85

(1) The employer shall, within fifteen days at thtest from the day of payment of a
salary, salary compensation or severance pay, thigeemployee a payroll account from
which it is evident in which way calculations wenade of the salary, salary compensation or
severance pay.

(2) The employer who fails to make the payment sakary, salary compensation or
severance pay on their maturity dates, or who failpay them in the full amount, shall
provide the employee with a payroll account for &meount owed by him or her, by the end
of the month in which the salary, salary compeosatir severance pay became due.

(3) The payroll accounts referred to in paragraptarntd 2 of this Article are
enforceable documents.

(4) The Minister shall determine in an ordinance #lements to be indicated in
payroll accounts referred to in paragraphs 1 aafitBis Article.
The right to an increased salary
Article 86
An employee has the right to an increased salaryafduous working conditions,
overtime and night work, and for work on Sundayslidays, and other days that are not
working days according to the law.
Salary compensation
Article 87
(1) An employee has the right to salary compensdto periods in which he or she

does not work due to legitimate reasons establighedhe law, another regulation or
collective agreement.
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(2) The period referred to in paragraph 1 of thiiofe for which compensation is to
be paid at the expense of the employer is estauibly the law, another regulation, collective
agreement or employment contract.

(3) An employee has the right to salary compensadiaring a period of time when
work is interrupted due to the fault of the emploge due to other circumstances for which
the employee is not responsible.

(4) An employee who refuses to work because thecpteed occupational safety and
health measures regulations have not been implechdras the right to salary compensation
equal to the salary he or she would have receiaedhe or she worked, for the period until
the prescribed measures are implemented, unlessetm@oyee has performed other
appropriate job during this period.

(5) Unless otherwise specified by this Act or aeothaw, another regulation,
collective agreement, employment rules or employtraentract, an employee has the right to
salary compensation equal to the sum of the avesatgy paid to him or her over the
preceding three months.

Prohibition of offsetting
Article 88

(1) The employer must not, without the consenthe employee, settle his or her
claim against such employee by withholding paymeinsalary or part of salary, or by
withholding payment of salary compensation or pasgalary compensation.

(2) An employee may not give the consent refercethtparagraph 1 of this Article
before the claim arises.

Protection of salary in case of forced withholding
Article 89

Salary or salary compensation may be withheld bgef@f law in accordance with a
special regulation.

XI. INVENTIONS AND TECHNICAL
INNOVATIONS MADE BY EMPLOYEES

An invention made at the workplace or in relationthte work
Article 90

(1) An employee shall inform his or her employethaf or her invention made at the
workplace or in relation to the work.

(2) The employee shall treat all the informatioroatbthe invention referred to in
paragraph 1 of this Article as confidential bussyedormation and shall not pass it on to a
third person without prior approval of the emplayer
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(3) The invention referred to in paragraph 1 oftlirticle is the property of the
employer, and the employee has the right to congtems established by the collective
agreement, employment contract or special contract.

(4) If compensation is not established in the mameferred to in paragraph 3 of this
Article, appropriate compensation shall be esthblisby the court.

An invention related to the employer's activity
Article 91

(1) An employee shall inform his or her employepuatban invention that was not
made at the workplace or in relation to the waklksuich invention is related to the employer's
activity, and shall make the employer a writteneoffo transfer to the employer his or her
rights in relation to such invention.

(2) The employer shall respond to the employede&r oéferred to in paragraph 1 of
this Article within a period of one month.

(3) The provisions of the law of civil obligatiog®verning the right of pre-emption
shall apply, as appropriate, to the transfer ofritlet to an invention referred to in paragraph
1 of this Article.

Technical innovations
Article 92
(1) If the employer agrees to apply a technicabuation proposed by an employee,
the employer shall pay to the employee the compemsastablished by the collective

agreement, employment contract or special contract.

(2) If compensation is not established in the mameferred to in paragraph 1 of this
Article, appropriate compensation shall be esthbtisby the court.

XII. PROHIBITION OF COMPETITION
BETWEEN AN EMPLOYEE AND HIS OR HER EMPLOYER

Statutory prohibition of competition
Article 93
(1) An employee must not, without the approval &f ar her employer, conclude
business transactions, for his own account oriferaccount of another, in the field of activity
of his or her employer ("statutory prohibition afnapetition™).
(2) If the employee fails to comply with the proitidin referred to in paragraph 1 of

this Article, the employer may claim compensation damages from the employee or may
require that the business transaction be consides@dncluded for the employer's account, or
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that the employee give the employer the profit edrfnom such transaction or transfer to the
employer any claims for profits earned from sud¢hraasaction.

(3) The employer's right referred to in paragrapdf this Article ceases to exist three
months after the date on which the employer letrat the business transaction had been
concluded, and in any case five years after the aatwhich the transaction was concluded.

(4) If, at the time of commencement of employméing employer was aware of the
fact that the employee was engaged in certain bssiactivities, and did not require that the
employee stop engaging in such activities, it shallconsidered that the employer gave the
employee approval for engaging in such activities.

(5) The employer may revoke the approval refertethtparagraphs 1 and 4 of this
Article, complying in this respect with the timenit prescribed or agreed upon for cancelling
an employment contract.

Contractual prohibition of competition
Article 94

(1) The employer and the employee may stipulate floa a certain time after the
termination of the employment contract, the empéogmust not enter into employment with
another person who is competing on the market Wiehemployer, and that the employee
must not conclude business transactions that ¢otestompetition with the employer, neither
for his own account nor for the account of ano{heontractual prohibition of competition").

(2) The contract referred to in paragraph 1 of #aiicle must not be concluded for a
period longer than two years after the date otéhmination of employment.

(3) The contract referred to in paragraph 1 of Ariscle may be an integral part of the
employment contract.

(4) The contract referred to in paragraph 1 of tArticle must be concluded in
writing.

(5) The contract referred to in paragraph 1 of tArticle is not binding on the
employee if the aim of the contract is not to pcotihe legitimate business interests of the
employer or if, taking into account the area, tiamel aim of the prohibition and in relation to
the legitimate business interests of the emplotfex,contract disproportionately limits the
work and promotion of the employee.

(6) The contract referred to in paragraph 1 of thiscle is null and void if it is
concluded by a minor employee or by an employee, whthe time the contract is concluded,
is receiving a salary amounting to less than tlezaye salary in the Republic of Croatia.

(7) In the case from paragraph 6 of this Artickes hullity of contractual prohibition of
competition may not be invoked by the employer.

Salary compensation in case of contractual prabibnf competition
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Article 95

(1) Unless this Act specifies otherwise for a spiedase, the contractual prohibition
of competition is binding on an employee only ié ttmployer has undertaken a contractual
obligation to pay compensation to the employedHerduration of the prohibition, amounting
to at least half of the average salary paid toetim@loyee in the period of three months prior
to the termination of the employment contract.

(2) Salary compensation referred to in paragrapiithis Article shall be paid by the
employer to the employee at the end of each catandath.

(3) The amount of salary compensation referrechtparagraph 1 of this Article is
adjusted to reflect the changes in the averageysaldéhe Republic of Croatia.

(4) If part of the employee's salary is intendeccéoer certain costs related to the
performance of work, the compensation may be ptapwately reduced.

Termination of contractual prohibition of compaeiii
Article 96

(1) If an employee cancels his or her employmemtraat by giving extraordinary
notice because the employer has seriously violaiedobligation from the employment
contract, the contractual prohibition of competitishall cease to apply if the employee
declares in writing, within a month of the date@imnination of the employment contract, that
he or she does not consider himself or herself dduyrthis contract.

(2) A contractual prohibition of competition shaléase to apply if the employer
cancels the employment contract without having jostise under this Act, unless the
employer notifies the employee, within fifteen dayghe cancellation of the contract, that it
shall pay to the employee, for the duration of tomtractual prohibition of competition,
compensation amounting to the average monthlyysalaid to the employee in the period of
three months prior to the termination of the empient contract.

(3) The amount of salary compensation referrechtpdaragraph 2 of this Article is
adjusted to reflect the changes in the averageysalahe Republic of Croatia.

Waiver of the contractual prohibition of competitio
Article 97
(1) The employer may be released from the obligat® pay the compensation
referred to in Article 95 of this Act, if he or shetifies the employee in writing that he or she
waives the contractual prohibition of competition.
(2) A waiver of the contractual prohibition of costjion referred to in paragraph 1 of

this Article releases the employer from any oblgato pay compensation after three months
have passed since the date on which the statemewmhiger was served on the employee.
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Contractual penalty
Article 98

(1) Where only a contractual penalty has been gealifor the case of violation of a
contractual prohibition of competition, the employeay, in accordance with the general
provisions of the law of civil obligations, clairmky the payment of this penalty, and not the
fulfilment of the obligation or compensation foregter damages.

(2) The contractual penalty referred to in paragrdpof this Article may also be
agreed upon for the case when the employer doesnuartake to pay salary compensation
for the duration of the contractual prohibitioncaimpetition.

XIV. COMPENSATION FOR DAMAGES
Employee's liability for damages caused to the eyl

Article 99

(1) An employee who, at the workplace or in relatio the work, either intentionally
or due to gross negligence, causes the employauffer damage shall compensate the
employer for such damage.

(2) If the damage has been caused by several eagdpgach employee shall be liable
for the part of the damage caused by himself asdier

(3) If it is impossible to determine what part dfetdamage was caused by each
employee, all the employees are considered to ballgdiable and shall compensate for the
damage in equal parts.

(4) If several employees have caused damage bgmaguiitated criminal offence, they
shall be jointly liable for the damage caused.

Predetermined amount of compensation for damages
Article 100

(1) If determining the amount of damages would eadsproportionate costs, the
amount of compensation for damages for certain hammets may be determined in advance.

(2) The harmful acts and compensation referredh toaragraph 1 of this Article may
be provided for in the collective agreement or empient rules.

(3) If the damage caused by a harmful act refetwed paragraph 2 of this Article is
much greater than the predetermined amount of cosgpen, the employer may claim
compensation for the amount of the damage actaaffgred and established.

Liability of an employee to refund compensationdamages (“recourse liability")

Article 101
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An employee who at the workplace or in relatiorthte work, either intentionally or
due to gross negligence, causes damage to a #nsdm and compensation for damages has
been paid by the employer, shall pay to the emplthe amount of compensation paid to the
third person.

Reduction of compensation for damages or the exempt an employee from paying
compensation for damages

Article 102

Collective agreements or employment rules may éskathe conditions and methods
for reducing compensation for damages or exemg@ingmployee from the obligation to pay
compensation for damages.

Liability of the employer for damages caused teamployee
Article 103

(1) If an employee suffers damage at work or iatreh to work, the employer shall
compensate the employee for the damage accordittietgeneral provisions of the law of
civil obligations.

(2) The right to compensation for damages refetoesh paragraph 1 of this Article
also refers to the damages caused by the employtiret employee by a violation of the
employee's rights arising from employment.

XIV. TERMINATION OF AN EMPLOYMENT CONTRACT
Methods for terminating an employment contract
Article 104

An employment contract terminates:

1. upon the death of the employee,

2. upon expiration of the period for which a fixédration employment contract has
been concluded,

3. when the employee has reached 65 years of agelanyears of periods of
insurance, unless otherwise agreed by the empéngthe employee,

4. under an agreement between the employee amhpleyer,

5. upon the service of a legally effective decisionretirement due to general inability
to work,

6. by cancellation (notice),

7. by a decision of the court having jurisdiction.
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Form of an agreement to terminate an employmerttacn
Article 105

An agreement to terminate an employment contrast tm& made in writing.

Cancellation of an employment contract (Notice)
Article 106

An employer and an employee may give notice thaly thvish to cancel an
employment contract.

Regular notice
Article 107

(1) An employer may give notice that he or she essio cancel an employment
contract, subject to a prescribed or agreed n@@red ("regular notice") if he or she has a
legitimate reason for doing so, in the followinges:

- if the need for performing certain work ceasesg tim economic, technological or
organisational reasons ("notice due to businesored),

- if the employee is not capable of fulfilling haa her employment-related duties
because of some permanent characteristics ori@di{iinotice due to personal reasons"), or

- if the employee violates employment obligatiofisofice due to the employee's
misconduct").

(2) Notice due to business and personal reasalkised only if the employer cannot
place the employee in alternative employment.

(3) In making a decision about a notice due to rm&s or personal reasons, the
employer must take into account the length of serviage, disability and maintenance
obligations lying upon the employee.

(4) Notice due to business or personal reasonkoised only if the employer cannot
train or qualify the employee for work at anothas,jor if the circumstances are such that it is
not reasonable to expect from the employer to taaimualify the employee for work at
another job.

(5) The provisions of paragraphs 2 to 4 of thisicdetdo not apply to the notice of
dismissal if the employer employs less than twemyloyees.

(6) An employee may cancel his or her employmentreat, subject to a prescribed
or agreed notice period, without specifying anysoge for so doing.

(7) The employer who has given notice to an emmdge economic, technological or
organisational reasons must not employ another egrapl at the same job for the following
six months.
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(8) If, within the time limit referred to in paragwh 7 of this Article, a need arises for
employing an employee to perform the same job, éimployer shall offer the employee
whom he dismissed for business reasons to conalu@enployment contract.

Extraordinary notice
Article 108

(1) Employers and employees have just cause toetart open-ended or fixed-
duration employment contract, without having anigdilon to comply with a prescribed or
agreed notice period ("extraordinary notice") ifiedto an extremely grave violation of an
employment obligation or due to any other highlyportant fact and recognising all the
circumstances or interests of both contractingiggrtontinuation of the employment is not
possible.

(2) An employment contract may be cancelled byngjvextraordinary notice only
within fifteen days of the day when the person esned came to know about the fact which
is claimed to be the basis of the extraordinaryceot

(3) A party to the employment contract who, in tase referred to in paragraph 1 of
this Article cancels his or her employment contiagtgiving extraordinary notice, has the
right to claim compensation for damages for norfgrerance of the obligations from the
employment contract from the party who is respdeditr the cancellation.

Reasons not constituting just cause for dismissal
Article 109

(1) Temporary absence from work caused by an 8ln@s personal injury is not
considered to be just cause for dismissal.

(2) Filing an appeal or complaint, or taking pamt the proceedings against the
employer on the ground of a violation of a law, theo regulation, collective agreement or
employment rules, as well as the employee's turtonifpe competent executive bodies, are
not considered to be just cause for cancellingnapl@yment contract.

(3) The employee's turning to responsible persansompetent state administration
bodies or filing a bona fide application with thgsrsons or bodies, regarding a reasonable
suspicion about corruption, is not considered tqusecause for dismissal.

Cancellation of a fixed-duration employment corttrac
Article 110

A fixed-duration employment contract may be camxklby giving a regular notice
only if such a possibility was envisaged by thetract.

Pre-cancellation procedure
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Article 111

(1) Prior to giving regular notice due to the enygle's conduct, the employer shall
draw the employee's attention, in writing, to hisher employment obligations and inform
him or her about the possibility of dismissal ifther violations occur, unless circumstances
exist because of which the employer cannot be redyp expected to do so.

(2) Prior to giving a regular notice or extraordianotice due to the employee's
conduct, the employer shall give the employee grodpnity to present his or her defence,
unless circumstances exist because of which théogempcannot be reasonably expected to
do so.

Form, reasons and service of notice of dismissal
Article 112
(1) A notice of dismissal must be made in writing.
(2) The employer must give reasons for dismissalriting.

(3) A notice of dismissal must be served on the@eto be dismissed.

Notice period
Article 113
(1) The notice period starts running on the dages¥ice of the notice of dismissal.

(2) The notice period does not run during pregnamegternity, parental, adoption
leave or work with shortened working hours pursunia special regulation, temporary
inability to work, annual leave, paid leave, penfiarg citizen duties in defence service, and
other cases of the employee's justifiable abseraa fvork, as prescribed by this Act or
another law.

Minimum notice period
Article 114

(1) In case of a regular notice, the notice peisoat least:

- two weeks, if the employee has continuously wdrig the same employer for less
than one year,

- one month, if the employee has continuously workae the same employer for one
year;

- one month and two weeks, if the employee hasirmoodisly worked for the same
employer for two years;

- two months, if the employee has continuously vedrfor the same employer for five
years;
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- two months and two weeks, if the employee hagitmoously worked for the same
employer for ten years;

- three months, if the employee has continuouslykea for the same employer for
twenty years;

(2) In case of an employee who has continuouslhkeaarfor the same employer for
twenty years, the notice period referred to in geaph 1 of this Article is extended by two
weeks if the employee has reached 50 years ofagkby one month if the employee has
reached 55 years of age.

(3) In case of an employee whose employment cdnisacancelled because of
violation of an employment obligation ("notice dioethe employee's misconduct"), the notice
period is twice as short as notice periods estaddisn paragraphs 1 and 2 of this Article.

(4) If an employee, upon the employer's requestse® to work before the expiration
of the prescribed or agreed notice period, the eygplshall pay him a salary compensation
and recognise all other rights as if the employag &ctually worked until the expiration of
the notice period.

(5) During the notice period, the employee hasritjet to be absent from work not
less than four hours per week with salary compensator the purpose of seeking new
employment.

(6) In case when an employment contract is cartéliethe employee, the collective
agreement or employment contract may specify tbate period be shorter for the employee
than for the employer, in comparison with the pgipecified in paragraph 1 of this Article.

(7) When an employment contract is cancelled byethployee, the notice period may
not be longer than one month, if the employee hasspecially important reason for this.

Dismissal accompanied by an offer to alter the seofrthe employment contract

Article 115

(1) The provisions of this Act applicable to diss@kare also applicable to cases when
the employer cancels an employment contract andlsineously offers the employee to
conclude an employment contract under differemhge(’'dismissal accompanied by an offer
to alter the terms of the employment contract”).

(2) Where, in cases referred to in paragraph hisfArticle, the employee accepts the
employer's offer, he or she retains the right tallenge the permissibility of such cancellation
of contract before the court having jurisdiction.

(3) The employee must declare his or her acceptanafusal of the offer to conclude
an employment contract under different terms withmtime limit specified by the employer,
which may not be shorter than eight days.
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(4) In case of cancellation referred to in parpgra of this Article, the time limit from
Article 129, paragraph 1 of this Act starts runnargthe day on which the employee declared
his or her refusal of the offer to conclude an emgpient contract under different terms or, if
the employee has not declared either his or heapiance or refusal of the offer received or if
he or she declared his or her acceptance or refiiigal the expiration of the time limit that
was set for him or her, the time limit starts ruxgion the day of expiration of the time limit
specified by the employer for declaration aboutdfier that was given.

Returning the employee to work in case of wrongiamissal
Article 116

() If the court establishes that a dismissal waispermissible and that employment
did not terminate, it shall order the employerdturn the employee to work.

(2) An employee who has challenged the permisgibdf dismissal may move the
court to issue an interim measure ordering hisesrrbturn to work pending a final judicial
decision on the merits.

Judicial rescission of an employment contract
Article 117

(1) When the court establishes that a dismissaémgibty an employer was not
permissible, and that it is not acceptable forahgployee to continue employment, the court
shall, upon the employee's request, determine #te of termination of employment and
award him or her damages in an amount not lessttiree and not more than 18 average
monthly salaries paid to the employee over the gateg three months, depending on the
length of employment, age and maintenance obligatiging upon the employee.

(2) The court may render the decision referredhtparagraph 1 of this Article also at
the request of an employer, if circumstances existh reasonably demonstrate that, in view
of all the circumstances and interests of both remting parties, the continuation of
employment is not possible.

(3) Both the employer and the employee may fileeguest for rescission of
employment contract in the manner referred to magephs 1 and 2 of this Article, until the
conclusion of the trial before the court of finssiance.

Consultation with the works council regarding dissail
Article 118

The employer shall inform the works council aboigt &r her intention to cancel an
employment contract, and shall consult with theksarouncil about this decision, in cases, in
the manner and under the conditions prescribedhibyAict.

Severance pay

Article 119
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(1) When the employer dismisses an employee foligwa two-year period of
continuous employment, unless dismissal is giventiie reasons related to the employee's
conduct, the employee has the right to receiveraege pay in an amount determined on the
basis of the length of prior continuous employmetth that employer.

(2) Severance pay for each year of employment thighsame employer must not be
agreed upon or determined in an amount lower tmantloird of the average monthly salary
earned by the employee in a period of three momthgr to the termination of the
employment contract.

(3) Unless otherwise specified by the law, colleetagreement, employment rules or
employment contract, the aggregate amount of segernpay referred to in paragraph 2 of this
Article may not exceed six average monthly salag@ased by the employee in a period of
three months preceding the termination of the egmpémnt contract.

Consultation on collective redundancies
Article 120

(1) Where the employer establishes a redundanat téast twenty employees and
where their employment contracts are to end wighperiod of ninety days, irrespective of the
method of termination, and if at least five of thesnployees are to be dismissed for business
reasons, the employer shall consult the works dbimthe manner and under the conditions
provided for in this Act, with the aim of removitige need for dismissals.

(2) For the purpose of complying with the duty émsult referred to in paragraph 1 of
this Article, the employer shall supply the workeuncil in writing with all relevant
information on the reasons for the projected rednoéks, the total number and categories of
employees, the number and categories of employdes ave most likely to be made
redundant and receive a termination of their empleyt contract, the time period over which
the employment contracts are to be terminated, amujtional criteria, in addition to those
referred to in Article 107, paragraph 3 of this Aghich the employer shall take into account
when deciding on redundancies, and on the amoudtsh@ method for calculating severance
pay and other payments, in addition to those redeto in Article 119 of this Act.

Redundancy social security plan
Article 121
(1) The employer who, after the consultation oremive redundancies, still intends
to terminate employment contracts due to businessons within the meaning of Article 120,
paragraph 1 of this Act, shall develop a redundauacyal security plan.
(2) When preparing the plan referred to in paragramf this Article, the employer

shall consult the competent public employment seran the possibilities for retraining or
additional training or employment of employees vatiother employer.
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(3) In addition to the information referred to intile 120, paragraph 2 of this Act,
the redundancy social security plan shall include:

- the reasons for redundancies,

- the possibility of introducing changes in teclogy and organisation of work in
order to provide for redundant employees,

- the possibility of assigning the employee to aeofob,

- the possibility of reducing working hours,

- the possibility of retraining or additional trang for employees.

(4) In developing the redundancy plan the emplosteall take position as to the
objections and proposals made by the works couiilparticular with regard to any
measures to be taken to prevent or minimise thg¢eqexl terminations of employment
contracts and measures aimed at mitigating adveftects of such terminations of
employment contracts.

Information on the collective redundancy socialsiyg plan
Article 122

(1) The employer shall deliver the redundancy da@aurity plan to the competent
public employment service and the works council.

(2) The works council may deliver to the competeablic employment service and
the employer its objections and proposals concgrrilie submitted redundancy social
security plan.

(3) The competent public employment service shallesits position concerning the
redundancy social security plan within a perio® afays from the receipt of such plan; where
it does not state its position within this periofitione, it shall be deemed that it has no
objections or proposals.

