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EMPLOYEES’ REPRESENTATIVE(S) 
1 Is there at least one 

employee or an employees’ 
council to represent the 
interests of the staff to the 
management through regular 
meetings where labor issues 
are addressed? 

Documentation is available which 
demonstrates that a clearly identified, 
named employees’ representative(s) or 
an employees’ council representing the 
interests of the employees to the 
management is elected or in 
exceptional cases nominated by all 
employees and recognised by the 
management.  The election or 
nomination takes place in the ongoing 
year or production period and is 
communicated to all employees. The 
employees´ representative(s) shall be 
aware of his/her/their role and rights 
and be able to discuss complaints and 
suggestions with the management. 
Meetings between employees´ 
representative(s) and the management 
occur at accurate frequency. The 
dialogue taking place in such meetings 
is duly documented.  

For GRASP compliance, in addition to the local law, the farm 
shall have a representative or a form of representation when the 
farm has more than 1 employee (employee concept is defined 
in section 9.2 of the GRASP General Rules).  
Any producer with minimum of one (1) employee shall have 
a form of employees’ representation that can be applied to meet 
the GRASP requirements as indicated in the different control 
points with respect to the employees’ representative (ER).   
The ER or in alternative scenarios, the person (people) 
responsible for the system of representation shall be present 
during the assessment.  
  
This form or representation could take any form (could be a 
person, group of people, several temporally appointed people, 
etc.) as long as:  
• It is independent from management  
• It is decided by the employees  
• It is communicated to the employees  
• It is recognized by the employees  
 
The right to establish and join trade unions is attributable to 
people who perform gainful employment. Such right is mainly 
attributable to persons who work under civil law agreements and 
to natural persons who conduct non-agricultural business activity 
(so-called self-employed people), as well as to volunteers, 
trainees and other people who personally work without 
remuneration. 
What is more, employers who conduct business activity and 
employ over 50 people are obligated to comply with the 
obligation of informing employees, consulting and allowing them 
to appoint an employee council. 
 
Consultations 
Consultation is one of the crucial forms of employees' 
participation in establishing occupational health and safety at the 
workplace.  
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If there are no specified procedures for choosing a 
representative, it results in great freedom of selection (even if 
there are existing company trade union organizations, the choice 
is often made by all members of the personnel). 
 
It is recommended to develop selection procedures for choosing 
an employees' representative for purposes of consultations with 
the employer within the scope of working conditions.  
The procedure of choosing an employees' representative must 
be include at least: the criteria for acquiring active and passive 
voting right, principles and method of candidate selection, 
adopted mode and rules of voting (whether in writing, by 
acclamation, by secret ballot, open), rules of appointment of the 
returning committee, determination of majority (qualified, 
relative, absolute). According to GRASP requirements, voting 
must be open to the public.  
The procedure determining the rules for choosing an employees' 
representative must establish whether it may include people who 
are employed under a basis different than employment 
relationship. If we allow such people to participate in elections, 
the conditions for their participation must be established (e.g. a 
criterion of employment time at the employer's company can be 
applied in case of contracts for a fixed period) and it must be 
determined whether such people shall have an active or passive 
voting right. 
 
Employees' representatives may also submit requests for 
elimination or limitation of professional risk to the employer. In 
the case of submission of such requests, one should not limit 
themselves to issues listed in the Labor Code as examples for 
subjects of consultations. It is also crucial to discuss topics that 
have not been regulated so far in provisions of law and yet have 
a significant impact on employees' health, e.g. stress, alcohol 
abuse at work, psychotropic drugs and narcotics, problems and 
conflicts between employees and the managerial staff. 
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In terms of occupational health and safety, the employer is 
obligated, in particular, to consult especially the following with 
employees' representatives: 
1) changes in work organization and work place facilities, 
introduction of new technological processes and chemical 
substances and mixtures if they can pose a threat to employees' 
health or life, 
2) assessment of occupational risks present during performance 
of specific works and communicating such risk to the employees, 
3) creating OH&S services and entrusting performance of duties 
of such services to other people and choosing employees to 
provide first aid, as well as performing actions within the scope 
of fire protection and employee evacuation, 
4) assigning personal protection equipment and work clothes 
and footwear to employees. 
 
Apart from cooperating with the employer, the company trade 
union organization should try to establish rules for cooperation 
with the physician who exercises health care over the 
employees. One has to determine the entity that will gather 
summary information on employees' health (company trade 
union organization, social labor inspector, employees' 
representative) from the physician who exercises health care 
over the employees. Such information helps in early 
interventions at the employer's workplace and submitting 
applications for taking action to identify the causes and remove 
them.  
 
