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clarification that in the notification of hiring of a citizen of Ukraine under Article
22(1) of that Special Act, the working hours may not be less than the hours stated in
the notification, and the remuneration not less than determined according to the rate
specified in the notification, increased proportionally if the number of working hours
increases. Therefore, in the notification, the entity hiring a citizen of Ukraine will be
required to state the number of working hours per week or per month and the
monthly or hourly rate of remuneration (previously there is no such a requirement).

The hiring entity will also have to state the number of people employed on
employment contracts and civil law contracts as of February 23, 2022, and as of the
date the notification is filed.

The current rules will continue to apply to notifications submitted before the
amendment to the Special Act comes into force.

An entity that hires a citizen of Ukraine but fails to comply with the notification
obligation between February 24, 2022 and fourteen days before the date on which
the amendment to the Special Act comes into force will be able to make this
notification within fourteen days from the date of entry into force of the amendment
to the Special Act. This only applies to an entity that hires a Ukrainian citizen and
registers that person with the Social Insurance Institution (ZUS) or the Agricultural
Social Insurance Fund (KRUS) due to them being hired.

 

On June 30, 2022 the Act amending the Special Act on granting Support to Citizens of Ukraine in connection
with the Armed Conflict in that Country and certain other acts, was published in the Journal of Laws of the
Republic of Poland. The amendments include:

Amendments to the Special Act to help Citizens of Ukraine

More on this topic can be found here:
https://dziennikustaw.gov.pl/DU/2022/1383 

The latest legislative proposal amending the Labor Code, regarding remote working and employee sobriety
checks, has been published on the Sejm website. According to the bill, it will enter into force after 14 days
from the date of publication.

The latest legislative proposal amending the Labor Code,
regarding remote working

https://dziennikustaw.gov.pl/DU/2022/1383


The parties to an employment contract may reach an arrangement regarding
working remotely when concluding the employment contract or during
employment.

Remote work may be also performed occasionally, at the employee's request
submitted on paper or in electronic form, but not for more than 24 days per calendar
year.

Rules regarding working remotely are to be specified in an agreement concluded
between the employer and the company trade union, and if there is more than one
trade union at the company - in an agreement between the employer and those
organizations.

If there is no company trade union at a given employer, the employer lays down
policies on working remotely in the regulations, after consultation with employee
representatives elected in accordance with the procedure established at that
employer.

More on this topic can be found here:
https://sejm.gov.pl/Sejm9.nsf/druk.xsp?nr=2335 

The Council of Ministers has proposed the minimum wage for 2023, which is to be:

Government’s proposal for the minimum wage in 2023

PLN 3383 from January 1, 2023, and PLN 3450 from July 1, 2023. The minimum wage
for 2022 is PLN 3010.

The minimum hourly rate will be: PLN 22.10 from January 1, 2023, and PLN 22.50
from July 1, 2023. The minimum hourly rate in 2022 is PLN 19.70.

The Social Dialogue Council is now working on the minimum wage and the minimum hourly rate. We will
provide an update on the minimum wage and the minimum hourly rate finally decided upon for 2023.

More on this topic can be found here:
https://www.gov.pl/web/rodzina/placa-minimalna-w-2023-roku-rzad-podjal-decyzje  

The selected elements of the proposed changes are as follows:

https://sejm.gov.pl/Sejm9.nsf/druk.xsp?nr=2335
https://www.gov.pl/web/rodzina/placa-minimalna-w-2023-roku-rzad-podjal-decyzje
https://www.gov.pl/web/rodzina/placa-minimalna-w-2023-roku-rzad-podjal-decyzje


An employer is required to state grounds for termination of an employment contract for
a definite period (currently - no such a requirement). Accordingly, the employer will
have to notify the establishment’s trade union organization representing the employee
about the intention to terminate the employment contract for a definite period, stating
the reason for termination. Under the proposal, the written form requirement for notice
has been retained.

An employee will be able to submit a request for a form of employment with more
predictable/secure working conditions, to which the employer will have to respond.
Compared to the proposal of February 4, 2022, the catalog of possible requests from the
employee in this regard is now open. In the previous version, the employee could only
request a change of the type of work and a change in the type of employment contract to
a contract for an indefinite period or full-time employment. Now, through the use of the
word "including", an employee will be able to request, for example, a departure from
shift work to fixed working hours every working day.

Caregiver leave - an employee will be able to apply for this leave no less than one day
before the start of the leave (in the previous version of the bill - three days before the
start of the leave). 

An employer will have more time to prepare for the start of flexible work arrangements
for an employee raising a child up to the age of eight. The employee will have to submit
the request at least twenty-one days before the planned start of the flexible work
arrangement. In the previous version this was fourteen days before the planned start of
the flexible work arrangement.