(4) The employer shall not dismiss employees wiotarbe dismissed as redundant
according to the redundancy social security plahiwia period 30 days from the submission
of the plan to the competent public employment isefwvithin which period of time such
employment service shall seek to find ways to remepemployees covered by the
redundancy social security plan.

(5) By way of derogation from paragraph 4 of thigtidle, the competent public
employment service may in its position referredngaragraph 3 of this Article order the
implementation of dismissals of all or individuahgloyees who are to be made redundant
under the developed redundancy social security fgdre suspended for a maximum period
of three months in case of important economic a@iadaeasons or if during this suspended
period of time such employees are to undergo rebrgior additional training measures or if
it may enable employment of such employees withte@remployer.

Special rights of employees posted abroad

Article 123
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(1) The employer posting an employee to work ahraada business enterprise or
other company owned by this employer shall, indkent of termination of the contract of
employment concluded between this employee and foineign business enterprise or
company, except in case of dismissal due to thel®me's conduct, compensate the
employee for relocation costs and provide him orduequate employment in the country.

(2) When determining the notice period and severgray, the period spent by the
employee referred to in paragraph 1 of this Artiolemployment abroad, is considered to be
continuous employment with the same employer.

Issuing a certificate on employment and returnaxfuients
Article 124

(1) The employer shall, within eight days from tleguest of an employee, issue a
certificate on the type of job performed by suclpkyyee and the duration of the employment
relationship.

(2) Within eight days of the termination of emplogmb, the employer shall return to
the employee all of his or her documents and a aipye notice of cancellation from the
mandatory pension and health insurance scheme,issug to the employee, at his or her
request, a certificate setting out the type of hebor she performed and the length of his or
her employment.

(3) Except for the information from paragraph lho§ Article, the certificate must not
contain any other information which would make t@nclusion of a new employment
contract for the employee more difficult.

XV. EMPLOYMENT RULES
Obligation to adopt employment rules

Article 125

(1) Any employer employing more than 20 employebsllsadopt and publish
employment rules regulating salaries, organisatibwork, procedure and measures for the
protection of employees' dignity and other issumgartant for his or her employees, except
when such issues are regulated by a collectivecaggst.

(2) Specific employment rules may be adopted fopleger's individual business
enterprises and parts of enterprises, or for pdaigyroups of employees.

(3) The Minister may, subject to obtaining priorimapn from trade unions and
employers' associations, prescribe the issues tedwdated by employers in which way the
employment rules referred to in paragraph 1 of Antecle will be published.

The procedure for adopting employment rules

Article 126
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(1) Employers must consult with the works coungil the adoption of employment
rules in the case, in the manner and under theitbomsi prescribed under this Act.

(2) The rules referred to in paragraph 1 of thisode must specify the date of their
entry into force.

(3) The rules referred to in paragraph 1 of thifcle may not enter into force before
the eighth day after their publication.

(4) The Minister shall prescribe by an ordinance thanner of publication of rules
referred to in paragraph 1 of this Article.

(5) Employment rules may be amended or supplementdte manner prescribed by
this Act for their adoption.

(6) The works council may move the court havingspgliction to declare invalid the
employment rules which are contrary to the law anyl of their provisions.

XVI. EXERCISE OF THE RIGHTS AND OBLIGATIONS
ARISING FROM EMPLOYMENT

Making decisions on rights and obligations aridimgn employment
Article 127

(1) An employer that is a physical person may, lyug of a written power of
attorney, authorise another adult person with legglacity to represent him or her in the
exercise of his or her rights and obligations agsifrom employment or related to
employment.

(2) When the employer is a legal person, the atutésreferred to in paragraph 1 of
this Article are vested in a person or a body auglkd by its statute, articles of association, or
statement of incorporation, or other rules of tagal person.

(3) The person or body referred to in paragraphi this Article may, by virtue of a
written power of attorney, delegate its authorttyahother adult person with legal capacity.

Service of decisions on rights and obligationsiagisrom employment
Article 128

The provisions on service of documents from theslaamd regulations on civil
procedure shall applgnutatis mutandis to the service of decisions on the terminatioraof
employment contract and of decisions taken in poces referred to in Article 129 of this
Act, unless service of such decisions is regulatedh collective agreement, agreement
concluded between the works council and the emplolya employment rules.
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Judicial protection of the rights arising from emphent
Article 129

(1) An employee who considers that his or her eggrltas violated any of his or her
rights arising from employment may, within fifteelays following the receipt of a decision
violating this right, or following the day when leg she became aware of such violation,
request the employer to permit him or her to exserthis right.

(2) If the employer does not meet the employeejaast within fifteen days from the
date of serving of the request referred to in panaly 1 of this Article, the employee may
within another fifteen days seek judicial protentibefore the court having jurisdiction in
respect of the right that has been violated.

(3) An employee who has failed to submit the emptoa request referred to in
paragraph 1 of this Article may not seek judiciabtpction before the court having
jurisdiction in respect of the right that has begvlated, except where an employee seeks
damages or has other financial claims arising feonployment.

(4) By way of derogation from paragraph 3 of this &ldj an employee with a fixed-term

employment contract, an employee posted to workabor an employee who is not subject
to any collective agreements may take action bedocempetent court to protect his or her
violated right within a period of 15 days from ttielivery of the decision violating his or her

right or from the date on which he or she becamarawf the violation of his or her right.

(5) When a law, other regulation, collective agreatror employment rules provide
for alternative dispute resolution, the time lirait fifteen days for filing a request with the
court starts running on the date when the procethuralternative dispute resolution was
ended.

(6) The provisions of this Article do not apply ttee procedure for the protection of
employees' dignity referred to in Article 130 oistiAct.

(7) Unless this Act or another law stipulates othse, the court having jurisdiction
within the meaning of this Act shall be the couatimg jurisdiction for labour disputes.

The protection of employees' dignity

Article 130

(1) The procedures and measures for the protediiatignity of employees against
harassment or sexual harassment shall be govennadspecial law, collective agreement,
agreement between the works councils and the emptoyin employment rules.

(2) An employer employing more than 20 employelesllsappoint a person who
would, in addition to him, be authorised to receared deal with complaints related to the
protection of employees' dignity.
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(3) The employer or person referred to in paragrapf this Article shall, within the
time limit prescribed by the collective agreeméhg agreement between the works council
and the employer or employment rules, and no katem within eight days of the date when
the complaint was filed, examine the complaint take all the necessary measures which are
appropriate for a particular case, to stop thedsanant or sexual harassment, if he or she has
established that harassment has occurred.

(4) If the employer has failed to take measurestlie prevention of harassment or
sexual harassment within the time limit referredrtgparagraph 3 of this Article, or if the
measures taken by him or her are clearly inappatgrithe employee who is a victim of
harassment or sexual harassment has the righopovsbrking until he or she is offered
protection, provided that he or she seeks protedtighe court having jurisdiction in the next
eight days.

(5) If circumstances exist, which make it improleato expect that the employer will
protect an employee's dignity, the employee is oldiged to file a complaint with the
employer and has the right to stop working, proditleat he or she seeks protection in the
court having jurisdiction and notifies the employleereof, within eight days of the date when
he or she stopped working.

(6) During the period of interruption of work refed to in paragraphs 4 and 5 of this
Article, the employee has the right to receive rygatompensation in the amount he or she
would have received if he or she had actually worke

(7) All the information collected in the proceduie the protection of employees'
dignity are confidential.

(8) An employee’s conduct occurring with effecthairassment and sexual harassment
constitutes an infringement of obligations arisiram the employment relationship.

(9) An employee’s opposition to the conduct ocaigmwith the effect of harassment
or sexual harassment shall not constitute an igénment of obligations arising from the
employment relationship and must not be groundsligmrimination of such employee.

Burden of proof in labour disputes

Article 131

(1) In case of a labour dispute, the burden of ples with a person who considers
that one of his or her rights arising from the esypient relationship has been violated or
who takes legal action, unless this Act or anolinerstipulates otherwise.

(2) In case of a dispute relating to discriminataggainst an employee as a result of an
action taken on account of a founded suspicionoofuption or a report on such suspicion
addressed by such employee to responsible persar@rpetent authorities, which led to a
violation of any of the rights of employees arisingm the employment relationship, if such
employee establishes facts from which it may beyreed that he or she has been treated less
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favourably or that his or her rights arising froimetemployment relationship have been
violated, the burden of proof shall be shifted b@ ttmployer who must prove that the
employee has not been put at a disadvantaged gositimpared to other employees or that
no right arising from the employment relationshigshbeen violated with regard to such
employee.

(3) Where an employer terminates an employmentraontin case of a dispute on
account of such termination the burden of proohwigard to the existence of a justified
reason for termination lies with the employer; thueden of proof lies with an employee only
if an employee gives an extraordinary terminatiotiae.

(4) In case of a dispute related to the workingetithan employer does not keep
records referred to in Article 4, paragraph 1 af #hct as prescribed, the burden of proof shall
lie with the employer.

Arbitration and mediation
Article 132

(1) Parties to an employment contract may agreeeter a labour dispute to an
arbitration or mediation body for settlement.

(2) A collective agreement may regulate the contmsi procedure and other issues
relevant for arbitration or mediation procedures.

Transfer of a contract to a new employer
Article 133

(1) If, as a result of a change in the status omassult of a legal transaction, an
undertaking, business or part of an undertakingbosiness, retaining its economic
integrity, is transferred to another employer, athployment contracts of employees
working in such undertaking or part of undertakiong,those involved in pursuing such
business or part of business that is subject ttrdvesferred shall also be transferred to
another employer.

(2) The employee whose employment contract has bessferred as provided in
paragraph 1 of this Article shall retain the rightsor she acquired as a result of employment
until the date of transfer of the employment caottra

(3) The employer to whom employment contracts aamsferred as provided in
paragraph 1 of this Article shall assume, as oftthesfer date, all the rights and obligations
from the employment contract that has been traresfem the identical form and scope.

(4) The employer who transfers an undertaking,r®ss, or part of an undertaking or
business to a new employer shall inform the newleyeap in writing, fully and accurately,
about the rights of the employees whose employm@mitracts are being transferred.
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(5) Where an employer fails to inform the new ergplain writing about the rights of
employees whose rights are being transferred stiall not have any effect on the exercise of
rights of employees whose employment contracts baea transferred.

(6) The employer shall notify the work council astlemployees affected about the transfer
of an undertaking, business, or part of an undergaér business in writing and in due time
before the date of the transfer.

(7) The notification referred to in paragraph 6 tbfs Article shall include the
information on:
- the date of transfer of the employment contract,
- the reasons for the transfer of the employmentraott
- the legal, economic and social implications oftila@sfer for the employees,
- any measures envisaged in relation to the employbese employment contracts
are being transferred.

(8) The employment contracts referred to in panalgra of this Article shall be
transferred to the new employer as of the date lnohwlegal effects are produced pursuant to
the regulations on the legal transaction on théshafswhich the transfer of an undertaking,
business, or part of an undertaking or businessstplace.

(9) If the transfer of an undertaking, businesspant of an undertaking or business is
carried out during bankruptcy proceedings or rditabon process, the rights that are being
transferred to the new employer may be reducedupuatsto a special law, collective
agreement that has been concluded or agreementdietthe works council and the
employer.

(10) Where a works council was established in an ualieng, business, or part of an
undertaking or business that is transferred andrétained its autonomy, such works council
shall continue its activities, but no longer thha expiry of the term for which it was elected.

(11) Where an undertaking, business, or part of annsilag or business that is transferred
does not retain its autonomy so that a works céunay not continue its activities, the

employees whose employment contracts are trandfesieall reserve the right to

representation until the conditions are in placelézt a new works council or until the expiry
of the term of office of their former representativ

(12) If a collective agreement is concluded in awdertaking, business, or part of an
undertaking or business which is subject to transdach collective agreement that was
applied to employees before the change of the grapkhall continue to be applied until the
conclusion of a new collective agreement, but fmfanger than one year.

(13) If an undertaking, business, or part of aneutaking or business is transferred to
a new employer, the new employer shall have joimt several liability together with the
employer who is transferring an undertaking, bussner part of an undertaking or business
in respect of those obligations towards employekghvarose before the date of transfer of
an undertaking, business, or part of an undertadargusiness.

(14) The provisions of paragraphs 1 to 10 of thisicke shall also applynutatis
mutandis to institutions and other legal persons.
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(15) The person who, by transferring an undertakibgsiness, or part of an
undertaking or business or in another way, frauttiyeavoids fulfilling his or her obligations
towards employees, shall, based on the applicatican employee, be ordered by the court
having jurisdiction to fulfil his or her obligatien even if the employment contract was not
concluded with this person.

Presumed consent with the employer's decision
Article 134

() If, in order to adopt a decision, the emploigeobliged to obtain consent from the
works council, trade union, labour inspector or petent public employment service, the
works council, trade union, labour inspector or petent public employment service shall
provide its observations about granting or denygagh consent within fifteen days following
the submission of the employer's request, unlessAtt specifies otherwise for a specific
case.

(2) If the works council, trade union, labour insfme or competent public
employment service fail to provide to the employeeir observations about granting or
denying their consent within the time limit refedr in paragraph 1 of this Article, they shall
be presumed to have consented to the employeisiaiec

Statute of limitations in respect of claims arisfrgm employment
Article 135
Unless otherwise specified by this Act or anothaw,l a claim arising from
employment shall be barred by the statute of litiwites three years after it arises.
XVII. INVOLVEMENT OF EMPLOYEES
1. WORKS COUNCIL
Right to involvement of employees
Article 136

Employees employed with an employer, who employeast 20 employees, with the
exception of employees employed at state admitistrabodies, have the right to
involvement of employees with regard to decisionstlteir economic and social rights and
interests, in the manner and under the conditioesgpibed by this Act.

Right to elect a works council

Article 137
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(1) Employees have the right to elect, in free dindct elections, by secret ballot, one
or more of their representatives (hereinafter: \tloeks council”) which shall represent them
before their employer in relation to the protectasmd promotion of their rights and interests.

(2) The procedure for the establishment of a wartancil is initiated upon the
proposal of a trade union or at least 10 percetit@tmployees employed with an employer.

Number of members of the works council
Article 138

(1) The number of members of the works counciletednined in accordance with the
number of employees employed with an employer énfeflowing manner:

- up to 75 employees: 1 representative,

- from 76 to 250 employees: 3 representatives,

- from 251 to 500 employees: 5 representatives,

- from 501 to 750 employees: 7 representatives,

- from 751 to 1,000 employees: 9 representatives.

(2) For each further 1,000 increment of employdles, number of members of the
works council is increased by two.

(3) When members of the works council are elecaéedpunt must be taken of equal
representation of all organisational units and psowf employees (by gender, age,
qualifications, jobs they perform, etc.).

General works council
Article 139

(1) If the employer's operations are organisedutinoseveral organisational units,

employees may establish several works councils lwhiculd enable adequate involvement

of employees.

(2) In the case referred to in paragraph 1 of Artcle, a general works council is
established, composed of representatives of warlaails elected in organisational units.

(3) The composition, authorities and other issuegortant for the operation of the
general works council are established by an agreefetween the employer and works
councils.

Electoral term
Article 140

(1) A works council is elected for a term of thyesars.

(2) Elections are regularly held in March.
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Voting rights
Article 141
(1) All employees of an employer shall have thétig elect and be elected.
(2) Members of organs of the employer regulatedspgcial laws and their family
members, as well as employees referred to in &ri@7, paragraph 1 of this Act do not have

the right referred to in paragraph 1 of this Asicl

(3) The provision of paragraph 2 of this Articleedonot apply to employees'
representatives in the organs of the employer.

(4) An electoral committee establishes a list opkyees having voting rights.
Lists of candidates
Article 142

(1) Lists of candidates for employee representatimay be proposed by trade unions
whose members are employed with a respective emplay a group of employees which
enjoys the support of at least 10 percent of th@leyees employed with a respective
employer.

(2) In order to ensure that the works council dogishave any vacant posts when the
mandate of one of its members terminates, wheng @am representative is to be elected, at
least one additional deputy must also be proposed,where three or more representatives

are to be elected, at least three deputies musbalproposed.

(3) The number of candidates on each list of catd&lmust be equal to the number
of vacant posts to be filled.

Electoral committee
Article 143
(1) An electoral committee is established to orgarmlections.
(2) The electoral committee is composed of at l#ase members.
(3) The electoral committee has an odd number ohbbess.

(4) Each trade union and group of employees whashdubmitted its list of candidates
designates one member of the electoral committee.

(5) An employee who is a candidate for member efwrks council may not serve as
a member of the electoral committee.

(6) An electoral committee shall be appointed ey works council when elections are
called, and no later than five weeks before theargxy the works council's mandate.
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(7) If no works council has been established wittemployer, an electoral committee
shall be appointed by a meeting of employees.

Work of the electoral committee
Article 144
(1) The electoral committee organises and supeyvisgng.
(2) The electoral committee is responsible for ldgality of elections and publishes
the election results. Before publishing the elettiesults, it may decide that a part of, or the

whole election procedure be repeated, becausesgliarities that have been established.

(3) A record of the electoral committee's work ispk and published after the
elections.

(4) The electoral committee renders decisions siynple majority.
Conduct of elections
Article 145
(1) Elections for works councils, nomination andotlon procedures must be open,
free and fair, without any interferences and presswhatsoever, and must be conducted in a
way which guarantees that election results refggmuine and freely expressed will of

employees.

(2) Actions in violation of paragraph 1 of this i&teé may result in elections being
declared invalid.

(3) Elections are valid when at least one thirdh&f employees having voting rights
have actually voted.

(4) Election costs are paid by the employer.

(5) The Minister shall specify, by an ordinances ghocedure for the election of works
councils.

Determination of election results
Article 146

(1) Where one representative is to be elected, ralidate who has received the
majority of votes cast shall be elected.

(2) If, in the case referred to in paragraph 1ha$ tArticle, two or more candidates
receive the same number of votes, a candidate wvdsoemployed with the employer for a
longer continuous period shall be elected.
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(3) Where three or more representatives are toléeted, the number of elected
representatives from each list shall be determinele following way:

The total number of votes cast for each list ("¢hectoral list aggregate") is divided
into numbers from 1 to, inclusively, the numbenrgpresentatives to be elected. The results
obtained in this way are ordered in descendingrof®e result which according to the order
corresponds to the number of representatives teléeed is the common dividend. The
number of votes cast for each electoral list agapeees divided by the common dividend. The
result indicates the number of elected represerttirom the respective lists. If votes are
distributed in such a way that it is not possillestablish from which of the lists a candidate
is to be elected, the candidate on the list whiah ieceived a higher number of votes shall be
elected.

(4) The lists which receive less than five peragnthe employees’ votes cast are not
included in the distribution of vacant posts.

(5) In the case referred to in paragraph 3 of &riscle, elected candidates are those
listed from ordinal number 1 to the ordinal numleguivalent to the number of posts
apportioned to their respective lists.

(6) Deputy representatives are those candidateswene not elected, beginning from
the first non-elected candidate, up to the numbguak to the number of elected
representatives from their respective lists. WHenlist of candidates is exhausted, deputies
are elected from the list of deputy candidates.

(7) The electoral committee provides informatiorowatbthe elections that have been
conducted to the employer and the trade unionstwgrioposed the lists of candidates.

Basic authorities of a works council
Article 147

(1) The works council protects and promotes theredts of employees employed with
an employer, by providing advice, participatingdecision-making and negotiating with the
employer or the person authorised by the emploeutathe issues which are important for
the employees.

(2) The works council pays attention to the compda with this Act, employment
rules, collective agreements and other regulations.

(3) The works council pays attention to whetherahwloyer fulfils, in an orderly and
complete manner, his or her obligations relatedht® calculation and payment of social
security contributions pursuant to a special retgatia and for this purpose it has the right to
inspect the relevant documentation.

(4) The works council must not participate in thegamisation or performance of
strikes, lock-outs or other industrial actions, maust it in any other way interfere with a
collective labour dispute which may result in sachaction.
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Duty to inform
Article 148

(1) The employer has a duty to inform the worksnmluat least every three months
about:

- business situation and results, and work orgénisa

- expected development of business activities hanl effects on the economic and
social standing of employees;

- trends and changes in salaries,

- the extent of and the reasons for the introdaabibovertime work,

- number and category of employees eygolp employment structure and the

employment development and employment policy,

- protection and safety at work and measures takeorder to improve working
conditions,

- other issues bearing particular importance fer ¢sonomic and social position of
employees.

(2) The employer is obliged to inform the works ol about the issues from
paragraph 1 of this Article in due time, accuratahyg integrally.

Duty to consult before rendering a decision
Article 149

(1) Before rendering a decision which is importimtthe position of employees, the
employer must consult the works council about theppsed decision and must supply the
works council with the information important formeering a decision and understanding its
impact on the position of employees.

(2) In a case referred to in paragraph 1 of this Aetithe employer shall enable the
works council, at its request, before taking alfipasition on the proposed decision of the
employer, to hold a meeting for the purpose of mlimg additional responses and
explanations in relation to the opinion they présdn

(3) Important decisions referred to in paragrapdf this Article include in particular
decisions on:

- the adoption of employment rules,

- plan and employment development and employmeriicyporelocation and
termination of employment contracts,

- the expected legal, economic and social consegsdior the employees in the cases
from Article 133 of this Act,

- the measures related to the protection of healthsafety at work,

- the introduction of new technologies and chanfy@rganisation and methods of
work,

- annual leave plans,

- working hours schedules,

- night work,

- compensation for inventions and technical innoves,
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- the adoption of a redundancy social security plamd other decisions which, under
this Act or a collective agreement, must be rerdi@reonsultation with the works council

- transfer of an undertaking, business or partrouadertaking or business and the
transfer of employment contracts to a new emplayer about the impact of such transfer on
employees whose employment contract are not traegféo a new employer.

(4) The information related to the proposed deaisiwust be forwarded to the works
council integrally and in due time, so that therm@limay have an opportunity to put forward
comments and proposals, in order to enable thdtsesiudiscussion to have material impact
on decision-making.

(5) Unless otherwise specified by an agreement dxtvthe employer and the works
council, the works council shall forward its obs#rgns about a proposed decision to the
employer within eight days. In case of an extrawady notice, this time limit is five days.

(6) If the works council does not provide its obsdions about the proposed decision
within the time limit referred to in paragraph 5tbfs Article, it shall be presumed that it does
not have any comments and proposals.

(7) The works council may oppose to a dismiss#héf employer does not have just
cause for the dismissal, or if the dismissal pracedinder this Act was not conducted.

(8) The works council must give reasons for itsagdon to the employer's decision.

(9) If the works council opposes to an extraordiaotice and the employee brings
legal action to challenge the permissibility ofrdissal and requests the employer to retain
him at work, the employer must return the emplayge®ork within eight days of the serving
of the notice and proof of initiation of legal amti and retain him or her at work pending a
final judicial decision on the merits.

(20) In the case referred to in paragraph 9 of Anicle, if the employer terminates an
employment by giving extraordinary notice due to extremely grave violation of an
employment obligation by the employee, he or shg sugpend the employee pending a final
judicial decision on the permissibility of dismisshkn this case, the employer must pay the
employee monthly salary compensation in the amotione-half of the average salary paid
to the employee in the preceding three months.