Communication 
A significant role is served by preparation of a communication 
system between employees and the trade union organization / 
employer within the scope of compliance with OH&S 
requirements. 
Exemplary communications channels should acknowledge: 
- the presentation method for the communication/contents – oral 
in case of direct contact, written) and problem-solving strategies 
for ongoing issues, 
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- whether and what types of information the employer will convey 
with regard to occupational health and safety 
- existence of information concerning actions taken in order to 
remove identified deficiencies. 
 
According to Polish legislation with regard to formation of 
occupational health and safety at work places, employees' 
representation is of two-channel nature. Regulations do not 
specify whether the employees' representative for occupational 
health and safety must be a member of the trade union. 
However, the legislator provides for certain priority of trade 
unions by entrusting them with the choice of the representative. 
Only when there is no trade union functioning at the work place, 
the choice is conducted through a procedure adopted by the 
workplace. 
 
The role of employees' representatives, particularly the nature of 
rights, undergoes changes at larger workplaces that employ over 
250 people. In this case, the employer is obligated to appoint an 
OH&S commission that comprises equally of representatives of 
the employer and the employees. 
 
When there is more than one trade union organization 
functioning at the workplace, it is recommended to reach an 
arrangement between the organizations to establish a common 
procedure and mutual choices with regard to employees' 
representatives. When the organizations that operate at the 
workplace are unable to reach an agreement, it is recommended 
to reach an agreement between as many organizations as 
possible. 
 
The employer is obligated to consult with employees or their 
representatives at least all matters connected with occupational 
health and safety. In the case when no trade unions, employee 
councils, OH&S commissions, or other forms of employees' 
representation function at the employer's company, it is 
recommended that the employer should allow the employees 
to appoint their representative.  
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It must be highlighted that the employees should freely decide 
on the form of representation. It is recommended that the 
employer should advise employees on their rights in such a 
way that they should be able to make a conscious decision. 
Employees have the right to refrain from appointing any 
representatives. 
 
If the employees decide not to appoint a representative, it is 
recommended that the employer should make the effort to 
ensure communication with employees and learn their opinions 
on matters that are important for them, e.g. through a 
questionnaire. 
 
In special situations, e.g. in case of a high turnover frequency, 
it is permitted that the employer can appoint an employees' 
representative. The representative's duty shall be to serve as a 
communication intermediary between employees and the 
management. It should be a sole person independent from the 
company management. The appointed employee should 
express their approval to serve the function of the employees' 
representative.  
 
Individual farmers: 
Individual farmers who run a farm, along with their relatives 
who always work with them at the said farm, have the right to 
create and establish trade unions of individual farmers. 
Farmers who intend to establish a trade union of individual 
farmers appoint a founding committee and adopt articles of 
association. The number of founding farmers of the trade union 
on the day of filing the articles of association for registration 
must not be less than 30 people, while in case of a union of 
farmers who have a place of residence in the same village – 10 
people. 
 
If, based on objective evidence (e.g. at least three various 
interviews with employees, it is possible to prove that the 
employer prevented employees from appointing their 
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representatives according to their will, such a situation shall be 
considered as infringement. 
 
Legal requirements: 
- Act dated 26 June 1974 - the Labor Code, Polish Journal of 
Laws dated 2020, item 1320 
- Act dated 23 May 1991 on trade unions, Polish Journal of Laws 
1991 no. 55 item 234 
- Act dated 7 April 2006 on informing and consulting matters with 
employees, Polish Journal of Laws dated 2006 no. 79 item 550 
- Act dated 7 April 1989 on trade unions of individual farmers. 
 
- Ustawa z dnia 7 kwietnia 1989 r. o związkach zawodowych 
rolników indywidualnych. 
 

COMPLAINT PROCEDURE 
2 Is there a complaint and 

suggestion procedure 
available and implemented in 
the company through which 
employees can make a 
complaint or suggestion? 

A complaint and suggestion procedure 
appropriate to the size of the company 
exists. The employees are regularly 
informed about its existence, 
complaints and suggestions can be 
made without being penalized and are 
discussed in meetings between the 
employees´ representative(s) and the 
management. The procedure specifies 
a time frame to answer complaints and 
suggestions and take corrective 
actions. Complaints, suggestions and 
follow-up solutions from the last 24 
months are documented. 

The procedure for submission of employees' complaints and 
suggestions must be documented. 
The employer is obligated to familiarize themselves with the 
employee complaint and address in accordance with the 
procedure. Examples of employee complaints may include: due 
or low wages incompliant with contractual arrangements; non-
compliance with agreed work time. 
 