More on this topic can be found here:
https://legislacja.rcl.gov.pl/projekt/12356556/katalog/12855391#12855391 

The Government Legislation Centre has published a proposal of June 3, 2022, to implement the Work-Life
Balance Directive and the Directive on Transparent and Predictable Working Conditions in the EU into
Polish law. The latest version contains numerous changes to the proposal of February 4, 2022, but the
previous solutions have mainly been retained. Some are described below.

New proposals for amendments to the Labor Code
implementing the Work-Life Balance Directive and 
the Directive on Transparent and Predictable Working
Conditions in the EU

https://legislacja.rcl.gov.pl/projekt/12356556/katalog/12855391#12855391
https://legislacja.rcl.gov.pl/projekt/12356556/katalog/12855391#12855391


Remitters of social security payments can be classified as employing entities even when
the employer or entity contracting a service does not have an identification number (NIP
tax identification number, REGON registered business number).

PFR can issue a notice requiring a micro-enterprise or individual who is the employing
entity to make a statement declaring whether they are excluded from the Act on PPKs.

The scope of information that financial institutions disclose to employing entities
regarding instructions submitted by members of PPKs has been reduced.

It will be possible to conclude a PPK operation contract even fourteen days from the
time of employment.

There will now be uniform time schedules for the first and subsequent payments made
to the PPK. 

Changes in the Act on Employee Capital Plans (PPKs)

On 4 June 2022 amendments to the Act on PPKs came into force, and some of the changes implemented
include:

More on this topic can be found here:
https://dziennikustaw.gov.pl/DU/rok/2022/pozycja/1079

By mid-2026, the proportion of the underrepresented gender in listed companies in
European Union member states is to be at least 40 percent of non-executive directors, or
33 percent of all board director positions.

Directive on Improving the Gender Balance on Corporate
Boards
On June 7, 2022,the European Parliament and the Council reached an agreement on a proposal for a
Directive on Improving the Gender Balance among Non-executive Directors of Companies listed on Stock
Exchanges and Related Measures, proposed by the European Commission in 2012.

More on this topic can be found here:
https://ec.europa.eu/commission/presscorner/detail/en/IP_22_3478 

https://dziennikustaw.gov.pl/DU/rok/2022/pozycja/1079
https://ec.europa.eu/commission/presscorner/detail/en/IP_22_3478
https://ec.europa.eu/commission/presscorner/detail/en/IP_22_3478


Rzeczpospolita Ranking of Law Firms 2022

Our law firm was ranked second in the prestigious Rzeczpospolita ranking of law firms for labor law and
social security, and Daniel Książek PhD with Habilitation was named among the leaders (2nd place) in the
same category.

Our sincere thanks for another distinction!

More on this topic can be found here:
https://rankingi.rp.pl/kancelarie/baran-ksiazek-bigaj-kancelaria-prawna 

Reduction of PIT from 17% to 12%,

Increase in the tax-free amount to PLN 30 000,

Increase in the tax threshold to PLN 120 000,

Some health service contributions will be paid as part of income tax for businesses at a
flat rate, as a lump sum, or tax card,

The middle-class tax relief will be abolished,

From January 1, 2023 it will be possible to apply the tax-free amount in three remitters
(employers, clients, the Social Security Institution),

Annual PIT return deadlines will be uniform for all forms by April 30.

Tax Changes

Changes to tax law will take effect on July 1, 2022. The main changes introduced by the new regulations are:

More on this topic can be found here:
https://www.podatki.gov.pl/niskiepodatki/ 

https://rankingi.rp.pl/kancelarie/baran-ksiazek-bigaj-kancelaria-prawna
https://www.podatki.gov.pl/niskiepodatki/
https://www.podatki.gov.pl/niskiepodatki/
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Another BKB success in court

The District Court in Warsaw upheld a judgment in favor of a BKB client, dismissing the claim of an
employee seeking payment of a statutory bonus.

Facts:
One of the conditions for the payment of the bonus introduced by the employer was the
obligation to be employed as of December 31 in the year for which the bonus was to be
granted. According to the employer’s by-laws, in the event of termination of the
employment contract by the employee before that date, the employee was not entitled
to the bonus.

On their own initiative, the claimant terminated the contract with the employer before
December 31 of the year to which the claim for payment of the bonus was related.

The claimant was seeking payment of the bonus in proportion to the portion of the year
for which they were employed with the client.

The courts concurred with BKB's arguments, pointing out that:

Employers have considerable freedom in setting the conditions for granting bonuses,
and the only limitation is that they cannot violate generally applicable regulations such
as regulations on discrimination and company by-laws.

Employers may provide for disqualifying conditions in bonus regulations, due to which
the bonus is not due. Any disqualifying conditions must be objective and clearly defined.