(11) If the works council's opposition to an extdinary notice is manifestly not
founded or in contravention of the provisions a$tAct, the employer may move the court to
issue an interim measure releasing him or her fiteenobligation to return the employee to
work and to pay the employee salary compensatiengipg a final judicial decision on the
merits.

(12) A decisions rendered by the employer in violatof the provisions of this Act
governing consultations with the works council il mnd void.

Participation

Article 150
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(1) The decisions an employer may render only stk the prior consent of the
works council shall be decisions on:

- dismissing a member of the works council,

- dismissing a candidate for the works council was not elected, and a member of
the electoral committee, in a period of three merftllowing the determination of election
results,

- dismissing an employee with a reduced abilitywtork or in immediate risk of
disability, or dismissing an employee with disdlgili

- dismissing an employee over sixty years of age,

- dismissing an employees' representative on tpersisory board,

- including persons referred to in Article 71, mgaph 1 of this Act in the redundancy
social security plan,

- collecting, processing and using data about arpl®yge and sending such
information to third persons;

- appointing a person authorised to carry out abrats to whether personal data about
employees are collected, processed, used or setfirtb persons in accordance with the
provisions of this Act.

(2) By way of exception, an employer may, with epconsent of the works council,
take a decision referred to in paragraph 1, indénés6 of this Article, if such decision relates
to rights of an employee who is also a shop stewajdying protection under Article 249 of
this Act.

(3) Where the works council does not take posiathin eight days as to granting or
refusing its consent, it shall be deemed that theksvcouncil has granted its consent to the
employer's decision.

(4) If the works council refuses to give its cortséhne employer may, within 15 days
of the receipt of the statement on refusal to gwesent, ask that such consent be replaced by
a judicial decision or arbitration award.

(5) A court of first instance shall decide on thgdl action brought by an employer in
cases referred to in paragraph 4 of this Articlgnini 30 days of the day when such action was
filed.

(6) An agreement between the employer and the wamwacil may also regulate other
issues in which the employer may render a decisidg subject to a prior consent of the
works council.

Duty to inform employees
Article 151

The works council is obliged to regularly informetlemployees and the trade union
about its work and receive their initiatives andgwsals.

Relations with trade unions

Article 152
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(1) With a view to protecting and promoting thehtigand interests of employees, the
works council co-operates, with full trust, with tthde unions whose members are employed
by the employer.

(2) A member of the works council may freely congrto work for a trade union.

(3) If no works council has been established withemployer, all the rights and
obligations pertaining to works councils under tiist, other than the right to appoint
employees' representatives into an organ of thdagmpreferred to in Article 163, paragraph
2 of this Act, shall be assumed by a shop steward.

(4) If several trade unions operate with an emgipgnd these trade unions have not
reached an agreement concerning one or more séaprsis who shall exercise the rights and
obligations referred to in paragraph 3 of this élgj the dispute shall be resolved by applying
this Act's provisions governing the elections farks councils, as appropriate.

Work of the works council
Article 153
(2) If the works council consists of three or morembers, it works in sessions.

(2) The works council adopts its own rules of pohae.

(3) Trade union members whose members are emploigkedhe employer may attend
sessions of the works council, but have no riglgtadicipate in decision-making.

(4) The works council may consult experts regardisgues falling within its
competence.

(5) The costs of expert consultations referredhtparagraph 4 of this Article are to be
paid by the employer, in accordance with the agesgrbetween the employer and the works
council.

Judicial standing

Article 154

(1) The works council may sue and be sued subjdgtto the authority or obligations
set forth by this Act or another law, another ragjoh or collective agreement.

(2) The works council may not acquire assets.

(3) The works council and its members shall notehavil liability for its decisions.

Conditions for the work of the works council

Article 155
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(1) The works council holds sessions and pursseaffidirs during working hours.

(2) Each member of the works council has the righsalary compensation for six
working hours per week.

(3) Members of the works council may transfer themtitlement to working hours
referred to in paragraph 2 of this Article to eather.

(4) If the number of available working hours sorpis, the function of the president
or a member of the works council may be carriedfaiitime.

(5) The employer must provide the works councilhwihe necessary premises,
personnel, resources and other working conditions.

(6) The employer must permit members of the woriancil to undergo training
necessary for work in the council.

(7) The employer also covers other costs incursed aesult of the works council's
activities pursuant to this Act, another regulatiorcollective agreement.

(8) Following the expiry of his or her term of s, the president or a member of the
works council who had worked in the works counall fime is assigned to the job he or she
previously performed, and if the need for suchnablonger exists, the employer must offer
him or her other appropriate job.

(9) The conditions for work of the works councilaihbe specified by an agreement
between the employer and the works council.

(10) The relationship between the works council Hrelemployer shall be based on
trust and mutual co-operation.

Prohibition of unequal treatment of members ofiloeks council

Article 156

The employer must neither favour nor disfavour merslof the works council.
Prohibition of unequal treatment of employees eywhorks council
Article 157

In pursuance of its activities, the works councilsnneither favour nor disfavour any
individual employee or any group of employees.

Nondisclosure of confidential business information

Article 158
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(1) A member of the works council must not disclosenfidential business
information which he or she became aware of indbaerse of the exercise of his or her
authority under this Act.

(2) The obligation referred to in paragraph 1 a$ trticle exists even after the expiry
of their mandate.

Agreement between the works council and the employe
Article 159

(1) The works council may conclude a written agreetrwith the employer, which
may contain legal rules governing employment msgitter

(2) The agreement referred to in paragraph 1 of Anticle is directly applicable and
binding on all employees employed with the emplayko entered into it.

(3) The agreement referred to in paragraph 1 sfAlniicle must not regulate salaries,
working hours and other matters which are, as @ magulated by a collective agreement,
except when parties to a collective agreement latieorised parties to the agreement under
paragraph 1 of this Article to do so.

Increase in membership and authority of the wodsncil
Article 160

(1) The number of members of the works council rbayincreased to exceed the
number prescribed by this Act by virtue of an agreet between the works council and the
employer. The extent of paid working hours duringel members of the works council may
attend to council matters may also be increased.

(2) The authority of the works council may be exgeoh by virtue of an agreement
between the works council and the employer, oribye of a collective agreement.

Invalidating elections, disbanding a works couaaitl expulsion of its member
Article 161

(1) In case of a gross violation of this Act's\pstons on conducting the elections for
works councils which affected election results, therks council, electoral committee,
employer, trade unions whose members are employdtine employer or candidate, may
move the court having jurisdiction to invalidate #lections that have been conducted.

(2) If the works council or any of its members ggly violate obligations imposed on
them by this Act, another regulation or collectagreement, or if, during the electoral period,
obstacles for the membership of a particular menibethe works council appear, trade
unions whose members are employed with the employay move the court having
jurisdiction to disband the works council, or tgpeka particular member. The same motion
may be put forward by at least 25% of the employeds/ the employer,
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(3) Disbanding of a works council may be requestgat least twenty five percent of
all employees employed with an employer also in ¢hse when in the election of the
members of the works council application of thevsimn of Article 138, paragraph of this
Act has not been ensured.

(4) Judicial jurisdiction and time limits for remiteg decisions invalidating elections,
disbanding works councils and expelling any oftimeeémbers are determined by appropriate
application of the provisions of Article 283 of shict.

2. MEETINGS OF EMPLOYEES
Meetings of employees
Article 162

(1) Meetings of employees employed with an employest be held at least twice a
year, at regular intervals, so that employees @edmpletely informed, and that they can
discuss the situation and development of the besieaterprise, and to discuss the work of
the works council.

(2) If the size of a business enterprise, insbtutor another organisational form or
other circumstances so require, the meetings egféa in paragraph 1 of this Article may be
held in departments or other organisational units.

(3) Meetings of employees referred to in paragrapi this Article are convened by
the works council, upon prior consultations witle g&mployer. The works council shall take
care that the selection of time and place of suelkting is not prejudicial to the employer's
business effectiveness.

(4) If no works council has been established wittemployer, meetings of employees
referred to in paragraph 1 of this Article shalldmevened by the employer.

(5) Without prejudice to the works council's rightconvene meetings of employees
referred to in paragraph 1 of this Article, the émypr may convene a meeting of employees,
if he or she assesses that there is a need folnhdbing so, the employer shall take care that
the works council's powers established by thisaketnot restricted.

(6) The employer must consult the works councilulibe convening of the meeting
from paragraph 5 of this Article.

3. EMPLOYEES' REPRESENTATIVE IN AN ORGAN OF THE EMBYER
Employees' representative in an organ of the engploy
Article 163

(1) In companies or co-operative societies in wipahnsuant to special laws an organ
set up for supervising business activities (superyi board, management board or other
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appropriate body) and in public institutions, orieh® members of such organ of a company
or a co-operative society supervising managemeiusiness activities or one member of a
body of a public institution (steering committee ather appropriate body) shall be an
employees' representative.

(2) Employees' representatives in the organ redetwein paragraph 1 of this Article
shall be appointed and recalled by the works cdunci

(3) If no works council has been established with eanployer, the employees'
representative in the organ referred to in pardgrapof this Article is elected among
employees employed with the employer and recallethb employees, by direct and secret
ballot, in the manner prescribed by this Act fa #lection of a one-member works council.

(4) The member of the organ referred to in pardgrapf this Article appointed in
accordance with paragraph 2 or elected in accoedaith paragraph 3 of this Article has the
same legal position as other appointed membetseobrtigan referred to in paragraph 1 of this
Article.

4. EUROPEAN WORKS COUNCIL
Involvement of employees by means of a EuropearksMGouncil
Involvement of employees
Article 164

(1) Employees employed with an employer who is an@ainity-scale undertaking or

a Community-scale group of undertakings shall héreeright to involvement of employees
through the European Works Council or by means ¢ @r more information and
consultation procedures with regard to issuesrthght have an impact on the business of an
undertaking or a group of undertakings and thahtriigwve an impact on economic and social
rights of employees in at least two Member States.

(2) "Member States" within the meaning of theysmns of Item 4 of this Title of the
Act means Member States of the European Union atitecstates parties to the Treaty on the
European Economic Area.

(3) A Community-scale undertaking is an undertakingaagroup of undertakings who
meet the conditions referred to in Article 167 labtAct.

Application of Title XVII, Item 4 of the Act
Article 165

(1) The provisions of Item 4 of the Act shall appdyemployees employed with an employer
who is a Community-scale undertaking and has ategid seat in the Republic of Croatia or
with a Community-scale group of undertakings wharecontrolling undertaking has a
registered seat in the Republic of Croatia.

(2) Where an undertaking or a controlling underigkreferred to in paragraph 1 of this
Article does not have a registered seat in a Merib@te, the provisions of this Title of the
Act shall apply under the following conditions:
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1) if an undertaking or a controlling undertakiregrauthorised as its representative an
establishment of the undertaking or its controliedertaking that have a registered seat in the
Republic of Croatia, or

2) if an undertaking or a controlling undertakingsimot authorised its representative,
and an establishment of the undertaking or a cedraindertaking with the largest number
of employees compared to other undertakings from ghoup of undertakings has its
registered seat in the Republic of Croatia.

(3) The provisions of Article 170 on the establishmehthe number of employees, Article
171 on the liability of the employer from the Repabof Croatia, Article 174 on the
employees' representative from the Republic of ttada the negotiating body, Article 183
on employees' representatives from the RepubliCroftia, Article 189 on the co-operation
between the central management and the Europealks\W@wouncil, Article 190 on the
protection of employees in the Republic of Croatall also apply in cases where the central
management is situated in another Member Statewdrede the conditions referred to in
paragraph 2 of this Article have not been met.

Involvement of employees
Article 166

(1) Involvement of employees in decisions with rega their economic and social rights and
interests within the meaning of Article 4 of thigld of the Act includes information and
consultation.

(2) Consultation referred to in paragraph 1 of #aiscle includes any exchange of views and
establishment of a dialogue between employeestseptatives and the central management
or other appropriate level of management.

Community-scale undertaking and Community scalegaf undertakings
Article 167
(1) Community-scale undertaking within the mearofighe provisions of item 4 of this Title
of the Act means any undertaking with at least @ @Mployees within the Member States, of

which at least 150 employees in each of at leastMi@mber States.

(2) A group of undertakings within the meaning tnh 4 of this Title of the Act means a
controlling undertaking and all of its controlleddertakings.

(3) A Community-scale group of undertakings wittiie meaning of the provisions of item 4
of this Title of the Act means at least two emplsyavith a registered seat in different
Member States of the European Union, employingatdtl 150 employees in each of them and
who employ at least 1,000 employees within the Mengiates.

Controlling undertaking

Article 168
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(1) A controlling undertaking within the meaning tbie provisions of Item 4 of this Title of
the Act means a legally autonomous undertaking ihaissociated with another or several
other legally autonomous undertakings in a way kmglit to exercise, directly or indirectly,
a dominant influence over such undertakings.

(2) An undertaking can exercise a dominant infléenger another undertaking within the
meaning of the provisions of Item 4 of this Titletbe Act when an undertaking directly or
indirectly:

- can appoint more than half of the members of theagament, supervisory
or administrative organ of a controlled undertakioig

- controls a majority of the votes in a controlledlartaking, or
- holds a majority of the subscribed capital in coliéd undertakings.

(3) Where several employers meet the requiremardsryparagraph 2 of this Article, it shall
be presumed that the controlling undertaking isuhdertaking that meets the requirement
referred to in paragraph 2, subparagraph 1 ofAttisle.

(4) When determining the controlling undertakinge trights as regards appointment and
voting rights, referred to in paragraph 2, subpaplgs 1 and 2 of this Article, of the
controlling undertaking shall include the approf@ieghts of all controlled undertakings and
the rights of any natural persons or legal entéieting in their own name but on behalf of the
controlling undertaking or of subsidiaries.

(5) It shall not be deemed that an undertaking hasrdaraling influence over another

undertaking, where their mutual influence, pursuara special law governing competition, is
not considered to be a concentration of undertaki(fgee explanation attached — the
Competition Act transposed the Regulation 139/2@04 defined the concentration of
undertakings).

(6) The law applicable to determining dominaniuahce of an undertaking in a group of
undertakings shall be the law of the Member Statewvhich the registered seat of the
controlling undertaking is situated, unless where applicable law is not the law of a
Member State, in which case the applicable lawl §igaihe law of the Member State in which
the authorised representative of the controllindeutakings has its registered seat or, where
there is no such authorised representative, wheecéntral management of a controlled
undertaking with the largest number of employeestisted.

Central management
Article 169
(1) Central management means, within the meaninigeai 4 of this Title of the Act, the

central management of the Community-scale undergakir the central management of a
Community-scale controlling undertaking.



74

(2) The central management shall ensure pre-conditand provide the necessary funds for
the setting up of the European Works Council oritfiermation and consultation procedure
for the purpose of exercising of employees' righhtgccordance with Article 164 of this Act.

(3) Persons authorised to represent an establigshorethe management of a controlled
undertaking with the largest number of employeesny one Member State compared to
other controlled undertakings are also, in the €as®l under the conditions laid down in
Article 165, paragraph 2, of this Act, presumedéothe central management referred to in
paragraph 1 of this Article.

Calculation of the number of employees
Article 170

(1) The number of employees employed with employetee Republic of Croatia, within the
meaning of the provisions of item 4 of the Act,lsba calculated on the basis of the average
number of employees employed during the previousy®ars.

(2) Upon request of employees' representativeseh&ral management shall provide the data
on the total number of employees and the numbenygdloyees in individual Member States
and on the number of employees and the structummadértakings referred to in Article 167,
paragraph 1 and 3 of this Act.

Liability of employers in the Republic of Croatia
Article 171

(1) Associated undertakings in the Republic of @eoavho are establishments of a
Community-scale undertaking or subsidiaries of an@uinity-scale controlling undertaking
shall ensure pre-conditions and provide funds fog txercise of employees' right to
involvement of employees in line with Articles 18dd 165, paragraph 5 of this Act.

(2) Upon request of the central management, thenekings referred to in paragraph 1 of
this Article shall provide the data on the numbkemployees referred to in Article 170 of
this Act.

Special negotiating body
Article 172

(1) Special negotiating body within the meaningha provisions of item 4 of the Act means
the body established to negotiate with the cemba@hagement regarding the establishment of
a European Works Council or a procedure for infognand consulting employees with a
view to exercising employees' rights pursuant tocke 164 and 165, paragraph 3 of this Act.

(2) Employees employed with an undertaking or aigrof undertakings shall have the right
to initiate a procedure for setting up a specigatiating body referred to in paragraph 1 of
this Article.
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(3) The special negotiating body referred to inagaaph 1 of this Article shall be established
at the written request of at least 100 employedheair representatives employed with at least
two employers or two establishments in differentniber States of the European Union
submitted to the central management or on theativé of the central management.

(4) Where several requests within the meaning ohgraph 2 of this Article are submitted,
the total number of those submitting such requesil be calculated by adding up the number
of employees from each individual request.

(5) Where the request is submitted to undertakiederred to in Article 171, they shall
forward such request to the central managementatet than eight days from the date of
receipt of the request and inform thereof those sdfamitted it.

Number of members in the special negotiating body
Article 173

(1) The special negotiating body consists of regmegtives of employees from each Member
State in which an undertaking, establishment ougrof undertakings from the Community
scale undertaking or group of undertakings has eyeagis.

(2) Employees' representatives shall be electegpointed to the special negotiating body in
accordance with the law and practice of MembereStaivhich also includes the existing
negotiating rules.

(3) The negotiating body shall have a minimum aé¢hand a maximum of such number of
Member States.

(4) By way of derogation from paragraph 1 of thidiéde, the composition of the negotiating
body shall include additional employees' represams as follows:

- one additional representative from each MembereStatwhich at least 25% of the
total number of employees of the Community scaleeuaaking or group of
undertakings are employed,

- two additional representatives from each MembeteStawhich at least 50% of the
total number of employees of the Community-scaledeataking or group of
undertakings are employed,

- three additional representatives from each Memmavhich at least 75% of the total

number of employees of the Community-scale undergakr group of undertakings
are employed.

Representative of employees from the Republic ok@a in the special negotiating body
Article 174

(1) A representative of employees from the Republi€fatia shall be elected to the special
negotiating body by employees from all undertakingstablishments or groups of
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undertakings in free and direct elections by sdua#ot.

(2) Lists with candidates for employee representatinedsrred to in paragraph 1 of this
Article may also be proposed by trade unions whossmbers are employed in an
undertaking, establishment or group of undertakorgs group of employees that is supported
by at least ten per cent of employees employedioraertaking, establishment or group of
undertakings.

(3) The Minister shall issue an Ordinance regutniim detail the election and repeal of a
representative of employees from the Republic alaGa.

Co-operation between the central management argptt@al negotiating body
Article 175

(1) The central management shall initiate the pitaoe for setting up a special negotiating
body referred to in Article 172 of this Act.

(2) The co-operation between the central manageamahthe special negotiating body shall
be based on mutual trust.

(3) The special negotiating body shall, within aipe of eight days from the date of
appointment, inform the central management abainhtmes of its members, their residence
and the data on the undertaking or establishmenhioh they are employed.

(4) The central management shall submit the ddéaresl to in paragraph 3 of this Article to
the management of an undertaking or establishrhantshall inform the works council about
it.

(5) The central management shall, within a perib@0days from the date of receipt of the
information referred to in paragraph 2 of this Aléi convene a constitutive meeting of the
special negotiating body, at which the its chairnshall be elected, the rules of procedure
adopted and at which, by agreement with the speeigbtiating body, the time, the duration
and the completion of negotiations shall be deteechi

(6) The central management shall convey the inftonaelevant for the decision-making to
the special negotiating body in time.

Participation of employees' representatives froencitbuntries that are not Member States of
the European Union in the activity of the specegatiating body

Article 176

Where the central management and the special a¢iggtbody agree that Article 176 of this
Act shall apply to employees employed in undertg&kiand establishments in countries that
are not Member States, such agreement must inelymevision on the method of involving
employees' representatives from undertakings, ksttatents or groups of undertakings in
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countries that are not Member States and on theaddor determining their number and the
legal status.

Termination of negotiations
Article 177

(1) The special negotiating body may decide, byeast two-thirds of votes, not to open
negotiations or to terminate the negotiations alyegpened.

(2) The minutes shall be drawn on the decision #red voting procedure referred to in
paragraph 1 of this Article, the minutes shall lgmed by the chairman and a copy shall be
submitted to the central management.
(3) A new request to convene a special negotidbody may be made at the earliest two
years after the decision referred to in paragrapdbdve was adopted, unless the special
negotiating body and the central management realdifieaent agreement in writing.

Working conditions for the special negotiating body

Article 178

(1) The central management shall bear the costheoetting up and work of the special
negotiating body.

(2) The special negotiating body may consult expert request technical assistance from
experts in connection with issues from its remit.

(3) The central management shall cover the expesfsase expert referred to in paragraph 2
of this Article.

(4) The necessary premises, staff, funds and otlwking conditions for the special
negotiating body, which also includes funds forapalcompensation, travelling expenses,
accommodation and interpretation, shall be provigiethe central management.
(5) The employer shall have joint and several ligbifor the obligations of the central
management under Article 171 this Act.

Freedom to determine the method of involvementableyees

Article 179

(1) The central management and the special negiabdy shall negotiate in good faith in
line with the principle of freedom to contract.

(2) The central management and the special negiabdy may agree upon the method of
involvement of employees, that is they may takeeaigion, by a majority of votes, that a
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European Works Council shall be set up or that @nenore information and consultation
procedures shall be set up.

(3) Where an agreement referred to in paragraphtBi® Article is reached, its provisions
shall apply regardless of the application of Adi@l, paragraph 3 of this Act.

(4) The European Works Council that is established result of the agreement referred to in
paragraph 2 of this Article or one or more inforimatand consultation procedures that are
governed by the agreement referred to in parageagfithis Article shall not be subject to the
provisions of Article 182 to 190 of this Act, unéesuch agreement provides otherwise.

(5) The agreement referred to in paragraph 1 o Hiticle shall apply to all employees

employed in undertakings and establishments or@Gemmunity-scale group of undertakings
or to employees in undertakings and establishmants a group of undertakings in countries
that are not Member States, unless the agreemewitlps for a broader scope of application
within the meaning of Article 176 of this Act.

Setting up a European Works Council by means @graement
Article 180

(1) The central management and the special negiabdy shall set up a European Works
Council by means of conclusion of a written agreetmen the establishment, powers and

work of the European Works Council.

(2) Such agreement on the establishment of the gearo Works Council shall contain
provisions on:

- the application of the agreement, i.e. the undargskor establishments and groups of
undertakings which are covered by the agreementwdradher the undertakings and
establishments referred to in Article 173 of thist Are also covered by the agreement,

- the composition of the European Works Council,rthmber of members and the term
of office,

- the obligation and the procedure for information @onsultation with the European
Works Council,

- the functions of the European Works Council,

- the venue, frequency and duration of meetings@Bihropean Works Council,
- the resources to be provided for the operatiom@furopean Works Council,
- the duration of the agreement and the procedurisfoenegotiation,

- any amendments to the agreement in case of eximaoydcircumstances which
significantly affect employees' interests.
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(3) The provision of Article 174 shall apply to thkection or appointment of members of
the European Works Council from the Republic ofaTian

Agreement on establishing the information and cttasan procedure

Article 181

(1) The central management and the special neiggtidtody shall decide, in writing, to
establish one or more information and consultapitedures.