An employee who thinks that their employer breaches the rights 
of employees shall be entitled to file a complaint to the National 
Labor Inspectorate. A written complaint can be sent by mail, fax, 
e-mail, or submitted personally at the inspectorate. The 
complaint should not be submitted anonymously. The labor 
inspector is obligated not to disclose information on the 
conducted inspection following the complaint, unless the person 
who filed the complaint shall give their written consent. 
 
 
Legal requirements: 
- Act dated 13 April 2007 on the National Labor Inspectorate, 
Polish Journal of Laws dated 2007 no. 89 item 589 

SELF-DECLARATION ON GOOD SOCIAL PRACTICES 
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3 Has a self-declaration on 

good social practice 
regarding human rights been 
signed by the management 
and the employees’ 
representative and has this 
been communicated to the 
employees?  

The management and the employees’ 
representative(s) have signed, 
displayed and put in practice a self-
declaration assuring good social 
practice and human rights of all 
employees. This declaration contains 
at least commitment to the ILO core 
labor conventions (ILO Conventions 
111 on discrimination, 138 and 182 on 
minimum age and child labor, 29 and 
105 on forced labor, 87 on freedom of 
association, 98 on the right to organize 
and collective bargaining, 100 on equal 
remuneration and 99 on minimum 
wage) and transparent and non-
discriminative hiring procedures and 
the complaint procedure. The self-
declaration states that the employees´ 
representative(s) can file complaints 
without personal sanctions. The 
employees have been informed about 
the self-declaration and it is revised at 
least every 3 years or whenever 
necessary. 
 

Subcontracted labor shall be included in the scope of GRASP 
and its obligations.  
 
The employer shall submit a written declaration regarding 
compliance with at least the core conventions of the International 
Labor Organization (ILO Convention no. 111 on discrimination in 
respect of employment and occupation, ILO Convention no. 138 
on minimum age for admission to employment, ILO Convention 
no. 182 on prohibition and immediate action against worst forms 
of child labor, ILO Convention no. 29 on forced labor, ILO 
Convention no. 105 on abolition of forced labor, ILO Convention 
no. 87 on freedom of association and protection of the right to 
organize, ILO Convention no. 98 on right to organize and 
collective bargaining, ILO Convention no. 100 on equal payment 
for 
working men and women for work of equal value, ILO 
Convention no. 99 on minimum wage fixing machinery in 
agriculture). The above-mentioned Conventions have been 
ratified by Poland; the Employer shall obligate in writing to 
comply with the applicable requirements of the Polish law, in 
particular with regulations regarding labor law and social 
insurance. 
 
National regulations do not allow disclosure of personal data to 
third parties. In order to conduct an audit at a subcontractor, an 
agreement should be concluded between the entity (agricultural 
holding) and the subcontractor (or the temporary employment 
agency) that would regulate the matter of an eventual audit. 
Workers of the subcontractor (temporary employment agency) 
should be invited to sign an authorization that will allow the 
auditor (agricultural holding) or a third party acting on their behalf 
(e.g. an auditing body) to view their documentation (the scope of 
such documents must be specifically determined). 
 
 
Legal requirements: 
- Act dated 26 June 1974 - the Labor Code, Polish Journal of 
Laws dated 2020, item 1320 
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- Conventions ratified by Poland 

ACCESS TO NATIONAL LABOR REGULATIONS 
4 Do the person responsible for 

the implementation of 
GRASP (RGSP) and the 
employees’ representative(s) 
have knowledge of or access 
to recent national labor 
regulations? 

The responsible person for the 
implementation of GRASP (RGSP) 
and the employees’ representative(s) 
have knowledge of or access to 
national regulations such as gross and 
minimum wages, working hours, trade 
union membership, anti-discrimination, 
child labor, labor contracts, holiday and 
maternity leave. Both the RGSP and 
the employees´ representative(s) know 
the essential points of working 
conditions in agriculture as formulated 
in the applicable GRASP National 
Interpretation Guidelines. 

In case the workers do not elect an employees’ representative, 
an alternative system shall be in place to provide for the role of 
the employees’ representative in this CP.  
 
The person responsible for the GRASP implementation and the 
persons who represent the employees shall have access to the 
current provisions of labor law.  
 
