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The main aim of this change is to set a time limit for the notification of changes made to the terms and
conditions of employment, where the terms and conditions of employment have already been notified to the
employee. This provision transposes Article 6 of the Directive and is essentially intended to ensure that the
notification in question takes place before the original change comes into force, but which for objective
reasons had to be changed again. The amendment also states that such notification must, in addition to

being timely, be in writing.

There will also be exceptions to this obligation for the employer if the employer refers only to the relevant
provision of the Labour Code that has been amended (e.g. the amendment of the Labour Code would
change the amount of leave from the current 4 weeks to 6 weeks, but this change would remain in the same
provision of the Labour Code as it was before the amendment).

Text in force until 31 October 2022

The provision in question has so far been absent
from the Labour Code. It has been introduced by
this amendment to reflect the newly introduced
institutions of extended information obligation and
change of working conditions due to posting to
perform work in another Member State of the
European Union.
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Version effective from 1 November
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(New) § 54c - Change in notified terms and
conditions of employment

The employer is obliged to provide the employee
with written information on the changed terms and
conditions of employment referred to in Section
47a(1) of the Labour Code and on the changed
data referred to in Sections 44a(2) and 54b(2) of
the Labour Code without undue delay, but no later
than on the day the change comes into effect; this
does not apply if the change consists only in a
change to the legal regulation or collective
agreement to which the written information refers.
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WHAT WILL THESE CHANGES BRING TO YOUR PRACTICE?

In the context of this change in the legislation, it will not be necessary to make any special amendments or
additions to the employer's existing employment contracts. However, it is important to note that the new
legislation will apply equally not only to new employees, but also to employees in existing employment
relationships with the employer.

In the context of this new legislation, it is essential that in the case of new employees, the employer should
also bear this rule in mind, i.e. that when it is necessary to make changes to the already notified terms and
conditions of employment, or changes to the already notified data, the employer should inform the employee
of these changes in writing at the latest on the day on which these changes are to come into effect.

Although this may at first sight appear to be an obvious procedure which employers should follow as a
standard, past practice has shown that this has not been the case and employees have often worked under
changed working conditions of which they have had no written confirmation. The new legislation is intended
to change this unfortunate practice of employers and thus encourage them to apply greater transparency to
the conditions of work in the workplace.

twobirds.com

Abu Dhabi e Amsterdam e Beijing e Bratislava e Brussels e Budapest e Casablanca e Copenhagen

e Dubai e Dublin e Dusseldorf e Frankfurt ¢ The Hague ¢ Hamburg e Helsinki ¢ Hong Kong e London
e Luxembourg e Lyon e Madrid e Milan e Munich e Paris e Prague ¢ Rome e San Francisco e Shanghai
e Singapore e Stockholm e Sydney e Warsaw

The information given in this document concerning technical legal or professional subject matter is for guidance only and does not constitute legal or
professional advice. Always consult a suitably qualified lawyer on any specific legal problem or matter. Bird & Bird assumes no responsibility for such
information contained in this document and disclaims all liability in respect of such information.

This document is confidential. Bird & Bird is, unless otherwise stated, the owner of copyright of this document and its contents. No part of this
document may be published, distributed, extracted, re-utilised, or reproduced in any material form.

Bird & Bird is an international legal practice comprising Bird & Bird LLP and its affiliated and associated businesses.

Bird & Bird LLP is a limited liability partnership, registered in England and Wales with registered number OC340318 and is authorised and regulated by
the Solicitors Regulation Authority (SRA) with SRA 1D497264. Its registered office and principal place of business is at 12 New Fetter Lane, London
EC4A 1JP. A list of members of Bird & Bird LLP and of any non-members who are designated as partners, and of their respective professional
qualifications, is open to inspection at that address.