(2) The agreement referred to in paragraph 1 af Anticle must stipulate the conditions for
meetings and consultation of employees' represeesatto be held with the central
management on any issues that affect employeesésgts in all undertakings, establishments
or groups of undertakings that are covered by ¢neeament.

European Works Council
Article 182

(1) The establishment, method of work and powers ofEhpean Works Council shall be
subject to the provisions of Articles 182 to 19Glo$ Act if:

- the central management and the special negaibbdy reach a decision to that effect,

- the central management fails to commence negwigtwithin a period of six months
from the date of request from Article 172, paragrapf this Act,

- within a period of three years from the date efiuest referred to in Article 172,
paragraph 2 of this Act, an agreement referred tarticle 180 or Article 181 of this Act
is not concluded.

(2) By way of derogation from paragraph 1 of thigiédle, the European Works Council shall
not be established if the special negotiating h@dyhed a decision referred to in paragraph 1
of Article 177 this Law.

(3) The European Works Council shall be establisitatie level of a controlling undertaking,
unless the agreement referred to in Article 18Wiples otherwise.

Composition of the European Works Council

Article 183

(1) The European Works Council shall be composednagbloyees’ representatives from the
Community-scale undertaking or Community-scale groliundertakings.

(2) There shall be one member in the European WaGikencil for each Member States in
which a Community-scale undertaking or Communitgiscgroup of undertakings has
employees, but the number of members shall nat¢sethan 3 or more than 30.
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(3) By way of derogation from paragraph 2 of thigidle, the European Works Council shall
have supplementary employees' representatives asemvtlection or appointment Article 173,
paragraph 4 of this Act shall apptytatis mutandis.

(4) Article 174 of this Act shall applynutatis mutandis, to employees' representatives from
the Republic of Croatia in the European Works Cdunc

Information on the members of the European WorksrnCi
Article 184
(1) The European Works Council shall inform thetc@rmanagement, not later than within 8
days from the date of election or appointment, aldbe names of its members, their
residence and the data on the undertaking or tabdleshment in which they are employed,
and the central management shall inform the wookscil about that.

(2) The central management shall convey the infiomaeferred to in paragraph 1 of this
Article to the undertaking, the establishment @ @inoup of undertakings.

Work of the European Works Council
Article 185
(1) The central management shall convene a cotigéteeting of the European Works
Council, at which its members elect the chairmaputly chairman and adopt the rules of

procedure of the European Works Council.

(2) The European Works Council shall be represebtedts chairman and, in his or her
absence, by the deputy chairman.

(3) The rules of procedure of the European Workar€ci may provide for the establishment
of a select committee.

(4) A select committee referred to in paragraphf &his Article shall be composed of three
members who are employed in different Member Stateabe European Union and it shall
replace the European Works Council in cases pravigethis Act.
(5) Article 178 of this Act shall applynutatis mutandis, to the costs of establishment and
operations of the European Works Council and iscseommittee.

Powers of the European Works Council

Article 186

(1) The European Works Council shall have the righineet with the central management
once a year, to be informed and consulted on tkaess relating to the undertaking,
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establishment or group of undertakings as a wholeatoleast to two undertakings or
establishments that are situated in different MenStates.

(2) The central management shall, at least onc@ ealendar year, inform and consult the
European Works Council on business results andspéithe Community-scale undertaking
or group of undertakings and provide a report theneith the relevant documentation to the
European Works Council in time and inform the utaldng, establishment or group of
undertakings about such meeting.

(3) Business results referred to in paragraph 2 ofAhisle relate to:
- the status and operating results of the undertakirgyoup of undertakings,

- introduction of new technologies, development pland their economic and social
implications for employees,

- the number and structure of employees accordintheéocategories of employment
contracts and the employment plan,

- any projected redundancy plans,

- any changes concerning organisation and statuseotimdertaking, establishment or
group of undertakings,

- any change of the seat of the undertaking, estabést or group of undertakings or
transfer of undertakings, businesses or parts @émakings or businesses.

(4) The European Works Council or its select cortesit shall inform employees'

representatives in the undertakings, establishmentgroups of undertakings about the
elements and outcome of the information and coasaoit procedure or, if such employees'
representatives have not been elected or appoithieyl shall inform all employees employed
in the undertaking, establishment or group of utadeamgs.

Information and consultation in specific circumsies
Article 187

(1) The central management shall inform the setechmittee referred to in Article 185,
paragraph 3 of this Act or the European Works Coumsuch select committee has not been
established, in time about specific circumstanbas significantly affect employees' interests
and submit relevant documentation and consult them.

(2) In the case referred to in paragraph 1 of Anigcle, the select committee or the European
Works Council shall be entitled to have a meetirip the central management.

(3) Specific circumstances referred to in paragrapbf this Article shall particularly be
deemed cases involving:
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- a change in the seat of the undertaking, estabkst or group of undertakings and
transfers of undertakings, businesses or parta@émiakings or businesses,

- status changes in the undertaking, establishrengroup of undertakings, collective
redundancies.

(4) Members of the European Works Council who agresentatives of employees in an
undertaking or establishment where a specific cafgred to in paragraph 2 of this Article
occurred shall have the right to participate inalgvities of the select committee referred to
in Article 185 paragraph 3 of this Act and to papate in the meeting referred to in
paragraph 2 of this Article.

(5) Before the meeting referred to in paragraph 2 isf Mticle is held, the European Works
Council or the select committee referred to in geaph 4 of this Article shall be entitled to
have a preparatory meeting with the central managéemvithout the presence of the
management of the undertaking in which such smec#se occurred.

(6) Information and consultation procedures in a&cffr case shall not diminish the
obligation of the management organ of the undemtgkivhere such specific case occurred, to
carry out an information and consultation procedmesuant to laws of the Member State
concerned.

Term of office of the European Works Council
Article 188
(1) The European Works Council shall be appointeglected for a period of four years.
(2) A member of the European Works Council maydpealed.

(3) The central management shall communicate toEilm®pean Works Council, with the
expiry of two years from the date of constitutiveeting of the European Works Council, the
information on changes in the number of employaddember States of the European Union
and in an undertaking, establishment or group deuiakings.

(4) If the data on changes in the number of em@syeferred to in paragraph 3 of this

Article indicate that it is necessary to changerttmber and the composition of the European
Works Council, the number of members and the coitippf employees' representatives in

the European Works Council shall be determinedrafgaithe representatives of the Member
State of the European Union in which the numberroployees changed.

(5) The European Works Council that is set up pamstio Article 182, paragraph 1 of this
Act shall, six months before the expiry of its teahoffice at the latest, by a majority of
votes, decide whether to open negotiations for ghgose of concluding the agreement
referred to in Article 179, paragraph 2 of this Act

(6) If the European Works Council decides to opegatiations referred to in paragraph 5 of
this Article, it shall have the same rights andgdtions as the special negotiating body.
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(7) If an agreement on information and consultatigin employees is concluded on the basis
of Article 181 of this Act, the term of office dii¢ European Works Council shall lapse.
Co-operation between the central management andutagpean Works Council
Article 189

(1) The central management and the European Wodks¢l shall work on the basis of
mutual trust.

(2) The mutual trust referred to in paragraph thaf Article shall apply to the co-operation
between the central management and employees'segpatives in the framework of an
information and consultation procedure for empleyee

(3) Even after the expiry of their terms of officeembers of the European Works Council
shall keep confidential information provided to rithén the course of their exercising the
powers afforded to them by this Act.

(4) The obligation to keep confidential informaticagferred to in paragraph 3 of this Article
shall also apply to:

- members of the special negotiating body,

- employees' representatives in the framework of rdormation and consultation
procedure,

- experts and interpreters or translators,

- employees' representatives in the European Worksn€loin undertakings and
establishments in the Republic of Croatia.

(5) The obligation to keep confidential informaticeferred to in paragraph 3 of this Article
shall not apply:

- with regard to an information and consultation e with other members of the
European Works Council and with employees' reptasers in undertakings,
establishments and groups of undertakings,

- to relations with employees' representatives iransgf the employer,

- to interpreters or translators and experts asgisia European Works Council.

(6) The obligation to keep confidential informaticeferred to in paragraph 4 of this Article
shall not apply to:

- members of the special negotiating body with regar@xperts and interpreters or
translators,



84

- employees' representatives in the framework of rdormation and consultation
procedure with regard to translators or interpsegard experts assisting them and with
regard to employees' representatives who are emgbloyn undertakings,
establishments or groups of undertakings in theuBgpof Croatia.

Protection of employees' representatives in theuBlepof Croatia
Article 190

The provisions of Article 155 and Article 156 ofglAct with regard to rights and protection
shall apply, mutatis mutandis, to members of the European Works Council refetoedn
Article 180 and Article 182 who are employed in Bepublic of Croatia.

5. EMPLOYEES' REPRESENTATIVE IN AN ORGAN OF A EUREBRN COMPANY
Right to involvement of employees in a European QGamny
Article 191

Employees employed in a European Company or inuadertaking that as a
participating undertaking, subsidiary or concerngulertaking of a European Company
(Societas Europaea) has, or will have, its regsteifice in a Member States of the European
Union or a state that is a party to the Treaty lwa European Economic Area (hereinafter
referred to as "Member State ") shall have thetrighinvolvement of employees in a
European Company.

Definition of a European Company
Article 192

(1) Within the meaning of Item 5 of this Title ofieg Act a European Company
(Societas Europaea, hereinafter ,European Company*) is a companyhdistaed according to
a special law. (not in compliance with the Croatiagislative drafting practice, as this is
governed by the Act on Introducing a European Camhat transposed the provisions of
Regulation 2157/2001 — see explanation attached)

(2) Within the meaning of Item 5 of this Title thfe Act a participating undertaking is
an undertaking that is directly involved in estabing a European Company.

(3) Within the meaning of Item 5 of this Title thfe Act a subsidiary is an undertaking
over which the participating company can exercigmidant influence referred to in Article
168, paragraph 2 of this Act.

(4) A concerned undertaking is, within the mearoh¢fem 5 of this Title of the Act, a
subsidiary or establishment of an undertaking whscproposed to become a subsidiary or
establishment of the European Company upon itsdtom.
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Application of Title XVII, Item 5 of the Act
Article 193

(1) The provisions of Iltem 5 of this Title of thct shall apply to the European
Company that has, or will have, its registeredcefin the Republic of Croatia.

(2) The provisions of Article 195, paragraph 1 &hdon liability of employers from the
Republic of Croatia, Article 196, paragraph 6, @tablishing the number of employees,
Article 197 on employee representative from the uddp of Croatia, Article 201 on
protection of employee representatives from theuRkp of Croatia, Article 206, paragraph
4, on the composition of the works council of a &gagan company, Article 210 on the co-
operation of the competent organ of the Europeanpemy and the works council of the
European company shall apply, regardless of thistexrgd office of the European Company,
to employees of the European Company who are eregloythe Republic of Croatia with a
participating undertaking, subsidiary or concernedertaking of a European Company that
has, or will have, its registered seat in anothemer State.

Involvement of employees
Article 194

(1) Involvement of employees in a European Compantpin the meaning of item 5 of this
Title of the Act, means information and consultatprocedure and participation procedure as
well as any other regulated procedure through whioployees may exercise an influence on
decisions to be taken.

(2) Information referred to in paragraph 1 of tArsicle includes the information of the works
council on issues which concern the European coynemd undertakings referred to in
Article 192, paragraph 2, 3 and 4 of this Act thave a registered office in another Member
State or on decisions which are not subject tal#wsion-making powers of the management
organ in just one Member State, at the time and way which enables representatives of
employees to assess potential effects and prepatied potential consultation procedure.

(3) The consultation procedure referred to in paaly 1 of this Article includes the exchange
of views and establishment of dialogue between ewysas' representatives and the
appropriate level of management, at the time andh iway enabling representatives of
employees to express their opinion on any proposeasures, with a view to co-ordinating
positions in the process of decision-making inEaeopean company.

(3) Participation of employees referred to in gaagh 1 of this Article means the right to
elect or appoint employees' representatives torbesmme of the members of the company's
supervisory organ (supervisory board, managemeantdbar other appropriate organ) and the
right to recommend and/or oppose the appointmergoafe or all of the members of the
company's supervisory organ.

Negotiating procedure
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Article 195

(1) All participating undertakings shall, within @eriod of eight days from the date of
publishing the proposal to create a European Compatart negotiations with their
employees' representatives and employees' repatisest from undertakings referred to in
Article 192, paragraph 2 and 4 of the Act, on agements for the involvement of employees
in the European Company.

(2) For the purpose of conducting negotiationsrreteto in paragraph 1 of this Article, a
special negotiating body shall be established.

(3) Prior to the start of negotiations referredirioparagraph 1 of this Article, employees’
representatives shall be provided information about

- legal status, association between companies, detfheocompany referred to in
paragraph 1 of this Article,

- number of employees employed in each individualgamy referred to in paragraph 1
of this Article,

- appointed or elected employees' representativesripanies referred to in paragraph
1 of this Article, and

- number of employees' representatives who havagheto involvement of employees
in supervisory organs of the company (supervisagrth, management board or other
appropriate body) referred to in paragraph 1 of Atticle.

(4) Where in companies referred to in paragrapif fhis Article there are no employees’
representatives, such company shall inform all eyg®#s about issues referred to in
paragraph 3 of this Article.

(5) The negotiating procedure shall be subjechlaw of the Member State in which the
European Company will have its registered office.

(6) Employees' representatives shall be electeappointed to the special negotiating body
pursuant to the law of the Member State.

Special negotiating body
Article 196

(1) Special negotiating body within the meanindtem 5 of this Title of the Act means the
body established for the purpose of regulating pmecedures for the involvement of
employees within the European Company.

(2) The number of members in the special negotiabiody referred to in paragraph 1 of this
Article shall be determined in proportion to théatonumber of employees employed in
participating companies, undertakings or concewungdertakings, by allocating in respect of
each Member State one seat per portion of emplogmegdoyed in that Member State which
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equals 10%, or a fraction thereof, of the total hamof employees employed by such
companies in all Member States.

(3) In the case of a European Company that is fdrineway of merger, employees from
each Member State may have the right to one additiacepresentative ensuring
representation of employees employed by a partioigaompany which will cease to exist
as a separate legal entity following the registratf the European Company.

(4) The number of additional representatives retémo in paragraph 3 of this Article, with
regard to the total number of members of the spaeigotiating body referred to in paragraph
1 of this Article, shall not exceed 20% and it smalt entail a double representation of the
employees of the company that will cease to exsst a&eparate legal entity following the
registration of the European Company, i.e. the eyg#ls may not be represented by virtue of
this paragraph and by virtue of paragraph 2 of Aigtle.

(5) If the number of participating companies whighl cease to exist as a separate legal
entity is higher than the total number of additioeaats pursuant to paragraph 4 of this
Article, these additional seats shall be allocatedmployees of the employers with a seat in
different Member States employing the largest nunolb@mployees, including the employer

whose rank, based on the number of employees, spunels the number of additional

representatives that may be elected.

(6) The number of employees in a participating canypshall be established according to the
number of employees employed on the day of pulbigshine proposal to form a European
Company.

(7) For the election or appointment of the memhrshe special negotiating body, equal
representation of all groups of employees shouldabbeed at (in terms of sex, age,
qualifications, jobs and the like).
Representative of employees from the Republic ob@a in the special negotiating body
Article 197
The provisions of Article 174, paragraphs 1 of At shall apply,mutatis mutandis, to the
elections of employees from the Republic of Croatit® the special negotiating body of
Article 196, paragraphs 1 of this Act.
Co-operation between employers and the specialtiatigg body
Article 198
(1) The participating companies shall inform theagl negotiating body about a proposal to
establish a European Company and about the impkatn@m of the procedure for its

establishment.

(2) The special negotiating body and participaticgmpanies may, unless they agree
otherwise, negotiate on the achievement of a wrigigreement on the method of involvement
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of employees in the European Company within a penb six months from the date of
establishment of the special negotiating body.

(3) If the special negotiating body and the pgpating companies do not reach an agreement
referred to in paragraph 2 of this Article, the okgfions may take no longer than one year
from the establishment of the special negotiatiodyb

Working conditions for the special negotiating body
Article 199

(1) The participating companies shall bear the obsstablishment and work of the special
negotiating body.

(2) The special negotiating body may request teghmssistance or consult experts on issues
from its remit and inform a trade union associatbout the start of negotiations.

(3) The participating companies shall enable perdosm paragraph 2 of this Article to be
present at the meetings of the special negotidtoaty and cover the expenses for one expert.

(4) The participating companies shall provide thecsal negotiating body with the necessary
premises, staff, resources and other working cmmdif including funds for remuneration,
travel expenses and translation and interpreta@cts.

Co-operation between employers and employeesseptatives
Article 200

(1) The co-operation between the supervisory bodyparticipating companies and
employees' representatives shall be based on ntutsal

(2) The provision of paragraph 1 of this Articlealilalso applymutatis mutandis, to the co-
operation between the supervisory body of the @peting companies and employees’
representatives in the course of the informatioth e@nsultation and employee participation
procedure.

(3) Members of a special negotiating body haveadiblegation, also after the expiry of their
term of office, to keep confidentiality of tradecsets they became aware of while exercising
the powers granted by virtue of this Act.

(4) The confidentiality obligation referred to imnagraph 3 of this Article shall also apply,
mutatis mutandis, to:

1) employees' representatives in the framework rotgdures of information and
consultation and participation of employees,

2) experts and interpreters or translators,

3) employees' representatives in the works cowfithe European Company.

(5) The confidentiality obligation referred to iagagraph 3 of this Article shall not apply:



89

1) with regard to the implementation of the progegdwf information and consultation
and participation of employees with other membdrshe works council of the European
Company and with employees' representatives fromicpgaating companies, subsidiaries and
establishments,

2) to the relations with employees' representativesgans of the company,

3) to interpreters or translators and experts pliogi assistance to employees’
representatives.

(6) The confidentiality obligation referred to iagagraph 4 of this Article shall not apply to:

1) employees' representatives with regard to eg@erd interpreters or translators,

2) employees' representatives in the frameworkhef procedures of information,
consultation or participation of employees with aeb to interpreters or translators and
experts providing assistance or with regard to eyg®s' representatives employed with
participating companies, subsidiaries or establestitsiin the Republic of Croatia.

Protection of employees' representatives in theuBlepof Croatia
Article 201

With regard to rights and protection, the provisiar Article 155 and 156 of this Act
shall apply,mutatis mutandis, to employees' representatives involved in thecqulares of
information, consultation and participation of eoy#es who are employed in the Republic
of Croatia, including the right to participate metmeetings of the special negotiating body or
the works council or meetings provided for in tlggesement referred to in Article 204 of this
Act.

Decision-making of the special negotiating body
Article 202

(1) The special negotiating body may decide byntlagority of votes representing at the same
time the majority of the employees employed irtladl participating companies.

(2) A member of the special negotiating body wha@pgointed or elected in an individual
Member State shall have one vote and represertrglloyees employed in the participating
company in that Member State.

(3) By way of derogation from paragraph 2 of thigide, the majority required for the
special negotiating body to take decisions leading reduction of participation rights shall
be the majority of two thirds of the votes of itembers, representing also two thirds of the
employees in the participating companies emplogeat ieast two Member States,

- in the case of a European Company to be establisiyedvay of merger, if
participation covers at least 25% of employeehefgarticipating companies, or

- in the case of a European Company to be establisiraslay of creating a holding
company or forming a subsidiary, if participatioovers at least 50% of the overall
number of employees of the participating companies.
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(4) Reduction of participation rights referred to paragraph 3 of this Article means the
reduction of the proportion of the number of empley in the organs of the European
Company compared to the highest proportion of theber of employees existing in the
organs of the participating companies.

(5) If there is participation of employees in a @amy to be transformed into a European
Company, the provision of paragraph 3 of this Aetghall not apply.

(6) If there are different forms of participatioh @mployees in the participating companies
and if the special negotiating body takes no degisis to which form of participation of

employees shall apply in the European Companyjméthod of participation of employees

shall apply which applied to the majority of empdeyg of all participating companies, and the
special negotiating body shall inform all the papating companies about this within a
period of eight days.

Termination of negotiations
Article 203
(1) The special negotiating body may decide, by nhegority of at least two thirds of
members representing also the majority of two thiwflemployees employed in at least two
Member States, not to open or to terminate negotigt
(2) By way of derogation from the provision of pgwaph 1 of this Article, the special
negotiating body may not decide in the defined reanifi there is involvement of employees

in the company to be transformed into a Europeangamy.

(3) Where a decision referred to in paragraph thisfArticle is taken, the provisions of item
4 of this Title of the Act shall apply to informati and consultation.

(4) The special negotiating body shall be recondesrethe written request of at least 10% of

the employees of the European Company or theiresgmtatives, at the earliest two years

after the abovementioned decision, unless thegsaatjree to renegotiations being reopened.
Agreement on involvement of employees within a pean Company

Article 204

(1) The special negotiating body and the partigqgatompanies shall regulate the procedure
for involvement of employees within the Europeamany in a written agreement.

(2) The agreement referred to in paragraph 1 of thiticle shall include provisions
specifying:

- the scope of the agreement,
- the composition, number of members, allocation e#Hts and the term of office of

members on the representative body for involvemeht employees through
information and consultation,
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- the method and the procedure for the informatiord ansultation of the
representative body of employees in the Europeanp@ay,

- the place, frequency and duration of meetings efrépresentative body of employees
in the European Company,

- the resources to be allocated for the activityhefrepresentative body,
- the duration of the agreement,
- cases and procedures for reopening negotiatiotissoagreement,

- the method to amend such agreement in case ofoedimnary circumstances that
significantly affect employees’ interests.

(3) If the parties, by means of the agreement medeto in paragraph 2 of this Article, decide
to establish one or more information and conswitaprocedures instead of a representative
body, the agreement shall specify the arrangemtortsthe substance and method of
implementing such procedures.

(4) The agreement referred to in paragraph 2 o giticle may be used by the parties to
negotiations to regulate arrangements for partimpaof employees, including the number of
representatives of employees in the European Coytgoadministrative or supervisory

bodies and the right to elect or appoint membertherright to recommend or oppose the
appointment of any or all members of the Europeam@any’s administrative or supervisory
body.

(5) In the case of a European Company being esteddli by way of transformation, the

agreement referred to in paragraph 1 of this Agtgtlall provide for at least the same level of
employee involvement as the one existing within toeenpany to be transformed into a

European Company.

(6) The provisions of Articles 205 to 213 of this Adtal not apply to the procedures of
involvement of employees in the decision-makingcpss of a European Company regulated
in the agreement referred to in paragraph 1 of Ahile, unless otherwise provided in such
agreement.