Information concerning the applicable regulations of labor law 
can be accessed, among others, through such sources like: 
Central Labor Protection Institute 
Chief Sanitary Inspector 
Ministry of Development, Labor and Technology 
 
The National Labor Inspectorate supervises and monitors 
compliance with regulations of labor law, OH&S rules, 
regulations concerning remuneration and other benefits, leaves, 
employing young and disabled workers, etc. 
Information on the National Labor Inspectorate can be found here: 
http://www.pip.gov.pl 
 

WORKING CONTRACTS 
5 Can valid copies of working 

contracts be shown for the 
employees? Are the working 
contracts compliant with 
applicable legislation and/or 
collective bargaining 
agreements and do they 
indicate at least full names, a 
job description, date of birth, 
date of entry, wage and the 
period of employment? Have 
they been signed by both the 
employee and the employer? 
 

For every employee, a contract can be 
shown to the assessor on request (on 
a sample basis). Both the employees 
as well as the employer have signed 
them. Records contain at least full 
names, nationality, job description, 
date of birth, the regular working time, 
wage and the period of employment 
(e.g. permanent, period or day laborer 
etc.) and for non-national employees 
their legal status and working permit. 
The contract does not show any 
contradiction to the self-declaration on 
good social practices. Records of the 

All employees shall be informed in 
writing and with comprehensible data about their employment 
conditions and its compliance with national legal requirements. 
 
According to the applicable regulations, employees can be 
employed under contracts of employment and, under certain 
conditions, on the basis of appointment, selection, delegation or 
cooperative contract of employment regulated by provisions of 
the Labor Code and separate regulations. 
 
The contract of employment should cover at least the following: 
parties thereof, its type, date of conclusion and working and 
payment conditions, particularly: 
1) type of work;  

http://www.pip.gov.pl/
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employees must be accessible for the 
last 24 months.  

2) place the work is performed at; 
3) remuneration for work reflecting the type of work, including 
indication of payment components; 
4) work time;  
5) date on which the work commences. 

The work can also be performed under civil law agreements 
(contract of mandate, contract for services, contract for specific 
work) regulated in the Civil Code. The factor which decides 
whether one deals with a relationship of employment 
commenced under a contract or employment or with rendering of 
services based on a civil law agreement is not the name of the 
agreement but the conditions in which the work is actually 
performed. According to the Labor Code, 
it is prohibited to replace a contract of employment with a civil 
law contract with the preservation of conditions concerning 
performance of work indicated in regulations of the labor law, i.e. 
performance of obligations of particular type subject to 
remuneration, in favor and under the supervision of the 
employer, at place and time indicated by the employer. 
Preservation of conditions respective to a contract of 
employment in a civil law contract, regardless its name, might 
lead to considering such a contract as a contract of employment. 
 
A civil law agreement can be, for instance, an agreement for 
help during harvest, provided for in Art. 91a section 1 of the act 
on social insurance of farmers.  
The agreement must be concluded prior to commencement of 
work by the helper. Is should also thoroughly specify the parties 
thereof, i.e. the farmer and the helper, by providing not only their 
names, surnames, and correspondence addresses, but also 
their identification numbers. It should also contain the 
specification of the place and date of conclusion and, ultimately, 
the signatures of parties thereof. The most important provisions 
of the agreement will include passages describing the duties of 
the farmer's helper (by specifying the harvest he or she has 
been employed for and the place and time periods he or she is 
to help with harvest) and the farmer's obligations (above all, the 
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range of remuneration payable to the helper and the method of 
payment). 
Actions that can be performed by the farmer's helper as part of 
an agreement for help during harvest are limited to: 
- gathering vegetables, fruit, hops, tobacco, herbs and medicinal 
plants, 
- removal of redundant plant parts, 
- classification and sorting of picked or gathered hops, fruit, 
vegetables, tobacco, herbs or medicinal plants, 
- performance of other activities in order to prepare hops, fruit, 
vegetables, tobacco, herbs or medicinal plants for 
transportation, storage or sales or connected with handling and 
quality improvement of the harvest. Prior to conclusion of an 
agreement for help during harvest, the farmer's helper makes a 
declaration regarding the number of days in a calendar year for 
which he or she helped with harvest of hops, fruit, vegetables, 
tobacco, herbs and medicinal plants under agreements for help 
during harvest concluded with other farmers. The total time of 
help provided during harvest of hops, fruit, vegetables, tobacco, 
herbs and medicinal plants under agreements for help during 
harvest concluded by one farmer's helper must not exceed 180 
days in a calendar year. 
One must bear in mind that the a/m agreement is solely used in 
the case of help during harvest and it does not cover other types 
of work that the farmer's helper could perform, e.g. animal 
breeding. The scope of such work is subject to different 
agreements. 
 
Farmers covered by social insurance scheme for farmers 
(KRUS) can also perform work based on an agreement for help 
during harvest (farmer's helper). 
 