Works council of a European Company

Article 205

(1) The provisions of this Act on the works courafithe European Company shall apply to a
European Company with a seat in the Republic oaao

1) in case the negotiating parties reach an agreeiménat effect, or

2) in case that within the period referred to in Adi€92, paragraphs 2 and 3 of this Act
no agreement has been reached on the involvememmbyees within the European
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Company if the participating companies decide tplyaghe provisions of this Act on
the works council of the European Company and naetthe procedure to establish a
European Company if the special negotiating bodyrtw taken a decision referred to
in Article 195, paragraph 1 of this Act.

(2) The provisions of this Act on the works courafithe European Company shall not apply
if after reopening the negotiations referred toAiriicle 195, paragraph 4 of this Act no
agreement on the involvement of the employees withe European Company has been
concluded.

(3) The works council of the European Company shalkestablished in order to ensure the
involvement of employees within the European Comgphgy means of information and
consultation.

(4) The works council of the European Company shaile the right to involvement with
regard to issues that concern the European Compadythe undertakings referred to in
Article 192, paragraph 3 of this Act that have gistered office in another Member State or
with regard to issues that are not subject to datisiaking powers of the management organ
in just one Member State.

Composition of the works council of a European Camp
Article 206

(1) The works council of the European Company shallcomposed of representatives of
employees in a European Company or in a particigatcompany, subsidiary or
establishment.

(2) The number of members of the works council rrefi to in paragraph 1 of this Article

shall be determined in proportion to the numbeewiployees employed in a participating
company at the moment of information referred téirticle 195, paragraph 3 of this Act by

allocating one seat per portion of employees engmoy the European Company or in
participating companies which equals 10% or a ivacthereof, of the number of employees
employed by the participating companies taken tuayet

(3) The works council of a European Company slwalthe basis of an annual report on the
number of employees in a European Company, adjestaimber of its members pursuant to
paragraph 2 of this Article.
(4) The provisions of Article 174 of this Act shalpply,mutatis mutandis, to the appointment
or election of members of the works council of adpean Company from the Republic of
Croatia.

Work of the works council of a European Company

Article 207
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(1) Appointed or elected members of the works cduoicthe European Company shall
inform about it the supervisory organ of the Euap&ompany no later than within eight
days from the date of their appointment or election

(2) The organ referred to in paragraph 1 of thische shall, within 90 days from the receipt
of the information referred to in paragraph 1 a$ tArticle, convene a constitutive meeting of
the works council of a European Company, at whiegmipers shall, by the majority of votes,
elect a chairman, a deputy chairman and adoptules of procedure.

(3) The works council of a European Company shaltdpresented by its chairman and, in
his or her absence, by the deputy chairman.

(4) The rules of procedure referred to in paragrapii this Article may be used by the works
council of a European Company, provided it has ntben ten members, to regulate the
establishment of a select three-member committee.

(5) The works council of a European Company shdthin a period of four years from its
establishment, decide whether to open negotiatiortonclude the agreement referred to in
Article 196 of this Act or to continue working puiemnt to this Act.

(6) If the works council of a European Company desito open negotiations referred to in
paragraph 5 of this Article, it shall have the sanghts and obligations as the special
negotiating body.

(7) If, within a period referred to in Article 19garagraphs 2 and 3 of this Act, no agreement
has been reached on the involvement of employegkeirEuropean Company, the works
council of the European Company shall continue waylpursuant to this Act.

Powers of the works council of a European Company
Article 208

(1) The works council or its select committee shale the right to meet once a year with a
supervisory organ of the European Company for tirpgse of information and consultation
with regard to issues relating to business operatend development plans of a European
Company or an undertaking referred to in Articl@ 18aragraph 3 and 4 of this Act, that have
their registered office in another Member Stateonrdecisions that are not subject to the
decision-making powers of the management organsingne Member State.

(2) The supervisory organ of a European Companly sdgularly send the works council of a
European Company status reports on business apesatf a European Company and
development plans, the agenda of the meetings ef ghpervisory organ and the
documentation on the activity of the general as$gnolb the founders of the European
Company; it shall also inform thereof the managearbeards of the participating companies,
subsidiaries and establishments.

(3) Business operations and development plansreeféo in paragraph 1 of this Article relate
to:
- the situation and operating results of the Euroggampany,
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- development plans and their effects on the econoamd social situation of
employees,

- the number and structure of employees by categofiesmployment contracts and
employment plan,

- any projected collective redundancies ,
- any organisational and status changes in the Earmofempany,

- any changes in the seat of the European Compaawyyairansfer of business or part of
business.

(4) The works council of a European Company or sedect committee shall inform
representatives of employees employed by the Earo@mpany about the substance and
result of procedures of involvement of employeethiwithe European Company or, if such
representatives are not elected or appointed,all giform all employees in the European
Company.

Involvement of employees in a European Companpétific cases
Article 209

(1) The supervisory organ of the European Comp&ayl snform the works council of the
European Company or its select committee, if iessablished, in time about any specific
cases that significantly affect the interests ofplryees and provide it with all relevant
documentation and consult them at a special meeting
(2) Specific cases referred to in paragraph 1isfAlticle shall be in particular:

1) relocation of the seat of the European Compangstes of business or a part thereof,

2) status changes in the European Company,

3) collective redundancies.
(3) If the management body of the European Compdogs not accept an opinion or a
proposal of the works council of the European Camypghe works council of the European
Company shall have the right to a further meetim whe organ supervising management of
business activities of the European Company witlea to seeking an agreement.
(4) Members of the works council of a European Canypwho represent employees whose
interests are affected by specific cases refeoad paragraph 2 of this Article have the right
to take part in meetings referred to in paragraphsad 3 of this Article, if such meetings are

held with a select committee.

(5) Before holding a meeting referred to in parpgsal and 3 of this Article, the works
council of the European Company or the committéerred to in paragraph 4 of this Article
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shall be entitled to have a preparatory meetingaut the presence of other members of the
supervisory organ of the European Company.

Co-operation between the supervisory organ of afigan Company and the works council
of the European Company

Article 210

(1) The provisions of Article 198 of this Act shalbply,mutatis mutandis, to the co-operation
between the supervisory organ of a European Comaadythe works council of a European
Company.

(2) The provisions of Article 199 of this Act shalpply, mutatis mutandis, to the working
conditions of the works council of a European Conypa

(3) The provisions of Article 201 of this Act shalbply, mutatis mutandis, to members of the
special negotiating body, members of the works cibuof the European Company,
employees' representatives in supervisory orgatisedEuropean Company.

Participation of employees in a European Company
Article 211

(1) The provisions of Item 5 of this Title of thectAshall apply to the participation of
employees in a European Company referred to irclerii94, paragraph 4 of this Act:

- in the case of a European Company established pyaansformation if employees
had had the participation right in a managementsgpervisory organ before such
transformation

- in the case of a European Company to be establislyedvay of merger, if
participation covers at least 25% of the overalmber of employees of the
participating companies or also, where the spewgjotiating body so decides, if
participation before the registration of a Europ€ampany covers less than 25% of
the overall number of employees in one or sevasdigipating companies,

in the case of a European Company to be establisheday of creating a holding company

or forming a subsidiary if participation before tiegjistration of a European Company covers
at least 50% of the overall number of employegsanficipating companies or also, where the
special negotiating body so decides, if particgratcovers less than 50% of the overall
number of employees of the

(2) Participation of employees that applied befthe transformation of participating
companies into the European Company shall contmbe applied in the European Company
referred to in paragraph 1, subparagraph 1 ofAftisle.

(3) In the European Company referred to in pardgrap subparagraphs 2 and 3 of this
Article, where there were several employee paditogm procedures, the special negotiating
body, works council in the European Company or eyges of the European Company or of
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undertakings referred to in Article 192, paragrahh3 and 4 of this Act, shall select the

participation procedure, including the appointmentelection of their representatives in the

supervisory organ of the European Company, and sheaire may not be lower than the share
of employee representatives in the organs of paaticng companies.

(4) The special negotiating body, works council aofEuropean Company or employees
employed by a European Company shall, within aogeaf eight days from the decision on
the selection of participation procedures inform plarticipating companies about that.

(5) By way of derogation from paragraphs 1, 2, 8 dnof this Article, it shall not be
necessary to set up participation of employeeshumpean Company, if such right did not
exist in any of the participating companies betberegistration of a European Company.

Representation of employees in the organ supegvis@nagement of business operations of a
European Company

Article 212

(1) The works council of a European Company shedidk on the allocation of seats between
representatives of employees in the supervisorgroad the European Company by means of
appointment or election of employees from differstgmber States of the European Union,
in proportion to the share of employees employed thg participating companies in
individual Member States of the European Union wiggard to the overall number of
employees employed by the European Company.

(2) If in the process of decision-making under pesph 1 of this Article employees

employed by a participating company from one Mentbiate of the European Union were
overrepresented and employees employed by patifmgpaompanies from other Member

States of the European Union were not represertbedworks council of the European

Company shall take a new decision on the allocatibiseats between representatives of
employees.

(3) In the process of taking a new decision ondlt@cation of seats between representatives
of employees referred to in paragraph 2 of thigchatit is necessary to ensure representation
of employees employed by participating companiesnfiViember States of the European
Union who were not represented before.

(4) In the case referred to in paragraph 3 of tAiticle, it iS necessary to ensure
representation of employees employed by the ppdiitig companies from the Member State
of the European Union in which the seat of the Baam Company shall be situated, and if
such employees are already represented, it is sege® ensure representation of employees
employed by participating companies in a MembeteStathe European Union who were not
represented before and who have the largest sharepoyees.

(5) If the composition or number of members in thgervisory organ of the European
Company changes, the works council of the Eurofgganpany shall take a new decision on
the allocation of seats between representativesnployees.
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(6) A representative of employees who is appoimtedlected into the supervisory organ of
the European Company shall have the same legaksaatother appointed members of such
organ.

Representative of employees from the Republic ob@a in a supervisory organ of a
European Company

Article 213

A representative of employees from the Republi€adatia in the supervisory organ of the
European Company with a seat in the Republic oatachall be appointed or elected by the
works council of the European Company in the mammevided for in Article 163 of this
Act.

Prevention of abuse of the procedure for the astabknt of a European Company
Article 214

(1) The right to participation of employees must be revoked or denied to employees
referred to in Article 190 of this Act as a resoftthe procedure for the establishment of a
European Company.

(2) Where a competent court establishes in its decisiahabuse of the procedure to set up a
European company has led to the right to partimpatf employees being revoked or denied,
such European company or participating companials, ffased on that decision and pursuant
to the provisions of Item 5 of this Title of the tAcepeat the negotiation procedure.

(3) The provisions of Article 161, paragraph 3, of tAist shall applymutatis mutandis to
defining jurisdiction of courts and establishingadines for taking the decision referred to in
paragraph 2 of this Article.

6. INVOLVEMENT OF EMPLOYEES WITHIN A EUROPEAN CO-CHRATIVE
SOCIETY

Involvement of employees within a European Co-ojpereSociety
Article 215
Employees employed in a European Cooperative Soadetin a participating
company, subsidiary or concerned undertaking afirafiean Cooperative Society that has, or
will have, its registered office in a Member Statéhe European Union or a state party to the
Treaty on the European Economic Area (hereinaétierred to as ,Member State®) shall have
the right to involvement of employees in a EuropEaoperative Society.

Definition of a European Cooperative Society

Article 216
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(1) A European Cooperative Sociep¢ietas Cooperativa Europaea, hereinafter referred to
as ,European Cooperative Society) is, within theanmeg of Item 6 of this Title of the Act, a
co-operative society established pursuant to aiapémw. (not in conformity with the
Croatian legislative drafting practice, as the mns of Regulation 1435/2003 have been
transposed by means of the Act on Introducing thejean Cooperative Society — see the
attached explanation)

(2) A participating company is, within the meaniofjltem 6 of this Title of the Act, a
company or a co-operative society that is direictyplved in the establishment of a European
Cooperative Society.

(3) A subsidiary is, within the meaning of Item 6this Title of the Act, a company over
which a participating company can exercise dominafience referred to in Article 168,
paragraph 2 of this Act.

(4) A concerned undertaking is, within the meanaigitem 6 of this Title of the Act, a
subsidiary or establishment of a participating camp that is proposed to become a
subsidiary or establishment of a European Cooper&ociety upon its formation.

Application of Title XVII, Item 6 of the Act
Article 217

(1) The provisions of Item 6 of this Title of thectashall apply to the European Cooperative
Society that has, or will have, its registeredagffin the Republic of Croatia.

(2) The provision of Article 195, paragraph 1 andAgicle 196, paragraph 6, Article 197,
Article 201, Article 206, paragraph 4, Article 2d0this Act, within the meaning of Article
219 of this Act shall apply, regardless of the s&gjied office of a European Cooperative
Society, to employees of a European Cooperativee§oavho are employed in the Republic
of Croatia with a participating company, subsidiaryconcerned undertaking that has, or will
have, its registered office in another Member State

Employee involvement
Article 218

(1) Within the meaning of item 6 of this Title dfe Act, employee involvement means any
act, including information, consultation and papation, through which employees may
exercise an influence on decisions to be taken.

(2) The information procedure referred to in paapir 1 of this Article shall include
information of the works council or other employeepresentatives about issues relating to
the European Cooperative Society and to undertakiefgrred to in Article 192, paragraph 2,
3 and 4, of this Act, that have their registereficefin another Member State or on decisions
that are not subject to the decision-making powsdrshe management organ in just one
Member State, which shall be conducted at the tamé in a way enabling employees'
representatives to make an assessment of posdiieleiseand to prepare for potential
consultation.
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(3) The consultation procedure referred to in pamaly 1 of this Article shall include an
exchange of opinions and the establishment of lagli@a between the works council or other
employees' representatives and the appropriatel leVemanagement, which shall be
conducted at the time and in a way enabling emglglyespresentatives to express their
opinion on proposed measures with a view to coratiiig positions in the decision-making
process in a European Cooperative Society.

(4) The participation of employees referred to anggraph 1 of this Article shall include the

right to appointment or election of employees' espntatives to a supervisory organ of a
European Cooperative Society (supervisory boarahag@ment board or another appropriate
organ) or the right to propose or oppose the @eaii individual or all representatives to the

supervisory organ of the European Cooperative 8ocie

Application of provisions relating to involvemerftemployees
Article 219

(1) The provisions of Title XVII, Item 5 of this Acthall apply, mutatis mutandis, to
involvement of employees in a European Cooper&naety, including:

1) the negotiating procedure with regard to theolvement of employees in the
European Cooperative Society, the provisions oichketl95 of the Act,

2) the establishment of a special negotiating btiug provisions of Article 196 of this
Act, ,

3) the election of the representative of employeas the Republic of Croatia to the
special negotiating body, the provisions of Artit@/ of this Act,

4) the co-operation between the employer and égotnating body, the provisions of
Article 198 of this Act,

5) the terms and conditions of work for the neafatig body, the provision of Article
199 of this Act,

6) the co-operation of employers and employeg®esentatives, the provision of
Article 200 of the Act,

7) the protection of employees' representativesthim Republic of Croatia, the
provision of Article 201 of the Act,

8) the taking of decisions by the negotiating badg the termination of negotiations,
the provisions of Article 202 and Article 203 o&tAct,

9) the agreement on the involvement of employeeskuropean Cooperative Society,
the provision of Article 204 of the Act,

10) the works council in a European Coopeea8aciety, the provision of Article 205
of this Act,

11) the composition of the works council in a Epgan Cooperative Society, the
provision of Article 206 of the Act,

12) the work of the works council in a Europearoferative Society, the provision of
Article 207 of this Act,

13) the authorisations of the works council in @dpean Cooperative Society , the
provisions of Article 208 of this Act,

14) the involvement of employees in a specificecdlse provisions of Article 209 of
this Act,

15) co-operation of the competent organ of a EemopCooperative Society and the
works council of the European Cooperative Socigty,provision of Article 210 of this Act,
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16) employee patrticipation in the European CodperaSociety, the provisions of
Article 212 of this Act,

17) the representation of employees in the superyi organ of the European
Cooperative Society, the provisions of Article 2#2Zhe Act,

18) representative of employees from the RepufliCroatia in the supervisory organ
of the European Cooperative Society, the provisioArticle 213 of this Act,

19) prevention of abuse of the procedtor the establishment of a European
Cooperative Society, the provision of Article 2%4has Act.

European Cooperative Society established by naberalons or by a single legal entity and
natural persons

Article 220

(1) In the case of a European Cooperative Soctgbéshed exclusively by natural persons
or by a single legal entity and natural personsciwtogether employ at least 50 employees in
at least two Member States, all provisions of i@of this Title of the Act shall apply.

(2) In the case referred to in paragraph 1 of Anigcle, natural persons or one legal entity and
natural persons shall be deemed participating carapaeferred to in Article 216, paragraph
2 of this Act.

(3) In the case of a European Cooperative Socidty avregistered office in the Republic of
Croatia established exclusively by natural person®y a single legal entity and natural
persons, which together employ fewer than 50 enga@syor employ 50 or more employees
in only one Member State, items 1 to 3 of thiseldf the Act shall applynutatis mutandis to
employee involvement.

(4) In the case of a European Cooperative Socigbéshed in accordance with paragraph 3
of this Article that has a registered office in Hrey Member State, and that has a subsidiary
or an establishment in the Republic of Croatiangel to 3 of this Title of the Act shall apply
mutatis mutandis to employee involvement.

(5) In the case of transfer from one Member Statartother of the registered office of a
European Cooperative Society referred to in pamg@of this Article, where participation
procedure is established, the same level of emplgaticipation rights shall continue to
apply after the transfer.

(6) If, after the establishment of a European Caoafpee Society referred to in paragraph 3 of
this Article, at least one third of the total numioé employees of the European Cooperative
Society and its subsidiaries and establishmerds lieast two Member States so requests, or if
the total number of employees reaches or exceedsniifloyees in at least two Member
States, the provisions of item 6 of this Title lod tAct shall apply.

Involvement of employees in general or sectoraltmgs of a European Cooperative Society
Article 221

(1) Employees have the right to involvement of esgpks in a general or sectoral meeting of
the European Cooperative Society if it is agreedtha agreement on involvement of
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employees in a European Cooperative Society théitipation of employees shall take place
by means of employees having the right to appointng election of their employees’
representatives to take part in general or sectoratings with a voting right, with a
restriction that, pursuant to a special law, theyymot control more than 15% of votes in its
work (pursuant to the Croatian law-making practieespecial law in this case will be
Regulation 1435/2003 that will be directly appliealon the territory of the Republic of
Croatia as of the date of Croatia’s accessionad=it)

(2) Apart from the case referred to in paragraf this Article employees shall also have the
right to appoint or elect employees to the genarakectoral meeting in the case if:

1) a co-operative society where such participatoiom is already present is converted
into a European Cooperative Society,

2) such patrticipation form is already present i ohparticipating companies.

(3) The right referred to in paragraph 2 of thisidle may be exercised by employees if:

1) the negotiating parties have failed to agretheperiod referred to in Article 198,
paragraph 2 and 3 of this Act or have failed toochatie an agreement but have agreed upon
the application of the existing participation prdaees, and

2) if the participating company with such formparticipation has the largest ratio of
involvement of employees' representatives in thiégiaation procedure.

(4)The provisions of Article 174, paragraphs 1hoétAct shall applymutatis mutandis, to
the elections of employees from the Republic ofdfleointo the general, section or sectoral
meetings of the European Cooperative Society

7. INVOLVEMENT OF EMPLOYEES WITH EMPLOYERS FORMEDBWAY OF
CROSS-BORDER MERGER OR ACQUISITION

Involvement of employees
Article 222

Employees employed in a company formed by way o$<torder merger or acquisition or
with a participating company, subsidiary or coneernindertaking of a company that has, or
will have, its registered office in a Member Stafdhe European Union or the state party to
the Treaty on the European Economic Area (heranaéferred to as ,Member State*) shall
have the right to involvement of employees in besmactivities of a company formed by
way of cross-border merger or acquisition.

Definition of an employer formed by way of cross«dber merger or acquisition

Article 223

(1) An employer formed by way of cross-border memeacquisition is, within the meaning
of Item 7 of this Title of the Act, a company edistired pursuant to a special law.

(2) A participating company is, within the meaniofjltem 7 of this Title of the Act, a
company participating in cross-border merger ougston.
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(3) A subsidiary is, within the meaning of Item #this Title of the Act, a company over
which a participating company can exercise dominafience referred to in Article 168,
paragraph 2, of this Act.

(4) A concerned undertaking is, within the meanaigitem 7 of this Title of the Act, a
subsidiary or establishment of the participatingnpany that is proposed to become a
subsidiary or establishment of the company formgdway of cross border merger or
acquisition.

Application of Title XVII, Item 7 of the Act
Article 224

(1) The provisions of Item 7 of this Title of thectAshall apply to a company formed by way
of cross-border merger or acquisition that haswdl have, its registered office in the
Republic of Croatia.

(2) The provisions of Item 7 of this Title of thectAshall apply, regardless of the registered
office of the company formed by way of cross-borawrger or acquisition, to employees of
such company who are employed in the Republic oaa with a participating company,
subsidiary or concerned undertaking that has, dirhaive, its registered office in another
Member State.

Application of provisions relating to involvemerfteamployees
Article 225

(1) The provisions of items 1 to 3 of this Titletbe Act shall apply to employee involvement
in the case of an employer formed by way of craaskr merger or acquisition.

(2) By way of derogation from paragraph 1 of thigiée, the provisions of item 5 of this
Title of the Act shall apply to employee involverhém the case of an employer formed by
way of cross-border merger or acquisition if empkynvolvement has been regulated in the
manner provided for in item 5 of this Title of tAet in at least one of the merging employers
that has, in the six months before the publicabbthe common draft terms of the merger
under a separate law, an average number of empdlyaeexceeds 500.

(3) By way of derogation from paragraph 1 of thidide, the provisions of item 5 of this
Title of the Act shall applynutatis mutandis to employee involvement in the case of an
employer formed by way of cross-border merger guasition if:

1 the level of employee involvement is, as a restithe application of items 1 to 3 of
this Title of the Act, with regard to the proporii@f employees’ representatives in
bodies in charge of supervising business conductarhpanies, lower than the
previous level of employee involvement with indivadl employers having
participated in cross-border mergers or acquisstion if

2 the level of employee involvement in a company art @f a company that in effect
represents individual previous employers havindigpated in cross-border mergers
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or acquisitions would, as a result of the applaratf items 1 to 3 of this Title of the
Act, be lower that the level of employee involvermienthe Republic of Croatia.
XVIl. TRADE UNIONS AND EMPLOYERS' ASSOCIATIONS
1. GENERAL PROVISIONS ON ASSOCIATIONS
Right to associate
Article 226

(1) Employees have the right, without any distioctwhatsoever, and according to
their own free choice, to establish and join adradion, subject to only such requirements
which may be prescribed by the statute or intemmlals of this trade union.

(2) Employers have the right, without any distiontiwhatsoever, and according to
their own free choice, to establish and join an leygrs' association, subject to only such

requirements which may be prescribed by the statuiteternal rules of this association.

(3) The associations referred to in paragraphsdl2aof this Article (hereinafter: "the
associations") may be established without any @pgmroval.

Non-compulsory membership of associations
Article 227

(1) Employees and employers, respectively, mayfréecide on their membership in
an association and leaving such association.

(2) No one must be discriminated against on theirgptoof his or her membership in
association or participation or non-participatiarts activities.

(3) Any conduct contrary to the provisions of paegdn 1 or 2 of this Article shall be
discrimination within the meaning of a special law.

Temporary and permanent prohibition of activitigs/istue of a decision by executive
authorities

Article 228

The operations of an association may not be pridbnor may an association be
disbanded by virtue of a decision by executive auties.

Higher-level association

Article 229
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(1) Associations may create federations or othem$oof association in order to
pursue their interests together at a higher lIéVmglier-level association").

(2) Higher-level associations enjoy all the rigatgl freedoms granted to associations.
(3) Associations and higher-level associations rheeright to freely join federations
and co-operate with international organisationaldisthed for the purpose of the promotion
of their common rights and interests.
Authorities of associations

Article 230

(1) An association may be a party to a collectigeeament only if it was established
and registered in accordance with the provisiorhisfAct.

(2) An association may represent its members in@mngent-related disputes with the
employer, before a court, a mediation or arbitrabody or a state body.

Establishment of other legal persons
Article 231
In pursuance of their goals and tasks as provicelmutheir statute or internal rules,
associations may establish other legal persongdub separate regulations.
2. ESTABLISHMENT AND REGISTRATION OF ASSOCIATIONS
Establishment of an association
Article 232
(1) A trade union may be established by at leastithilt persons with legal capacity.

(2) An employers' association may be establishetbigast three legal persons or
adult persons with legal capacity.

(3) A higher-level association may be establishgédtoleast two associations referred
to in paragraphs 1 and 2 of this Article.

(4) The name of an association or higher-level @aton must be clearly
distinguishable from the names of the already temsl associations or higher-level
associations.

The statute of an association

Article 233
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(1) An association or a higher-level associatiorsiiave a statute based and adopted
according to principles of democratic representatiad democratic exercise of its members'
will.

(2) The statute of an association regulates itpgae, name, seat, area of work, logo,
bodies, method for the election and recall of mesbéthese bodies, authorities given to the
association's bodies, procedure for acceptancestob@rship and termination of membership,
methods for adopting and amending the statutes rahel other regulations, and termination
of the association's operations.

(3) The statute of an association must includeptioeisions on the bodies authorised
to conclude collective agreements and requiremamiisprocedures for organising industrial
actions.

(4) Entering into collective agreements must beciigel in the statute as one of the
purposes of an association.

(5) Authority to conclude collective agreements nieey delegated to a higher-level
association by virtue of the statute, certificateestablishment, or act of association with a
higher-level association.

Legal personality of an association
Article 234

(1) An association and a higher-level associatioquae legal personality as of the
date of their registration in the register of asstens.

(2) The statute of an association states whetheasanciation has branch offices or
other internal organisational forms, and specities authorities with which such branch
offices or other internal organisational forms aested for the purpose of legal transactions.

(3) A branch office or other internal organisatibftam acquires authorities to engage
in legal transactions referred to in paragraph thisf Article as from the date indicated in the
decision of its establishment, in accordance withdtatute of the association.

Register of associations
Article 235
(1) Associations and higher-level associations Wwhoperate on the territory of a
single county are registered in the register obeissions at the state administration office in

the county or in the City of Zagreb responsiblelédrour affairs.

(2) Associations and higher-level associations Wwinperate on the territory of two or
more counties are registered in the register ai@asons at the Ministry.

(3) The following information is entered in the iggr: date of establishment, name,
seat, area of work, name of executive body, nanigsersons authorised to represent it,
termination of operations of an association orgiéi-level association.
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(4) The Minister shall regulate, by an ordinandae ttontents and methods for
maintaining registers of associations.

Application for registration in a register of ass®ions
Article 236
(1) An association is registered in a register ugp@napplication of its founder.

(2) The application must be accompanied by theowilhg documents: the certificate
of establishment, the minutes taken at the foundssembly, the statute, the list of founders
and members of the executive body, and names anitlyfaames of the person or persons
authorised to represent the association.

(3) The founders shall file an application for #gation in a register of associations
within thirty days following the date of the foundi assembly.

(4) The body responsible for registration shalluessa certificate stating that an
application for registration has been receivedraigsster of associations.

Decision on application for registration in a reégiof associations
Article 237

(1) A decision is issued on an application for s&gition of an association in a
register.

(2) The decision referred to in paragraph 1 of tAricle shall include: date of
registration and registration number, name of aason, seat, area of work; and name and
family name of a person or persons authorisedgesent the association.

Removal of deficiencies in the statute or procedorestablishment
Article 238

(1) If the body authorised for registration findsat an attached statute does not
comply with this Act, or that the application doex contain the evidence of compliance with
the requirements for the establishment of an aaBoni specified by this Act, it shall invite
the applicants to bring the statute into conformitigh this Act or to produce adequate
evidence, and shall fix a time limit for this puggowhich may not be shorter than eight days
and longer than fifteen days.

(2) If, within the time limit referred to in paraapwh 1 of this Article, the applicants fail
to remove the deficiencies in the statute or predewidence of compliance with the
requirements for the establishment of an assoaiajecified by this Act, the body authorised
for registration shall issue a decision rejectimg &pplication for registration in the register of
associations.
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Time limit for issuing a decision on registrationa register of associations
Article 239

(1) The body authorised for registration shall éssudecision on an application for
registration in a register of associations no l&an within 30 days following the filing of a
compliant application.

(2) If the authorised body does not issue a detigibhin the time limit referred to in
paragraph 1 of this Article, it shall be considetbdt the association is registered as of the
day following the expiration of this time limit.

(3) In cases referred to in paragraph 2 of thisichet the body authorised for
registration shall issue a certificate of registratof an association, containing particulars set
forth in Article 237, paragraph 2 of this Act, withseven days following the expiration of the
time limit for issuing a decision.

Rejection of application for registration
Article 240

(1) If an association was not established in acued with Articles 232 and 233,
paragraph 2 of this Act, the body authorised fgisteation shall issue a decision rejecting its
registration in a register of associations.

(2) Reasons must be given for a decision reje@mgpplication for registration.

(3) An appeal lodged against the decision of tlmesadministration office in the
county or in the City of Zagreb responsible fordabaffairs shall be decided by the Ministry.

(4) If the Ministry issues a decision in the fingstance, such decision is final and can
be challenged before an administrative tribunal.

Registration in the event of change of information
Article 241

(1) Any change of the statute of the associati@nsgns authorised to represent it, and
termination of its operations must be registeretheregister of associations.

(2) A person authorised to represent an associatigst report any changes referred to
in paragraph 1 of this Article to the body mainbagnthe register of associations within 30
days following the occurrence of the change.

(3) The registration of change of information re¢erto in paragraph 1 of this Article
is subject to this Act's provisions applicablehe tegistration of associations in a register.

3. ASSETS OF ASSOCIATIONS
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Collection and protection of assets from enforcemen
Article 242

(1) Associations may acquire assets by collectmgleent and membership fees, by
purchase, from donations or in any other legal rmgnmithout any prior authorisation.

(2) Real estate and moveable assets of associatiuoh are necessary for convening
meetings, carrying out educational activities, Bloiiries may not be subject to enforcement.

Division of association's assets
Article 243
(1) If an association splits, or a substantial nemif its members create a separate
association, the assets of this association igleldviproportionate to the number of former
members of the original association who join thelgeestablished entities, unless otherwise

provided by the statute of the association, a eahtr other agreement.

(2) If an association ceases to operate, its asmetsdealt with in the manner
prescribed by its statute.

(3) If an association ceases to operate, its assgfnot be allocated to its members.
4. OPERATION OF ASSOCIATIONS
The prohibition of control
Article 244

(1) Employers and their associations must not éxermontrol over the establishment
and operations of trade unions or their higherdl@ssociations, nor must they finance or in
another way support trade unions or their higheell@ssociation in order to exercise such
control.

(2) The prohibition of control referred to in paragh 1 of this Article is also
applicable to relations of trade unions and thehér-level associations with employers and
their associations.

Judicial protection of membership rights

Article 245

A member of an association may seek judicial ptaiaan the event of violation of
his or her rights guaranteed by the associatidatate or other rules.
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Judicial protection of the right to associate
Article 246

(1) An association or a higher-level associatiory meve the court to prohibit the
operations violating the right of employees and lewygrs to associate.

(2) An association or a higher-level associatiory miaim compensation for damages
suffered as a result of activities prohibited unpiragraph 1of this Article.

Prohibition of unequal treatment on the ground efmbership
in a trade union or taking part in trade union\atiés

Article 247

(1) An employee must not be placed in a less faatderposition in comparison with
other employees on the ground of his or her merhigera a trade union. It is, in particular,
prohibited to:

- conclude an employment contract with an employeeler the condition that he or
she does not join a trade union or that he oraéecks a trade union,

- rescind an employment contract or place an engaay a less favourable position in
comparison with other employees in some other wegabse of his or her membership in a
trade union or participation in trade union aciest after hours, or during working hours
subject to the consent of the employer.

(2) The employer must not take into consideratiamipership in a trade union and
participation in trade union activities when rendgra decision whether or not to conclude an
employment contract, on the change of job of anleye® or a the place of work, on
specialist training, promotion, pay, social bersefihd termination of an employment contract.

(3) An employer, a chief executive or another bayd an employer's representative,
must not use coercion in favour of or against aagd union.

Trade union representatives and shop stewards
Article 248

(1) Trade unions autonomously decide on the metfmdtheir representation before
the employer.

(2) Trade unions whose members are employed witharéicular employer may
appoint or elect one or more trade union represigataor shop stewards who shall represent
them before this employer.

(3) A shop steward is an employee employed by thel@yer.



110

(4) Trade union representatives or shop stewards thee right to protect and promote
rights and interests of trade union members irticgla with the employer.

(5) The employer shall make it possible for a traséon representative or shop
steward to exercise, in a timely manner and effebtj the right referred to in paragraph 4 of
this Article, and to provide them access to infatioranecessary for the exercise of this right.

(6) A trade union representative or a shop stewaudst exercise his or her right
referred to in paragraph 4 of this Article in theanimer which is not prejudicial to the
employer's business effectiveness.

(7) The trade union must inform the employer alibatappointment of a trade union
representative or shop steward.

(8) A trade union representative has all the rigirid obligations pertaining to shop
stewards under this Act, except for shop stewardgits and obligations arising from
employment or related to employment.

Protection of shop stewards
Article 249

(1) During the shop steward's performance of hieesrduty and six months after the
termination of this duty it is not allowed:

- to cancel the shop steward's employment contract,

- to place the shop steward in a less favourablgtipn compared to his or her
previous working conditions and in comparison vather employees in other ways,

if the trade union has not given its consent to ¢fi@ct.

(2) If the trade union does not give or deny itesant within eight days, it shall be
presumed to have consented to the employer's decisi

(3) If the trade union refuses to give its conseent dismissal, the employer may,
within 15 days of the receipt of the trade uniatservations, request that such consent be
replaced by a judicial decision.

(4) The protection referred to in paragraph 1his Article is enjoyed by at least one
shop steward, whereas the maximum number of slewpasils with an employer who enjoy
protection is determined by applying this Act's\psmns governing the number of members
of the works council, as appropriate.

Trade union fees
Article 250
At the request of and in accordance with the imcs$itons of the trade union, and with the prior
written consent of the employee who is a trade mm@mber, the employer shall calculate

and withhold from the employee's salary trade urie®as and regularly pay such fees to the
trade union's account.
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5. TERMINATION OF AN ASSOCIATION'S OPERATIONS
Methods for terminating an association's operations
Article 251

(1) An association may cease operating:

1. upon a decision by the association's body aiséabrby the statute to decide on
termination of its operations,

2. if the highest body of an association has neiveoed during a period which is
twice as longer as the period specified by theittat

3. if the number of its members falls below the bem prescribed for the
establishment of an association by virtue of this; A

4. if the court's operations are banned by thetcour

(2) In cases referred to in subparagraphs 2 to papdgraph 1 of this Article, a
decision terminating the association's operationall sbe rendered by the court having
jurisdiction.

(3) Based on a final judicial decision, the bodgp@nsible for maintaining the register
shall delete the association from its register.

Ban on an association's operations
Article 252

(1) The operations of an association shall be béinyea decision by a county court

having territorial jurisdiction in the area whenme @ssociation has its seat, if the operations of

an association are contrary to the Constitutiontaadaw.

(2) The proceedings to ban the association's apagaare initiated upon a motion by
the body authorised for registration or by the atifed public attorney.

(3) The judgement banning the operations of ancsson must include a statement
of reasons indicating the activities because ottvithe association's operations were banned.

(4) The judgement banning the operations of ancatson must include a decision on
the association's assets, in accordance with gue@dion's statute.

(5) The enacting terms of a final judgement banriimgoperations of an association
shall be published in the Official Gazette.
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XIX. COLLECTIVE AGREEMENTS
Parties to a collective agreement
Article 253

Parties to a collective agreement may be, on thelamr side, one or more
employers, or their associations, and, on the eyepls side, one or more trade unions or
their associations, which are willing and able &e ypressure to protect and promote the
interests of their members in the course of negiotia on the conclusion of collective
agreements in the area in respect to which theaole agreement is concluded.

Trade union collective bargaining committee
Article 254

(1) If more than one trade union or higher-levalle union associations are present in
the area in respect of which a collective agreemerib be concluded, the employer or
employers, the employers' association or highestlemployers' association is permitted to
negotiate a collective agreement only with a bariggi committee composed of
representatives of these trade unions.

(2) Trade unions decide on the number of membeds thka composition of the
bargaining committee referred to in paragraph hisf Article, by an agreement.

(3) If trade unions do not to reach an agreemeotiathe number of members and the
composition of the bargaining committee referredhtparagraph 1 of this Article, a decision
about this is rendered by the Economic and Soc@lnCil or by the Minister, if the
Economic and Social Council has not been estalulishe

(4) In the case from paragraph 3 of this Articlee humber of members and the
composition of the bargaining committee is esthielis in a way that the bargaining
committee does not have less than three and manenine members, taking into account the
number of members of the trade unions represemteithd area for which the collective
agreement is to be concluded.

(5) The employer, the employers' association, o thigher-level employers'
association, depending on the area in respect athwh collective agreement is to be
concluded, shall provide the Economic and Socialr€d, on the basis of the information
available to them, with a certificate showing themier of members of the trade unions
represented in the respective area, within 15 déayse day when they received a request to
do so.

(6) The bargaining committee establishes its ownrkwand decision-making
procedures.
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The subject matter of a collective agreement
Article 255

(1) A collective agreement regulates the rights ahtigations of the parties which
have concluded this agreement. It may also comégial rules which govern the conclusion,
contents and termination of employment contradsuyes related to works councils, social
security issues, and other issues arising fronelated to employment.

(2) The legal rules contained in the collectiveesgnent are directly applicable and
binding on all persons who are subject to the cblle agreement, in accordance with the
provisions this Act.

(3) A collective agreement may contain rules relatethe composition and methods

of work of the bodies authorised for alternativélexive labour dispute resolution.
Obligation of collective bargaining in good faith
Article 256

The persons who, under this Act, may be parties twllective agreement, shall in
good faith engage in bargaining over the conclusiba collective agreement in relation to
the issues which, under this Act, may be a sulgkatcollective agreement.

Persons bound by a collective agreement
Article 257

(1) A collective agreement shall be binding onpaisons who have concluded it, and
on all persons who, at the time of the conclusibauzh an agreement, were or subsequently
became members of the association which is a pathe collective agreement.

(2) A collective agreement shall also be bindingatinpersons who have acceded to
this collective agreement and on all persons whe lsubsequently become members of the
association which has acceded to this collectiveeagent.

(3) A collective agreement must define the areigsadpplication.

Form of a collective agreement

Article 258

A collective agreement must be concluded in writing
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Obligation of good faith compliance with obligatarising from a collective agreement

Article 259

(1) The parties to a collective agreement and #tragns to whom it applies shall in
good faith comply with its provisions.

(2) An injured party or a person to whom a colleetagreement applies may claim
compensation for damages he or she suffered assudt ref non-compliance with the
obligations arising from the collective agreement.

Power of attorney for collective bargaining andaading a collective agreement
Article 260

(1) Persons representing the parties to a collecigreement must have a written
power of attorney for collective bargaining and doding a collective agreement.

(2) If a party to a collective agreement is a lggaison, the power of attorney referred
to in paragraph 1 of this Article must be issuecampliance with the statute of this legal
person.

(3) If one of the parties to a collective agreemisnan employers' association or a
higher-level employers' association, the persopsesenting it must, in addition to a written
power of attorney referred to in paragraph 1 of titicle, also provide to the other party a
list of employers which are members of the assriabn whose behalf they bargain or
conclude a collective agreement.

Duration of a collective agreement
Article 261
(1) A collective agreement may be concluded foefinite or an indefinite period.

(2) A collective agreement concluded for a defipé&ziod may not be concluded for a
period longer than five years.

Extended application of legal rules contained cobective agreement
Article 262

Unless otherwise specified by the collective agm®mn question, following the
expiration of the period for which this collectiagreement was concluded, the legal rules
contained therein relating to the conclusion, tbatents and termination of employment
contracts shall continue to be applicable untiee ollective agreement is concluded, as part
of the previously concluded employment contracts.
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Cancellation of a collective agreement
Article 263

(1) A collective agreement concluded for an indétiperiod may be cancelled.

(2) A collective agreement concluded for a defipiégiod may be cancelled only if it
contains a cancellation clause.

(3) A collective agreement concluded for an indéfinperiod and a collective
agreement concluded for a definite period contgirarcancellation clause must also contain
clauses on the reasons for cancellation and cartiogllperiods.

(4) If a collective agreement may be cancelled, dos not contain a clause on
cancellation period, the cancellation period i€émonths.

(5) A notice of cancellation must be served ortladl parties to a collective agreement.

(6) A collective agreement must contain the pransion the amendment and renewal
procedures.

Submission of a collective agreement to the conmpdtedy
Article 264

(1) Every collective agreement and every change ef@ment, supplement,
cancellation or accession) to a collective agreemmrst be submitted, depending on the area
of its application, to the Ministry or to a courtly the City of Zagreb office responsible for
labour affairs.

(2) A collective agreement or a change to a callecagreement applicable in the
territory of the entire Republic of Croatia, or fine territory of two or more counties is
submitted to the Ministry. All other collective @&gments and changes to collective
agreements are submitted to county or the City afréb offices responsible for labour
affairs.

(3) A collective agreement or a change to a caltecagreement is submitted to the
competent body by the party which is listed firstthis agreement and, in the case of
cancellation, by the cancelling party.

(4) An employer's association or a higher-level lygrs' association shall provide
the competent body with a list of employers bougdHhe collective agreement concluded by
the employers' association or the higher-level eygs' association, as well as all changes to
the association's membership that may have occutueithg the period of the collective
agreement's validity.
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(5) The Minister shall regulate, by an ordinandeg tprocedure for submitting
collective agreements and changes thereto to timpetent state body, as well as the methods
for keeping records of the collective agreementd ahanges thereto that have been
submitted.

Publication of a collective agreement
Article 265

(1) A collective agreement must be published.

(2) The Minister shall regulate, by an ordinante, methods for publishing collective
agreements referred to in paragraph 1 of this kertic

(3) The employer's failure to publish the colleetiagreement by which he or she is
bound does not affect the fulfilment of his or tadligations arising from the collective
agreement referred to in paragraph 1 of this Asticl

Accession to a collective agreement
Article 266

(1) Persons who, under the provisions of this Aagy be parties to a collective
agreement may subsequently accede to such an agreem

(2) A statement of accession must be served othalparties which concluded the
collective agreement in question and on all theqes who subsequently acceded thereto.

(3) Persons who subsequently acceded to a cokeativeement have the same rights
and obligations as the parties which originallydaded it.

Extension of the application of a collective agreein
Article 267

(1) The Minister may, at the request of a partytoollective agreement, extend the
application of a collective agreement concludechvaih employers’ association or a higher-
level employers’ association to persons who didtake part in its conclusion or who did not
subsequently accede to it.

(2) The decision referred to in paragraph 1 of Arigcle may be taken by the Minister
if the collective agreement, the application of ethis to be extended based on the proposal
submitted, was concluded by trade unions with @rgdst number of members and the
employers’ association covering the largest nundfeemployees in the area to which the
collective agreement is to be extended and if #sessment of its effects indicates that there
is public interest involved in its extension.
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(3) The assessment of effects of the extensionighaferred to in paragraph 2 of this
Article shall be implemented and submitted to thaiMer by the tripartite body of the
Economic and Social Council within a period of 9ysl from the date of submission of the
proposal to extend the application of such coNectgreement.

(4) In the decision referred to in paragraph 1had Article, which the Minister must
issue within 15 days from the day the assessmeeffedt referred to in paragraph 3 of this
Article was submitted, the Minister shall indicdtee area of application of the collective
agreement the application of which is to be extdnde

(5) With the expiry of the term of the collectivgraement whose application was
extended its extended application shall ceasehatoirt the area to which it was extended its
legal rules shall no longer apply within the meanaf the provision of Article 262 of this
Act.

(6) Where the application of a collective agreemeas extended and such collective
agreement was subsequently amended or reneweghavisions of this Article shall apply to
the extension of such amended or renewed colleativeements.

(7) Any decision on the extension of the applicatod a collective agreement may be
revoked in the manner prescribed for its adoption.

(3) A decision to extend the application of a attie agreement and the collective
agreement that is extended or to revoke such esateadplication of a collective agreement
shall be published in the Official Gazette.

Judicial protection of the rights arising from dlective agreement
Article 268

A party to a collective agreement may seek judipmtection of the rights arising

from such an agreement, by a complaint filed whi ¢ourt having jurisdiction.

XX. STRIKE AND COLLECTIVE LABOUR DISPUTE RESOLUTION

Strike and solidarity strike
Article 269

(1) Trade unions and their higher-level assoamtidvave the right to call and
undertake a strike in order to protect and prontiséeeconomic and social interests of their
members or on the ground of non-payment of salasalary compensation within 30 days of
their maturity date.
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(2) A strike must be announced to the employertoothe employers' association,
against which it is directed, whereas a solidasitike must be announced to the employer on
whose premises it is organised.

(3) A strike may not begin before the conclusiontltd mediation procedure, when
such procedure is provided for by this Act, or ptio the completion of other alternative
dispute resolution procedures agreed upon by thepa

(4) A solidarity strike may begin even if the media procedure has not been
conducted, but not before the expiration of twosday the date of commencement of the
strike in whose support it is organised.

(5) A letter announcing the strike must state #asons for the strike, the place, date
and time of its commencement.

Disputes in which mediation is mandatory
Article 270

(1) In case of a dispute which could result inr&kstor other form of industrial action,
mediation procedure must be conducted as preschipdtliis Act, except when the parties
have reached an agreement on an alternative méihdsd resolution.

(2) The mediation referred to in paragraph 1 of #iticle is conducted by the person
selected by the parties to a dispute from thedstablished by the Economic and Social
Council or determined by mutual agreement ("theiated').

List of mediators
Article 271

(1) The Economic and Social Council keeps a lishetliators established by it.