In order to comply with the requirements that impose on the 
employer the obligation to keep information regarding the 
employee's date of birth, citizenship, or work permit, it is 
assumed that such data does not need to be included in the 
agreement. The employer, however, should prove that during 
the employment they verified the employee's date of birth or 
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citizenship in order to make sure whether he or she is subject to 
obligations connected with employment of a young employee or 
a foreigner. 
 
Note:  
It is also possible to employ temporary workers through 
temporary employment agencies. Temporary workers have the 
same rights as employees working under a contract of 
employment. However, they cannot be delegated to particularly 
dangerous work. 
 
In the case of using workers through a Temporary Employment 
Agency, it is recommended that the employer (user) should at 
least verify whether: 
- the entity has been registered in the National Employment 
Agency Register (KRAZ) KRAZ, 
- it holds a certificate issued by the competent Voivodeship 
Marshal that approves the entity to render services connected 
with temporary employment. 
 
The employer (user) should at least prove that they provided the 
Temporary Employment Agency with written information on 
remuneration for work the performance of which is to be 
entrusted to the temporary worker, and on internal regulations 
regarding remuneration applicable at the particular employer's 
(user's) company. What is more, the employer (user) should 
prove that the Temporary Employment Agency has been 
advised on the GRASP requirements and it agreed to comply 
with them. 
 
Moreover, it is recommended to ensure that the agreement with 
the Temporary Employment Agency has been concluded 
according to the intended purpose and does not constitute a 
form of subcontracting the realization of production or services, 
e.g. fruit packing. 
 
Employment of foreigners: 

http://stor.praca.gov.pl/portal/#/kraz/wyszukiwarka
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The applicable regulations regarding employment of foreigners 
in Poland distinguish foreigners who are citizens of the 
European Union or of other countries, providing for different 
regulations in each of these cases. 
In case of foreigners being citizens of the European Union, 
citizenship is the criterion which determines the scope of 
freedom to perform work in Poland. 
 
Citizens of other countries are entitled to work 
in Poland after they meet specific requirements, i.e. after they 
are granted a work permit. In some situations, a simplified 
procedure for granting a work permit is utilized, while in some 
cases the work permit is not required at all. 
 
Regulations concerning farmer insurance and benefits that 
farmers are entitled to also apply to the farmer's spouse, unless 
the spouse does not work at the farmer's farm or at the 
household that is directly connected to the said agricultural 
holding. 

The farmer or household member who, being subject to full 
insurance coverage for an uninterrupted period of at least 3 
years, commences non-agricultural business activity or starts a 
collaboration related to running such business activity shall still 
be subject to the said insurance during the period of conducting 
non-agricultural business activity or collaboration related to 
such business activity, under certain conditions specified in the 
act. 

What is more, when the farmer or household member 
commences non-agricultural work under a civil law contract, he 
or she shall be subject to farmers' social security scheme, 
provided that the revenue generated from such work in the 
monthly settlement does not exceed the amount equal to the 
minimum remuneration for work determined on the basis of 
separate regulations. 
 
Legal requirements: 
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- Act dated 26 June 1974 - the Labor Code, Polish Journal of 
Laws dated 2020, item 1320 
- Act dated 23 April 1964 - the Civil Code, Polish Journal of Laws 
dated 1964 no. 16 item 93 
- Act dated 20 December 1990 on social insurance of farmers 
- Act dated 9 July 2003 on employment of temporary employees, 
Polish Journal of Laws dated 2019, item 1563    
- Act dated 7 September 2007 on the Pole's Card, Polish Journal 
of Laws dated 2019, item 1598 
- Act dated on 15 June 2012 on effects of entrusting 
performance of work to foreigners who reside in the Republic of 
Poland illegally, Polish Journal of Laws dated 2012, item 769 
- Act dated 12 December 2013 on foreigners (Polish Journal of 
Laws dated 2020, item 35) 
- Ordinance of the Minister of Labor and Social Policy dated 29 
January 2009 on determination of situations when work permits 
for foreigners are issued regardless the detailed conditions of 
issuance of work permits for foreigners, Polish Journal of Laws 
dated 2019, item 154 
- Ordinance of the Minister of Interior dated 29 April 2014 on 
documents issued to foreigners, Polish Journal of Laws item 589 
with further amendments 
- Ordinance of the Minister of Labor and Social Policy dated 21 
April 2015 on cases when entrusting performance of work to 
foreigners in the Republic of Poland is permitted without the 
need for a work permit, Polish Journal of Laws dated 2018, item 
2273 
- Ordinance of the Minister of Family, Labor and Social Policy 
dated 7 December 2017 on issuing work permits for foreigners 
and registering a declaration in declarations registry on 
entrusting performance of work to a foreigner, Polish Journal of 
Laws item 2345 
- Ordinance of the Minister of Family, Labor and Social Policy 
dated 8 December 2017 on states that the citizens of which are 
subject to some regulations concerning permits for seasonal 
work and regulations regarding declarations on entrusting 
performance 
of work to foreigners, Polish Journal of Laws item 2349 
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- Ordinance of the Minister of Interior and Administration dated 
19 April 2019 on visas for foreigners, Polish Journal of Laws 
item 782 
- Act on employment of temporary employees, Polish Journal of 
Laws dated 2019, item 1563 
- Polish Journal of Laws dated 2004 no. 99 item 1001 - the Act 
dated 20 April 2004 on promotion of employment and labor 
market institutions 
 