(2) A decision on the level of mediators' fees igdm by the Minister, with a prior
opinion from the Economic and Social Council andsemt from the minister in charge of
financial affairs.

(3) The Economic and Social Council adopts an @mlie regulating the methods for
the selection of mediators, conducting the medmapoocess and performing administrative
work necessary for this procedure.

Time limit for the completion of the mediation pesture

Article 272

Unless otherwise agreed by parties to a dispueetadiation provided by this Act
must be completed within eight days following thémission of information about the
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dispute to the Economic and Social Council, or tooanty or the City of Zagreb office
responsible for labour affairs.

An agreement made by the parties and its effect
Article 273
(1) The parties may conclude the mediation by aeeagent.
(2) The agreement referred to in paragraph 1 of Mnticle reached in the case of a dispute
over the conclusion, amendment or renewal of a&ctile agreement or a similar dispute that
may result in a strike or other form of industradtion, has the legal force and effects
equivalent to those of a collective agreement.

(3) The agreement referred to in paragraph 1 af Mticle reached in the case of a
dispute over the salary or salary compensationwieaé not paid after the expiry of 30 days
from their maturity date, has the legal force afi€lats equivalent to those of a settlement.

Resolution of disputes by arbitration

Article 274

(1) Parties to a dispute may agree to bring thellective labour dispute before an
arbitration body.

(2) The appointment of an individual arbitratoraor arbitration board and other issues
related to arbitration procedure may be regulatgdabcollective agreement or by an
agreement of the parties made after the disputarsen.

Issues to be decided by arbitration

Article 275

(1) In their agreement to bring a dispute beforeagbitration body, the parties shall
define the issue to be resolved.

(2) The arbitration body may decide only the issiesight before it by the parties to
a dispute.

Arbitration award
Article 276
(1) If a dispute concerns interpretation or appiocra of law, another regulation or

collective agreement, an arbitration body shalleb@#s decision on such law, another
regulation or collective agreement.
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(2) If a dispute concerns the conclusion, amendnoentenewal of a collective
agreement, the arbitration body shall base itssttation equitable grounds.

(3) Unless the parties to a dispute specify othewin a collective agreement or an
agreement to bring a dispute before an arbitrdimdy, an arbitration award must include the
reasons for the award.

(4) No appeal is permitted against an arbitratvara.

(5) If a dispute concerns the conclusion, amendnmntenewal of a collective
agreement, an arbitration award has the legal fanceeffects of such an agreement.

Lockout
Article 277

(1) Employers may engage in a lockout only as @amese to a strike already in
progress.

(2) A lockout must not commence prior to expiratafreight days from the date of the
commencement of a strike.

(3) The number of employees locked out from workstmot be higher than one half
of the employees which are on strike.

(4) With respect to the employees who are locked, employers must pay
contributions prescribed by specific regulationglombase equivalent to the minimum salary.

(5) This Act's provisions applicable to strikes algo applicable, as appropriate, to the
employer's right to lock the employees out in tharse of a collective labour dispute.

Rules applicable to work assignments which musteanterrupted
Article 278

(1) Upon a proposal by the employer, the trade uiod the employer shall prepare
and adopt, by an agreement, the rules applicabgbeaduction maintenance assignments and
essential assignments which must not be interrughieitg a strike or a lockout.

(2) The rules referred to in paragraph 1 of thigiode include, in particular, the
provisions concerning assignments and the numbemngfloyees who must work on such
assignments during a strike or a lockout, with dima of enabling the restoration of regular
work immediately after the strike ("the productioraintenance assignments”), or with the
aim of performance of work which is essential foe fprevention of risks to life, personal
safety or health of the population ("the essemisgignments").

(3) The definition of the assignments referredntparagraph 1 of this Article must not
prevent or substantially restrict the right toksdri
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(4) If the trade union and the employer do not hean agreement on assignments
referred to in paragraph 1 of this Article, withl® days of the day when the employer's
proposal was forwarded to the trade union, the eyaplor the trade union may, within the
next 15 days, request that these assignments imedddy an arbitration body.

(5) The arbitration body referred to in paragraplofdthis Article consists of one
representative of the trade union, one represestatf the employer and an independent
chairperson who is appointed subject to an agreterbetween the trade union and the
employer.

(6) If the trade union and the employer do not heam agreement as to the
appointment of the chairperson of the arbitratie@ard, and these issues are not otherwise
regulated by a collective agreement or an agreebetnteen the parties, the chairperson shall
be appointed by the president of the court whiclkpeding to the provisions of this Act, has
first-instance jurisdiction to hear cases relatethe prohibition of strike or a lockout.

(7) If one of the parties refuses to participatemarbitration procedure for defining
the assignments which must not be interruptedptbeedure shall be completed without the
participation of this party, and a decision on gssients referred to in paragraph 1 of this
Article shall be rendered by the chairperson ofati®tration board.

(8) The arbitration body must render a decisiontlom assignments referred to in
paragraph 1 of this Article within 15 days followinthe institution of the arbitration
procedure.

(9) If the employer did not propose the definitiohthe assignments referred to in
paragraph 1 of this Article before the day when miediation procedure commenced, the
procedure for defining these assignments may notdiguted until the end of the strike.

Effects of organisation of a strike or participatio a strike
Article 279

(1) Organisation of a strike or participation inst&rike which is organised in
compliance with the law, collective agreement aradi¢ union rules does not constitute a
violation of an employment contract.

(2) An employee must not be placed in a less faaldarposition in comparison with
other employees because of his or her involvememrganisation of or participation in a
strike which was organised in compliance with @, |collective agreement and trade union
rules.

(3) An employee may be dismissed only if he or shganised or participated in a
strike which was not organised in compliance whk taw, collective agreement or trade
union rules, or if in the course of a strike hesbe commits some other grave violation of an
employment contract.

(4) An employee must not, by any means, be codredrticipate in a strike.
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Proportional reduction of salary and salary suppgleis
Article 280

The employer may reduce the salary and salary soppits, except for child
allowance, of an employee who has participated irstréke. The reduction must be
proportionate to the time spent on strike.

Judicial prohibition of an illegal strike and conmgation for damages
Article 281
(1) An employer or an employers' association mayeribe court having jurisdiction
to prohibit the organisation and undertaking otré&ks which is contrary to the provisions of

the law.

(2) An employer may claim compensation for damagyétered as a result of a strike
which was organised and undertaken contrary t@tbesions of the law.

Judicial prohibition of an illegal lockout and coaemsation for damages
Article 282

(1) A trade union may move the court having jucsidn to prohibit the organisation
and undertaking of a lockout which is contrarythe provisions of the law.

(2) A trade union may claim compensation for darsagéfered by this trade union or
the employees as a result of a lockout which waorganised and undertaken in accordance
with the provisions of the law.

Judicial jurisdiction to prohibit a strike or a lamut
Article 283
(1) If a strike or a lockout is undertaken on tbgitory of only one county, the first-
instance jurisdiction to prohibit a strike or a Koat lies in the county court having
jurisdiction, sitting as a chamber composed ofdhuglges.
(2) If a strike or a lockout is undertaken on thgitory of two or more counties, the
first-instance jurisdiction to prohibit a strike arlockout lies in Zagreb County Court, sitting

as a chamber composed of three judges.

(3) An appeal against a decision rendered undepithna@sions of paragraphs 1 and 2
of this Article is decided by the Supreme Court.

(4) A first-instance decision on whether to prohéstrike or a lockout or not must be
rendered within four days following the filing dfe request.

(5) A decision on the appeal referred to in panalgrd of this Article must be rendered
within five days following the transmittal of thedt-instance case.
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Strikes in the armed forces, police, state admatisin and public services
Article 284

Strikes in the armed forces, police, state admmatisin and public services are
regulated by a separate law.

XXI. ECONOMIC AND SOCIAL COUNCIL
Powers of the Economic and Social Council
Article 285

(1) The Economic and Social Council may be esthbtisor purposes of defining and
carrying out co-ordinated activities aimed at tmetgction and promotion of economic and
social rights and interests of both the employess the employers, in pursuance of co-
ordinated economic, social and development poli¢etering the conclusion and application
of collective agreements and harmonising theseeageats with the measures of economic,
social and development policies.

(2) The activities of the Economic and Social Cauace based on the concept of
tripartite co-operation among the Government of Republic of Croatia (hereinafter: "the
Government"), trade unions and employers' assoostiaimed at solving economic and
social issues and problems.

(3) The Economic and Social Council:

- monitors, studies and evaluates the effects @fettonomic policy and the measures
undertaken in pursuance thereof, on the sociallisyedind development,

- monitors, studies and evaluates the effects efdicial policy and the measures
undertaken in pursuance thereof, on the economiilisy and development,

- studies and evaluates the effects of the flumoatf prices and salaries on the
economic stability and development,

- gives reasoned opinions to the Minister regardamy problems relating to the
conclusion and application of collective agreememts provides its assessment of effects of
any extensions of collective agreements,

- makes proposals to the Government, employers teade unions, or to their
associations and higher-level associations, aimeglaeving a co-ordinated price and salary

policy,

- establishes a list of potential mediators,
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- adopts an ordinance governing the methods for efleetion of mediators and
procedure for conducting mediation,

- encourages alternative dispute resolution ofctife labour disputes,
- gives opinions on draft legislation in the arédabour and social security,

- promotes the concept of tripartite co-operatioroag the Government, trade unions,
and employers' associations for the purpose oflviegpeconomic and social issues and
problems,

- gives opinions and proposals to the Minister réga other issues regulated by this
Act.

(4) The Economic and Social Council is establisbebject to an agreement between
the Government, trade unions and employers' asgnsa

(5) The powers of the Economic and Social Courreilspecified in more detail in the
agreement on its establishment.

(6) The Economic and Social Council may establmmmissions to deal with specific
issues falling within its competence.

(7) The Economic and Social Council shall adoptsubf procedure in order to
regulate the procedures for making decisions fitsraompetence.

(8) Every member of the Economic and Social Counwly make a proposal for
discussing an issue or for making a decision falimthin the competence of the Economic
and Social Council.

(9) If the Economic and Social Council has not bestablished, or if the Council has
not established a list of mediators, a list of @abors or arbitration board members, within
thirty days of the day of filing an application, ibit has not adopted the ordinance governing
the methods for the election of mediators and ntedigorocedure within the same time limit,
these issues shall be regulated by the Ministdrinvdin additional time limit of thirty days.

The composition of the Economic and Social Council
Article 286

(1) The composition of the Economic and Social @idurs determined by the
agreement on its establishment.

(2) In determining the composition of the Economic &uattial Council, account must be
taken of an adequate representation of trade umndsmployers' associations in the
areas of industry and public services.



125

XXIl. SUPERVISION OF THE APPLICATION
OF LABOUR REGULATIONS

Administrative supervision
Article 287

(1) Administrative supervision of the applicatiohtbis Act, and regulations adopted
in pursuance thereof, as well as the applicationtbér laws and regulations governing the
relations between employers and employees is eegtddy the state administration body
responsible for labour inspection affairs, unletbewise specified by another law.

(2) If access to a company or an institution igrieted for reasons of defence of the
Republic of Croatia, the supervision referred tpamagraph 1 of this Article is carried out by
the labour inspection, unless otherwise specifiedrmother law.

Powers of the labour inspection
Article 288
(1) Inspectional supervision of the application of tAt, and regulations adopted in
pursuance thereof, as well as the application bérotaws and regulations governing the
relations between employers and employees is esegtddy the state administration body

responsible for labour inspection affairs, unletbeowise specified by another law.

(2) In exercising supervision, a labour inspectas powers set forth by law or by a
regulation enacted in pursuance thereof.

(3) An employee, a works council, a trade union ane&mployer may request from a
labour inspector to undertake an inspection.

XXV. SPECIAL PROVISIONS
1. SPECIAL PROVISIONS ON DUTIES OF CITIZENS IN DEREE
Effects of performing citizen duties in defenceveéms in defence on employment
Article 289

(1) The rights and obligations arising from empl@yn are suspended during
performing citizen duties in defence service.

(2) An employee who, following the fulfilment of germing citizen duties in defence
service, wishes to continue to work for the sameleyer shall, as soon as he learns of the
date on which his performing citizen duties in ahefe service is to cease, but no later than
one month after the date on which his or her periog citizen duties in defence service
ceases, communicate his intention to his employer.
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(3) The employer must assign the employee who raatatement within the meaning
of paragraph 2 of this Article to the job in whible worked prior to his or her performing
citizen duties in defence service and, if the nieedsuch job no longer exists, the employer
shall offer him or her to conclude an employmenttact for the performance of other
appropriate job.

(4) If, in the case referred to in paragraph 3nhig Article, the employer is not able to
return the employee to work, he must pay him orda¢airy compensation in the amount of his
salary for a prescribed or agreed notice period, iithe required conditions are fulfilled,
adequate severance pay.

(5) An employer shall admit the employee refer@ehtparagraph 1 of this Article to
work within one month following the receipt of los her statement of intention to continue to
work for the same employer.

(6) An employee who cannot be returned to work withe meaning of the preceding
paragraphs of this Article shall be given prioffity employment by the same employer within
one year following his or her performing citizertida in defence service.

(7) Performing citizen duties in defence servicegloot constitute a just cause for
cancellation of an employment contract.

(8) The employer may not dismiss an employee bingivegular notice, in the period
in which this employee fulfils his or her citizentees in defence service.

(9) If the employer terminates the employee's egmpknt contrary to the provisions
of this Article, the employee has all the righteypded for by this Act for cases of wrongful
dismissal.

2. SPECIAL PROVISIONS APPLICABLE TO REPRESENTATIVEEND
FUNCTIONARIES

Rights of candidates for President of the ReputfliCroatia, members of Parliament, and
representatives in assemblies and councils

Article 290

(1) During the time of electoral campaign, a caatbdor President of the Republic of
Croatia has the right to unpaid leave lasting noterthan twenty working days.

(2) A candidate for a seat as representative inRadiament of the Republic of
Croatia has, during the time of the electoral cagmahe right to unpaid leave lasting not
more than fifteen working days.

(3) A candidate for a seat as representative iaumty assembly has, during the time
of the electoral campaign, the right to unpaid émsting not more than ten working days.
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(4) A candidate for a seat as representative ityaoc a municipal council has, during
the time of the electoral campaign, the right tgaid leave lasting not more than five
working days.

(5) The employee must inform his or her employesuttine exercise of the right to
leave referred to in paragraphs 1 to 3 of thischetat least 24 hours in advance.

(6) The leave referred to in paragraphs 1 to 3haf Article may not be taken in
portions shorter than one working day.

(7) Instead of taking the leave referred to in gemphs 1 to 3 of this Article, the
employee may, at his or her request and underaime £onditions, take the annual leave in
the duration to which he or she is entitled, uihid first day of elections.

(8) If the previous duration of employment with tb@me employer is important for
the acquisition of certain rights, the periods opaid leave referred to in paragraphs 1 to 3 of
this Article are considered as equivalent to tirpens at work and are added to the length of
employment required for the acquisition of certagits arising from employment or related
to employment.

3. EMPLOYMENT BOOK

Employment book and administration of employmerdkoo
Article 291

(1) Employment book is a public document.

(2) On the day of commencement of work, the emmofggnishes his or her employment
book to the employer.

(3) On the day of termination of employment conirabe employer must return the
employment book to the employee.

(4) At an employee’s written request, the emplayeist return the employment book to him
or her even before the termination of employmentremct.

(5) An employer who, following the termination ahployment contract, is not able to return
to the employee his or her employment book, sloaWérd it to the state administration office
in the county or in the City of Zagreb that is r@sgible for labour affairs in the place of the
employee's permanent residence or that is respgerfsiblabour affairs in the place where the
employment book has been issued if the employeemanent residence is unknown.

(6) The contents, procedure for issuing, methodsefdering data, procedure for replacing
and issuing new employment books, methods for kegefie register of the employment
books issued as well as the form, production ate gfaemployment books are regulated by
an ordinance.
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XXIV. PENAL PROVISIONS

Minor violations committed by employers

Article 292

(1) A fine in an amount ranging from HRK 10,00010030,000.00 shall be imposed
on the employer-legal person:

1. for failing to give an employee an opportunisyfamiliarise himself or herself with
employment regulations, and inform him or her abth# organisation of work and
occupational safety and health, before the commmantof work (Article 6, paragraph 2),

2. for failing to make occupational safety and trea¢gulations, collective agreement
and employment rules available to employees inpgmagriate manner (Article 6, paragraph
3),

3. for failing to register an employment contrattacseaman or fisherman on fishing
vessels with a state administration office in artguor in the City of Zagreb that is
responsible for labour affairs (Article 12, parggr#®),

4. for concluding an employment contract or issuangertificate which does not
contain the information required under this Actt{éle 13),

5. for concluding an employment contract for pererdrseasonal jobs which does not
contain the information required under this Actt{éle 14),

6. for failing to give the employee a copy of thmpdoyment contract or a written
certificate on the conclusion of an employment casttor a copy of the registration form for
the pension and health insurance scheme beforéngemidh or her to work abroad, or if such
contract or certificate does not contain the infation required under this Act (Article 16,
paragraphs 1 and 3),

7. for concluding an employment contract in whitle tduration of trial period is
longer than permitted by law (Article 35, paragr&h

8. for concluding an employment contract in whible turation of apprenticeship is
longer than permitted by law (Article 39),

(2) An employer-physical person and the respongigeson in the employer-legal
person shall be fined in an amount ranging from HR600.00 to 3,000.00 for a violation
referred to in paragraph 1 of this Article.

(3) If a violation referred to in paragraph 1 oistiArticle was committed in respect of
a minor employee, the fine is doubled.

Major violations committed by employers
Article 293

(1) A fine in an amount ranging from HRK 31,00010060,000.00 shall be imposed
on the employer-legal person:

1. for concluding a fixed term employment contriach case not provided for by law
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or collective agreement (Article 10, paragraph® and 3),
2. for hiring a minor without the approval of lwsher legal representative (Article 18,
paragraph 1),

3. for concluding an employment contract with anpkyee who does not meet
special conditions for employment, prescribed lgvaor other regulation (Article 21),

4. for requesting from an employee, in the procedor selection from among job
candidates (interview, testing, carrying out susyestc) or when concluding an employment
contract, the information which is not directlyatdd to his or her employment (Article 23,
paragraph 1),

4. for concluding an employment contract for tenapp work which does not contain
the information prescribed in this Act (Article 3tgragraphs 2 and 4),

5. for assigning an employee to a user for theoperdnce of the same job for a
continuous period longer than one year (Article, 28)

6. for failing to inform the works council abouitet number and the reasons for taking
assigned employees in the period prescribe in Algis or for failing to inform assigned
employees about vacancies they are eligible foti¢lr30, paragraph 2),

7. for failing to state a registration number e@gdl transactions under which it is
recorded as an agency in the registry of the Mini@rticle 32),

8. for collecting, processing, using and sendinthia persons, personal information
about employees, contrary to the provisions of Ausor for failing to appoint a person who,
in addition to the employer, shall be authorisedronitor collection, processing, use and
delivery of such data to third persons (Article Bdragraphs 1 and 6),

9. for failing to conclude a contract with an umbantern in writing (Article 41,
paragraph 5),

10. for not allowing an employee to take a restgoke in the manner and under the
conditions provided by this Act (Article 52),

11. for not allowing an employee to take a daégty in the manner and under the
conditions provided by this Act (Article 53),

12. for not allowing an employee to take a weeklst, in the manner and under the
conditions provided by this Act (Article 54),

13. for not allowing an employee to take an anreale in portions, under the
conditions provided by this Act (Article 62),

14. for failing to prepare an annual leave schedulcompliance with the provisions
of this Act or for failing to inform an employee thin a prescribed period of time about the
duration and the time period for the exercise @& tight to annual leave or for failing to
enable an employee working part-time for two oresavemployers who have not reached an
agreement on simultaneous use of annual leave @oansual leave according to such
employee’s request (Article 64),

15. for not allowing an employee to take a pa@vé in the manner and under the
conditions provided by this Act (Article 65),

16. for asking information on a woman's pregnacygrdering another person to ask
such information, except when the woman personabuests a specific right envisaged
under law or another regulation for the protectwdrpregnant women (Article 67, paragraph
2),
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17. for not allowing an employee after the exmifya maternity, parental or adoptive
parent leave, leave for caring and nursing a chilth severe development difficulties and
after the suspension of the employment relationsimil a child reaches the age of three
years pursuant to a special law to return to theh@ or she performed before any exercise of
such rights or not offering to conclude an emplogtentract for the performance of another
appropriate job or if the employer, in case an eygt ceases to exercise any such rights,
fails to return such employee to the job he or pbdormed before such exercise of rights
within a month from the date of notification on tleemination of the exercise of such rights
(Article 73, paragraphs 1 and 2),

18. for failing to offer an employee who sufferffeoin temporary inability to work due
to an injury or work-related injury, disease or wgational disease to return to the job he or
she performed previously of for failing to offerckuemployee to conclude an employment
contract for the performance of other appropriabe(Article 76),

19. for failing to make an offer in writing to ammeloyee who suffers from
occupational inability to work or who is in immetBadanger of disability to conclude an
employment contract for the job he or she is ablpdrform, provided that the employer has
possibilities to offer the work that such employgable to perform (Article 78),

20. for settling his or her claim against an emp by withholding the employee's
salary or part thereof, or by withholding the spleompensation or part thereof, without the
employee's consent (Article 88, paragraph 1),

21. for hiring another employee at the job dedaezlundant and for failing to offer to
an employee whom he or she dismissed due to bssiremsons, to conclude a new
employment contract before the expiration of thensonth period (Article 107, paragraphs 7
and 8),

22. for failing to prepare a redundancy socialus&g plan, when required to do so
under this Act (Article 121),

23. for failing to submit a redundancy social séguplan to the competent public
employment service or the works council (Articl1paragraph 1),

24. for dismissing as redundant employees for wiizenredundancy social security
plan was developed before the expiry of a perio8flays or before the expiry of the period
of suspension of such dismissals imposed by thepetent public employment service
(Article 122, paragraphs 4 and 5),

25. for failing to adopt or publish employmentesilor for failing to regulate issues
that must be regulated by employment rules (Artid@8, paragraph 1),

26. for adopting employment rules before havingstited with the works council
(Article 126, paragraph 1),

27. for failing to appoint a person who is, in gt to the employer, authorised to
receive and deal with the complaints related to pghaection of employees' dignity or for
disclosing information obtained in the complainbgedure (Article 130, paragraphs 2 and 7),

28. for preventing employees from electing a wandsncil (Article 137),

29. for failing to inform the works council on tissues about for which it is obliged to
inform it (Article 148),

30. for failing to consult with the works councih ¢he issues for which it is obliged to
consult it (Article 149),
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31. for rendering a decision without obtaining waks council's consent when such a
decision may be rendered only subject to prior enh®f the works council (Article 150,
paragraph 1),

32. for failing to provide conditions for work tbe works council (Article 155),

33. for failing to allow an appointed employeegresentative to sit in an organ of the
employer or other corresponding body in a compaaygperative society or public institution
(Article 163),

34. for failing to provide at the request of an éogpes’ representative information on
the total number of employees and the number ofi@yeps in individual Member States of
the European Union and with individual employer®oithe structure of an employer (Article
170, paragraph 2),

35. for failing to convene a constitutive meetirigaspecial negotiating body within a
specified time period (Article 175, paragraph 5),

36. for failing to deliver data to the special negiing body which are relevant for
decisions to be taken (Article 175, paragraph 6),

37. for failing to provide conditions required ftire activity of a special negotiating
body as prescribed by this Act (Article 178),

38, for failing to convene a constitutive meetinggtioe European Works Council
(Article 185, paragraph 1),

39. for failing to provide conditions required fibre activities of the European Works
Council as prescribed in this Act (Article 185, agraph 5),

40. for failing to inform and consult the Europe@forks Council, at least once in
every calendar year, on the operating results adetorer relevant documentation in time
(Article 186, paragraph 2),

41. for failing to inform the committee referreditoArticle 185, paragraph 3 of this
Act or the European Works Council, in case sucloramnittee is not set up, about specific
circumstances which significantly affect employedegerests or for failing to provide relevant
documentation or to consult about such specificunirstances (Article 187, paragraph 1),

42. if, with the expiry of two years from the daté constitutive meeting of the
European Works Council, the employer fails to daliinformation on any changes in the
number of employees in Member States of the Europgdaion or with undertakings,
establishments or groups of undertakings (Arti@8, Joaragraph 3),

43. if the employer fails to open negotiations watinployees’ representatives on the
arrangements for the method of involvement of eygds in a European Company or
involvement of employees in a European Cooperdweiety or fails to inform employees’
representatives about prescribed data (Article p@agraphs 1 and 3 and Article 219),

44. if the employer fails to provide conditions ueed for the activities of the special
negotiating body as prescribed in this Act (Artit&9 and Article 219),

45. if the employer fails to convene a constitutimeeting of the works council of a
European Company and the works council of a Eumofigaoperative Society (Article 207,
paragraph 2 and Article 219),

46. if the employer fails to regularly provide theorks council of a European
Company or the works council of a European Coopergbociety with the agenda of the
meetings of organs supervising the operations duaopean Company or a European
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Cooperative Society or fails to regularly delivexcdmentation on the work of the general
meeting of the founders of a European Company ersectoral or general meeting of a
European Cooperative Society (Article 208, paragrajpnd Article 219),

47. if the employer fails to inform the works counaf a European Company or a
European Cooperative Society or their select cotemiin time about specific circumstances
that significantly affect employees’ interest oildato deliver relevant documentation or
consult them about such specific circumstancesdl&r209, paragraph 1 and Article 219),

48. if the employer fails to provide conditions ueed for the activities of the works
council of a European Company or a European Cotiperdociety or their select committee
as prescribed in this Act (Article 210, paragrapdmd Article 219),

49. for attempting to achieve or for achieving pbitled control over establishment
and activity of a trade union or a higher-leveblzainion association (Article 244, paragraph
1),

50. for failing to calculate or deduct union mengbgp fee and to pay into a specified
account (Article 250),

51. for failing to submit a collective agreement amendments thereto to the
competent body, when required to do so (Article,2&tagraph 1 and 3),

52. for failing to publish a collective agreementa prescribed way (Article 265,
paragraphs 1 and 2),

53. for refusing to take part in a mediation pragedprovided for by this Act (Article
270, paragraph 1),

54. for placing an employee involved in organisatior participation in a strike,
organised in compliance with the law, collectiveesgnent and trade union rules, in a less
favourable position in comparison with other empley (Article 279, paragraph 2),

(2) An employer-physical person and the respongi@eson in the employer-legal
person shall be fined in an amount ranging from HRB00.00 to 6,000.00 for a violation
referred to in paragraph 1 of this Article.

(3) If a violation referred to in paragraph 1 oistiArticle was committed in respect of
a minor employee, the fine is doubled.

(4) The employer-legal person is liable for viadais referred to in subparagraph 34,
paragraph 1 of this Article even when the respdesierson does not have misdemeanour
liability.

(5) For a violation from paragraph 1 of this Aréicthe employer-legal person may be

imposed a fine of HRK 10,000.00, whereas the engslpyysical person and the responsible
person in the employer-legal person may be impadate of HRK 3,000.00.

(6) Legal persons referred to in Articles 4, 5,08l & of Tile XVII of this Act shall be
considered to be employers for the purposes ofAttisle.

The gravest violations committed by employers
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Article 294

(1) A fine in an amount ranging from HRK 61,000100100,000.00 shall be imposed
on the employer-legal person:

1. for failing to keep records on employees andkingy time or failing to keep such
records in a prescribed manner or for failing tovite information on employees and
working time upon request of a labour inspectottithe 4),

2. if, in case when an employment contract is natlenin writing, the employer fails
to give the employee a written certificate abow tlonclusion of a contract before the work
commences or if he or she fails to give the empageopy of the registration form for the
mandatory pension and health insurance schemenwttiei prescribed time limit (Article 12,
paragraphs 3 and 5),

3. for concluding an employment contract at a sspaworkplace which does not
contain the information required under this Actfar concluding such contract for work for
which it must not be concluded (Article 15, pargdrsl and 4),

4. for failing to notify the state administrationdy responsible for labour inspection
about the conclusion of an employment contractseparate workplace within the prescribed
time limit (Article 15, paragraph 6),

5. for employing a person under fifteen years af ag a person older than 15 and
younger than 18 attending compulsory primary edocgfrticle 17, paragraph 1),

6. for failing to comply with an order of a labaaspector prohibiting work of a minor
employee than 15 or a person older than 15 andgguthan 18 attending compulsory
primary education or prohibiting participation, (i&te 17, paragraph 2),

7. for employing a minor in a job which may threateis or her health, morals or
development (Article 19, paragraph 1),

8. for employing a minor, before establishing hisher health capacity, in jobs that
they may perform only after having established tbéguired health capacity (Article 19,
paragraph 3),

9) for failing to observe an order issued by a labimspector prohibiting work by
minors in jobs that may jeopardise his or her gaféealth, morals or development or
prohibiting participation in activities without aipr approval by a labour inspector (Article
19, paragraph 6),

10. for failing to offer the minor employee to ctue an employment contract for the
performance of other appropriate job (Article 18ggraph 7),

11. for failing to obtain an expert report and opimon the impact of a job on the
minor employee's health and development within tthee limit set by a labour inspector
(Article 20, paragraph 2),

12. for failing to comply with an order issued biabour inspector prohibiting a minor
employee from performing a specific job (Article, 2@aragraph 4),

13. for failing to offer the minor employee to ctue an employment contract for the
performance of other appropriate job (Article 28rggraph 6),
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14. for pursuing the activity of assigning employée a user before registering such
activity in the records of the Ministry (Article 2garagraph 3),

15. for assigning an employee without having cotetl an employee assignment
agreement, for concluding an employee assignmemteatent which does not contain the
information required under this Act or for conclagisuch an agreement in situations when it
cannot be concluded (Article 25),

16. for assigning an employee to a user withowtraployment contract or assignment
note, or if the assignment note does not contagitifiormation required under this Act
(Article 29, paragraphs 1 and 2),

17. for concluding an employment contract in whicifi-time working hours are
stipulated for longer than permitted by law (Artiel3, paragraph 2)

18. for requiring employees to work longer than shertened working hours in jobs
where, even when occupational safety and healttsunes are undertaken, it is not possible
to protect them from harmful effects (Article 44ragraph 4),

19. for requiring employees to work in excess dtime working hours ("overtime
work") longer than the maximum number of hours paed by law for such work (Article
45, paragraph 1),

20. for failing to inform a labour inspector abawertime work, when required to do
so (Article 45, paragraph 3),

21. for failing to obtain a report and opinion ¢re impact of overtime work or work
according to rescheduled working hours on the eypgals health and working ability within
the time limit determined by a labour inspector ti@e 45, paragraph 4 and Article 47,
paragraph 12),

22. for ordering a minor employee to work overtifAgticle 45, paragraph 5),

23. for ordering a pregnant woman, a parent ofil emder three years of age, or a
single parent of a child under six years of agewwremployee working part-time to work
overtime without obtaining their written consenttiéle 45, paragraph 6),

24. for failing to comply with a labour inspectodscision prohibiting overtime work
which has harmful consequences on the employeakhhand working ability, or which
hinders the employment of unemployed persons (l&rtd6, paragraph 7)

26) for failing to inform an employee about the esthle of working hours or any
rescheduling of working hours at least one weekdwance, save in cases of urgent overtime
work (Article 46, paragraph 2),

27) where, in case of organising a work processshifts resulting in uneven
distribution of full-time or part-time working hosiby weeks leading to the establishment of
working hours in terms of average weekly workingitsowithin a period of four months, the
discrepancy from the full-time working hours asidedl in the Act amounts to more than
twelve hours a month (Article 46, paragraph 3).

28. for scheduling full-time working hours for amuor, if his or her working hours
would, in accordance with such schedule, exceeal@sha day (Article 46, paragraph 6),
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29. for failing to prepare the plan of rescheduhsatking hours with the prescribed
contents and failing to submit such plan of resaheiworking hours to the labour inspector
(Article 47, paragraph 2)

30. if the rescheduled working hours are longenttheat prescribed by law (Article
47, paragraphs 4, 5 and 8)

31. for failing, at the request of the labour ingpe to enclose the list of employees
who have given a written statement about voluntaopsent to work with rescheduled
working hours (Article 47, paragraph 7)

32. for ordering a minor employee to work in restthled time working hours that
would last more than eight hours a day (Article garagraph 10)

33. for ordering a pregnant woman, a parent ofil emder three years of age, or a
single parent of a child under six years of agewremployee working part-time to work
rescheduled, full-time working hours without obtagntheir written consent or if such work
lasts for more than forty-eight hours a week (Aeti7, paragraph 11),

34. for failing to comply with the order of a laboumspector prohibiting or limiting
rescheduled working hours (Article 47, paragrap) 12

35) for determining a daily working hours schedode night worker in the duration of
more than eight hours (Article 48, paragraph 6),

36. for ordering, contrary to the praoers of this Act, an employee who is pregnant or
breastfeeding or who is a minor to work night hqicle 49 ,paragraphs 1 and 2),

37) for failing to ensure that night Wdxy a minor is supervised by an adult employee
or for failing to observe a decision of a labouspactor on the ban of night work in cases
where such work is in contravention of the prowisiof the Act (Article 49, paragraph 3 and
4),

38) for failing to ensure a change inftshin cases where work is organised in shifts
including night work, so that an employee worksighnhshift for no longer than one week
(Article 50, paragraph 3),

39. for failing to provide a medical examinatiom B;m employee who is assigned on
the basis of the working hours schedule to perfbisnor her job as a night worker before or
while working as a night worker (Article 51, paragh 3),

40) for failing to ensure in a workinghe schedule that a night worker, whose health
check before starting such work or regular exanonain the course of its duration
established that such work causes health problerag, perform the same job outside night
work (Article 51, paragraph 5),

41) for failing to offer a night worker, whose lteéacheck before starting such work or
regular examination in the course of its duratistaklished that such work causes health
problems, where the performance of the same joimisnsured outside the night work by
means of a schedule of working hours, to concludeemployment contract for the
performance of jobs outside night work that suclpleyee has the capacity to perform and
which correspond as much as possible to the jolbh smployee performed previously
(Article 51, paragraph 6),
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42. for failing to establish a working hours schedor a night worker who is exposed
to particular risks or hard physical or mental issaestricting his or her working hours to no
more than eight hours in the period of 24 hoursnduwhich he or she works at night (Article
51, paragraph 7),

43. for failing to make it possible for an employteetake minimum annual leave, as
provided by this Act (Article 55),

44. for concluding with an employee an agreemendeurvhich he or she waives his
or her right to minimum annual leave, or accepteeteive payment of compensation in lieu
of annual leave (Article 57),

45. for not allowing an employee to use a propaodte portion of the annual leave
pursuant to this Act (Article 59),

46. for failing to pay an employee a salary compéos for annual leave in the
amount and in the manner provided by this Act @eti60),

47. for refusing to employ a woman on grounds of peegnancy, cancelling a
pregnant woman's employment contract or makingféer to such employee to conclude a
modified employment contract, contrary to the psaMis of this Act (Article 67, paragraph
1),

48. for dismissing a pregnant woman or a persomcesieg the right to maternity,
parental, adoptive parent leave or half-time wevirk with shortened working hours for the
purpose of intensified child care, leave of a pegrwoman or a breastfeeding mother, leave
or shortened working hours for the purpose of cafior or nursing a child with severe
developmental problems or within a period of 15g0&gm the date of on which a women is
no longer pregnant or from the date on which anleyee terminates the period of exercising
such rights (Article 71, paragraph 1),

49. for dismissing an employee who is temporarihle to work due to injury at
work or an occupational disease while he or shengporarily unable to work (Article 74,
paragraph 1),

50. for failing to give the employee, when makingyment of a salary, salary
compensation or severance pay, a payroll accoamh fwhich it is evident how it was
calculated or if such payroll account does notudel all required elements (Article 85,
paragraphs 1 and 4),

51. for failing to give the employee a payroll agobof an outstanding salary that is
due and payable, of salary compensation or sevenaang, or if such payroll account does not
include all required elements (Article 85, paratn@f and 4),

52. for failing to give reasons for dismissal or failing to serve a notice of dismissal
on the employee (Article 112, paragraphs 2 and 3),

53. for failing to issue a certificate, at the reguof an employee, on the type of job he
or she performs or on the duration of his or hempleyment relationship (Article 124,
paragraph 1),

54. for failing to return to an employee, after taeamination of employment, all of his
or her documents and a copy of the notice of céatemt from the mandatory pension and
health insurance scheme or for failing to issu¢hto employee a certificate setting out the
type of job he or she performed and the length iefdr her employment (Article 124,
paragraph 2),
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55. for stating in a certificate on employment, rafiam the information on the type
of job and the duration of employment relationslaipy other information that might make it
more difficult for an employee to enter a new emgpient contract (Article 124, paragraph
3),

56. for failing to inform a new employer fully armdcurately in writing, in case of a
transfer of an employment contract to a new emplaogleout the rights of employees whose
employment contracts are being transferred (Artld8, paragraph 4),

57. for failing to provide timely and complete imfgation in writing about any
transfer of an undertaking, business, or part ofirgstertaking or business to a new employer
before the day of such transfer to the works cduocito all employees affected by the
transfer (Article 133, paragraphs 6 and 7),

58. for obstructing or attempting to obstruct aolab inspector in his or her
supervisory activities (Article 288),

59. for refusing to return the employment bookrnceanployee when required to do so
(Article 291, paragraphs 3 and 4),

60. for failing to return the employment book to @mployee within the prescribed
period (Article 299, paragraph 2).

(2) An employer-physical person and the respongig@eson in the employer-legal
person shall be fined in an amount ranging from HRB00.00 to 10,000.00 for a violation
referred to in paragraph 1 of this Article.

(3) If a violation referred to in paragraph 1 oistArticle was committed in respect of
a minor employee, the fine is doubled.

(4) For a violation from paragraph 1 of this Arickn employer-legal person may be
imposed a mandatory fine of HRK 20,000.00, whethasemployer-physical person and the
responsible person in the employer-legal person beaynposed a mandatory fine of HRK
6,000.00.

Violations by trade unions and higher-level tradé®un associations
Article 295

A trade union or a higher-level trade union asgamashall be fined by an amount
ranging from HRK 5,000.00 to 20,000.00:

1. for not reporting a change of the statute ofdksociation, persons authorised to
represent it, and termination of its operationsaothorisation in legal transactions, within
thirty days following the occurrence of such cha(geicle 241, paragraph 2),

2. for not submitting a collective agreement oraamendment thereto to the Ministry
or to a state administration office in a countyirothe City of Zagreb that is responsible for
labour affairs, when obliged to do so (Article 26dragraph 1),

3. for not publishing a collective agreement in i@spribed way (Article 265,
paragraphs 1 and 2),

4. for not announcing a strike (Article 269, paegur 2),

5. for starting a strike prior to the completionaomediation procedure subject to this
Act, or prior to termination of another alternatidespute resolution procedure which may
have been agreed to by parties (Article 269, pardyB),

6. for not having listed reasons for a strike, pladate and time of its commencement
in a letter announcing the strike (Article 269,amaaph 5)
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7. for refusing to participate in a mediation prahaes prescribed in this Act (Article
270).

Violations committed by employers' associations higthier-level employers' associations

Article 296

An employers' association or a higher-level empigyassociation shall be fined in an
amount ranging from HRK 5,000.00 to 20,000.00:

1. for not reporting a change of the statute of dksociation, persons authorised to
represent it, and termination of its operationsaothorisation in legal transactions, within
thirty days following the occurrence of such cha(iyeicle 241, paragraph 2),

2. for not submitting a collective agreement oraamendment thereto to the Ministry
or to a state administration office in a countyirothe City of Zagreb responsible for labour
affairs, when obliged to do so (Article 264, paeggr 3),

3. for not publishing a collective agreement in i@@sgpribed way (Article 265,
paragraphs 1 and 2),

4. for refusing to participate in a mediation prdwe provided in this Act (Article
270),

5. for organising or engaging in a lockout whicim@t a response to a strike already in
progress (Article 277, paragraph 1);

6. for starting a lockout before the expirationtioé time limit prescribed by the Act
(Article 277, paragraph 2);

7. for locking out employees in a number highemtparmitted by this Act (Article
277, paragraph 3);

8. for locking out employees in violation of theopisions of this Act (Article 277,
paragraph 5);

9. for preventing employees from working on assignta which must not be
interrupted during a lockout (Article 278).

XXV. TRANSITIONAL AND FINAL PROVISIONS
Article 297

The procedures concerning the exercise and theeqiimt of employees' rights initiated

before the entry into force of this Act shall bengeted under the provisions of the Labour
Act (Official Gazette 38/95, 54/95, 65/95, 102/98/01, 82/01, 114/03, 123/03, 142/03 and
30/04, 68/05- Decision of the Constitutional Caafrthe Republic of Croatia), unless this Act
governs a particular right in a more favourable nearfor the employee.

Article 298

(1) Employers shall harmonise their employmentswigth the provisions of this Act within
six months of the entry into force of this Act.

(2) The Minister shall, within six months of thetgninto force of this Act, adopt the
ordinances referred to in Article 3, paragraph &jcke 4, paragraph 3, Article 12, paragraph
7, Article 19, paragraphs 2 and 3, Article 21, gaaph 2, Article 48, paragraph 4, Article 77,
paragraph 4, Article 85, paragraph 4, Article 1péragraph 4, Article 145, paragraph 5,
Article 222, paragraph 4, Article 251, paragraphr Article 252, paragraph 2.
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(3) The Minister shall, within six months of the eninyo force of Items 4, 5, 6 and 7 of Title
XVII of this Act adopt the ordinance referred toAnticle 174, paragraph 3, of this Act.

(4) Until the date of the adoption of the regulatioeferred to in paragraph 2 of this Article,
the following regulations shall apply:

1)
2)

3)

4)

5)
6)
7
8)
9)

Act on Records Concerning Labour (Official Gaz@4#91 and 26/93),

Ordinance on the contents and procedure for ragjish of seamen's and fishermen's
employment contracts (Official Gazette 8/96),

Ordinance on jobs not permitted for minor persand jobs on which minor persons
may be employed upon the pre-employment medicammation (Official Gazette
59/02),

Ordinance on the jobs in which an employee maykwanly the pre-employment
medical examination (Official Gazette 59/02),

Ordinance on the activities that are classifiethdastry (Official Gazette 8/96),
Ordinance on a certificate on temporary inabtiityvork (Official Gazette 11/96),
Ordinance on the procedure for publishing emplaymeles (Official Gazette 8/96)
Ordinance on conducting elections for works coluj@ificial Gazette 12/02),
Ordinance on the registration of associationsi¢@if Gazette 84/05),

10)Ordinance on keeping records of and publishingectilfe agreements (Official Gazette

14/96 and 76/01).

(5) Unless otherwise specified by a separate acth® date of the entry into force of this Act,
the following regulations shall cease to have effec

1)
2)

3)

4)

Ordinance on the conditions and procedure for arguithe right to take a leave by
pregnant women or women who are breastfeedingdi@fiGazette 103/96),

Ordinance on the conditions and procedure for i@oguthe right to a break for
breastfeeding (Official Gazette 103/96)

Ordinance on the conditions and procedure for isioguthe right to work shorter
working hours for the purpose of taking care fochald who needs extra care and
attendance (Official Gazette 64/98)

Ordinance on the right of parents of children wsdrious developmental problems to
take a leave or to work one half of full-time wargihours in order to take care of the
child (Official Gazette 92/03)

(6) On the date of the entry into force of this Attte Ordinance on jobs not permitted for
women (Official Gazette 44/96) shall cease to heffect.

(7) Until the date of accession of the Republi€Cobatia to full membership of the European
Union, the Ordinance on the employment book (CdfiGazette 14/96) shall apply.

Article 299

(1) On the date of accession of the Republic ofaGaoto the European Union, the
employment book shall cease to be a public docuarahshall no longer be issued.

(2) The employer must, no later than within threenths from the date of accession of the
Republic of Croatia to full membership of the Eurap Union, return the employment book
to the employee.



140

(3) Before returning the employment book, an ausieor person of the employer shall cross
all spaces in the employee’s employment book tlaaemot been filled in, put his or her
signature and seal and make an appropriate enthgispace marked as “Notes”.

(4) An employer who, within the period of time nefsd to in paragraph 2 of this Article, is
not able to return to the employee his or her egmpknt book, shall forward the employment
book to the state administration office in the dguor in the City of Zagreb that is
responsible for labour affairs in the place of #raployee's permanent residence or, if the
employee's permanent residence is unknown, the agthhinistration office in the county or
in the City of Zagreb that is responsible for labatfairs in the place where the employment
book has been issued.

(5) The employment book returned to the employasyant to this Article may be used by
the employee for the purpose of providing evidengeroceedings with regard to establishing
rights that arise out of pension, health and unegympént insurance.

(6) All proceedings pertaining to the issuing of@anployment book, entering of data in an
employment book and replacing an employment boait tave not been definitely and
finally completed by the date of accession of tlepiblic of Croatia to full membership of
the European Union, shall be suspended by virtuthefoffice, and the employment book
shall be returned to the employee pursuant toAttisle.

Article 300

(1) On the date of the entry into force of this Attte Labour Act (Official Gazette 38/95,
54/95, 65/95, 102/98, 17/01, 82/01, 114/03, 1231@2/03 and 30/04, 68/05 - Decision of the
Constitutional Court of the Republic of Croatiapkltease to have effect.

(2) On 31 May 2010 the Act on Records Concerningoua (Official Gazette 34/91 and
26/93) shall cease to have effect.

Article 301

This Act shall be published in the Official Gaeetind shall enter into force on 1 January
2010, except for items 4, 5, 6 and 7 of Title X®flthis Act as well as Article 293, paragraph
1, items 34 to 48 of this Act that shall enter ifdce on the date of accession of the Republic
of Croatia to full membership of the European Union