PAYSLIPS 
6 Is there documented 

evidence indicating regular 
payment of salaries 
corresponding to the contract 
clause?  
 
 

The employer shows adequate 
documentation of the salary transfer 
(e.g. employee’s signature on pay slip, 
bank transfer). Employees sign or 
receive copies of pay slips / pay 
register that make the payment 
transparent and comprehensible for 
them. Regular payment of all 
employees during the last 24 months is 
documented. 

The method of payment transfer is diversified depending on the 
form of contract. 
 
In the case of a contract of employment, payments of 
remuneration are made at least once a month, on a fixed and 
predetermined date. Remuneration paid once a month – is paid 
in arrears, immediately after its amount is determined; however, 
not later than by the 10th day of the next calendar month. In the 
case of bank transfers, the date on which the remuneration was 
transferred is the date on which the amount was credited on the 
employee's account. If the payment of remuneration falls on a 
public holiday, then the remuneration shall be paid on a day 
preceding the public holiday. 
 
The remuneration is paid to the bank account indicated by the 
employee, unless the employee filed a written or electronic 
request for a direct payment in cash. 
 
In case of contracts for provision of services concluded under 
the Civil Code, the parties can freely determine the rules and 
deadline for payments of remuneration; However, payments of 
remuneration in the amount arising from the minimum hourly 
rate are paid in cash. In the case of contracts concluded for a 
period longer than 1 month, payments of remuneration in the 
amount arising from the minimum hourly rate must be paid at 
least once per month. 
Due to obvious differences between regulations of labor law 
regulating the situation of workers performing work under an 



–– GRASP Module - Interpretation for POLAND 16 / 25 –– 

Control Point Compliance Criteria Interpretation for Poland 
employment relationship and regulations of civil law referring to 
persons employed under civil agreements, it is recommended 
that business owners, in order to comply with the GRASP 
guidelines and rules governing remuneration for work, should 
pay remuneration to employees under civil agreements on 
conditions similar to those regarding employees working under a 
contract of employment. 
 
According to Polish law, the employer has no obligation to issue 
pay slips. Employers are obligated to provide the employee, 
upon their request, with access to the documentation on the 
basis of which the remuneration was calculated. In order to 
comply with GRASP requirements, pay slips must be issued to 
employees.  
 
In the case of trade, there also functions the notion of a barter 
agreement – it has not been regulated by law. It is usually 
employed for exchange of goods/services between business 
owners. It is possible to have a barter arrangement with a 
natural person. However, since a natural person who does not 
conduct business activity is unavailable to issue an invoice, the 
barter requires concluding a contract of mandate or a contract 
for specific work with a natural person. 
 
Legal requirements: 
- Act dated 26 June 1974 - the Labor Code, Polish Journal of 
Laws dated 2020, item 1320 
- Act dated 23 April 1964 - the Civil Code, Polish Journal of Laws 
dated 1964 no. 16 item 93  

WAGES 
7 Do pay slips / pay registers 

indicate the conformity of 
payment with at least legal 
regulations and/or collective 
bargaining agreements? 

Wages and overtime payment 
documented on the pay slips / pay 
registers indicate compliance with legal 
regulations (minimum wages) and/or 
collective bargaining agreements as 
specified in the GRASP National 
Interpretation Guideline. If payment is 
calculated per unit, employees shall be 

Remuneration paid to an employee employed under a contract 
of employment must not be lower than the value of minimum 
wages in a particular year. The value of minimum wages is 
connected with the value of minimum hourly rate, which applies 
to contracts of mandate and contracts for services that 
regulations on orders apply to.  
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able to gain at least the legal minimum 
wage (on average) within regular 
working hours. 
 

Starting from 01 January 2020, the value of minimum wages is 
PLN 2600 gross and from 01 January 2021 – PLN 2800 gross.  
 
From 01 January 2020, the value of minimum hourly rate is PLN 
17 gross and from 01 January 2021 – PLN 18.30 gross. 
 
Information on the currently applicable minimum wages can be 
found on the following website: www.gov.pl 
 
Overtime work is understood as work performed over the 
employee's standard work time as well as work performed over 
the extended daily work time arising from the system and work 
schedule imposed on the employee under the binding contract 
of employment. The number of overtime hours must not exceed 
150 hours in a calendar year for one particular employee. 
 Apart from standard remuneration, working overtime is subject 
to a bonus remuneration and its amount depends on the time 
that overtime work occurred at. The bonus to regular 
remuneration amounts: 
-100% of remuneration - for overtime work: at night, on Sundays 
and holidays that are not employee's work days, on a day-off 
granted to the employee for work on Sunday or holidays 
-50 % for overtime work on any other day. 
Upon the employee's request or under the employer's initiative, 
in exchange for overtime work, the employee might be granted a 
time off work. When the employee works on a day-off resulting 
from the work schedule, he or she shall be entitled to another 
day-off. 
 
The bonus for overtime work applies only to employees 
employed under a contract of employment. 

In case of contracts of mandate or contracts for a particular job 
performed by the party accepting an order or providing the 
services, the amount of remuneration should be specified in the 
contract in such a way that the amount of remuneration for every 
hour of performance of the order or provision of services is not 
lower than the minimum hourly rate. 
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The employer shall deduct an advance payment for tax 
purposes and shall transfer it to the tax office. The employee 
shall submit an annual tax declaration on the basis of which the 
tax office shall determine whether the advance payment has 
been collected correctly. If necessary, the employee shall pay 
the outstanding amount or receive a tax return. The settlement 
may be done electronically or on the basis of a written 
declaration submitted to the tax office. 
 
Due to obvious differences between regulations of labor law 
regulating the situation of workers performing work under an 
employment relationship and regulations of civil law referring to 
persons employed under civil agreements, it is recommended 
that business owners, in order to comply with the GRASP 
guidelines and rules governing remuneration for work, should 
pay remuneration to employees under civil agreements on 
conditions similar to those regarding employees who work under 
a contract of employment. 
 
Legal requirements: 
- Act dated 10 October 2002 on minimum remuneration for work, 
Polish Journal Laws 2002 no. 200 item 1679 
- Act dated 26 June 1974 - the Labor Code, Polish Journal of 
Laws dated 2020, item 1320 
- Act dated 23 April 1964 - the Civil Code, Polish Journal of Laws 
dated 1964 no. 16 item 93 
 

NON-EMPLOYMENT OF MINORS 
8 Do records indicate that no 

minors are employed at the 
company? 

Records indicate compliance with 
national legislation regarding minimum 
age of employment. If not covered by 
national legislation, children below the 
age of 15 are not employed. If children 
-as core family members- are working 
at the company, they are not engaged 
in work that is dangerous to their 
health and safety, jeopardizes their 

Children or young workers of company management shall be 
included in the GRASP assessment.  
  
For GRASP compliance, no young worker (between 15 and 18) 
shall work in any activity that is dangerous to their health and 
safety, jeopardizes their development or prevents them from 
finishing their compulsory school education.  
 
According to Polish law, it is prohibited to employ persons under 
the age of 15. Young workers, i.e. people who reached the age 
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development or prevents them from 
finishing their compulsory school 
education. 
 

of 15 but are younger than 18, may be employed for purposes of 
vocational preparation in form of apprenticeship concerning a 
specific job or in form of vocational education. Young workers 
can also be employed for purposes other than vocational 
preparation. The list of light work is to be determined by the 
employer after receiving the approval of an occupational 
medicine physician. The list must be approved by a relevant 
work inspector.  
Employing a young worker or a person under the age of 15 is 
subject to limitations arising from regulations of law. The daily 
work time of a young worker up to the age of 16 must not 
exceed 6 hours, while a young worker over 16 – 8 hours a day. 
Work time includes the full educational time resulting from the 
obligatory school syllabus and regardless of whether it takes 
place during or outside the working hours. 
 
Moreover, in situations when the daily work time of a young 
worker is longer than 4.5 hours, the employer must provide them 
with an uninterrupted break of 30 minutes which is included in 
their work time.  
 
Young workers must not be employed to work overtime and at 
night. Breaks from work of a young worker, covering the night 
period, should last uninterruptedly for not less than 14 hours. 
Every week, the young worker is entitled to at least 48 hours of 
uninterrupted rest, which must include Sunday. 
 
During winter break or summer vacations, the work time of a 
young worker must not exceed 7 hours a day and 35 hours a 
week. The daily work time of a young worker up to the age of 16, 
however, must not exceed 6 hours. 
 
One must not employ young workers for performance of work 
prohibited by the regulation. 
 
In case of young workers, OH&S requirements refer, among 
others, to the obligation of medical examinations (initial, periodic, 
check-ups). The employer is not obligated to provide them with 
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OH&S training within a scope identical as training for other 
employees, but the employer may do it. 
 
Legal requirements: 
- Ordinance of Council of Ministers dated 28 May 1996 on 
vocational preparation of young employees and their 
remuneration, Polish Journal of Laws 1996, no. 60 item 278 
- Ordinance of the Minister of National Education dated 15 
December 2010 on vocational apprenticeship, Polish Journal of 
Laws dated 2010 no. 244 item 1626 
-  
- Ordinance of the Council of Ministers dated 24 August 2004 on 
list of duties prohibited for young workers and on conditions for 
their employment for some of such duties, Polish Journal of 
Laws dated 2004, no. 200 item 2047 

ACCESS TO COMPULSORY SCHOOL EDUCATION 
9 Do the children of employees 

living on the company´s 
production/ handling sites  
have access to compulsory 
school education? 

There is documented evidence that 
children of employees at compulsory 
schooling age (according to national 
legislation) living on the company´s 
production/ handling sites have access 
to compulsory school education, either 
through provided transport to a public 
school or through on-site schooling. 

Compulsory education in Poland lasts until the end of primary 
school, not longer, however, than by the time the child is 18 
years old.  
 
The parent is to justify the absence of their child under 18 
according to the procedure adopted in internal school 
regulations (there is no obligation of submitting a doctor's leave, 
a simple request or application of one of the parents or a legal 
guardian should suffice). A student who reached their legal age 
is entitled to justify his or her absence from school on their own. 
 
Legal requirements: 
- Polish Journal of Laws dated 1991 no. 95 item 425, the Act on 
7 September 1991 on the education system. 
 
GRASP requires a verification whether there exists a record of 
number of persons living within the area of the farm. If any 
minors live at the farm, a list of such persons should be available 
specifying the name, surname, age, parents' names and the 
address. 
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TIME RECORDING SYSTEM 
10 Is there a time recording 

system that shows working 
time and overtime on a daily 
basis for the employees? 
 

There is a time recording system 
implemented appropriate to the size of 
the company that makes working 
hours and overtime transparent for 
both employees and employer on a 
daily basis. Working times of the 
employees during the last 24 months 
are documented. Records are regularly 
approved by the employees and 
accessible for the employees´ 
representative(s). 

Records are regularly approved by the employees and 
accessible for the employees´ representative(s)  
Farm management shall look for an alternative means 
of employees’ representation to avoid non-compliance in those 
CPCCs. The alternative means shall keep the objectivity, be 
decided, appointed or elected by the workers and keep the 
separation from the management.  
  
If a daily time recording system is not implemented (e.g. fixed 
contracts, fixed working hours, fixed monthly salary), alternative 
way(s) of recording working hours shall be available. Evidence 
and explanation shall be provided.  
 
The employer is obligated to keep records of employees' work 
time. The purpose of such records is to properly determine an 
employee's remuneration that he or she is entitled to, as well as 
to settle other work-related benefits. For every employee, the 
employer opens and keeps a timesheet that includes information 
regarding: 
a) the number of hours worked and the time work starts and 
ends at,  
b) the number of hours worked at night,, 
c) the number of worked overtime hours,  
d) days off, with specification of the reason they are granted for, 
e) number of stand-by hours and the time it starts and ends at, 
with specification of location the stand-by time is served at, 
f) the type and time of dismissals, 
g) the type and time of other justified absence from work, 
h) the time of unjustified absence from work, 
i) work time of an adolescent worker spent at work prohibited for 
adolescents and the performance of which is permitted for 
purposes of professional preparation, and 
documents related to: 
• application of the task-oriented work schedule, 
• arrangement with the employee with regard to granting 

another day-off in exchange for work performed on a public 
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holiday due to the work schedule in a standard five-day 
week, 

• overtime work or preparedness to work outside standard 
working hours. 

 
Evidencing work time with attendance lists, clock cards, or other 
systems does not stand for keeping records of work time. The 
obligation to keep work time records is imposed on the employer 
even if they employ only one person. 
 
In case of persons working under a contract of mandate, 
solutions must be implemented to allow approval of the number 
of hours of the performed order in a particular month. 

In order to meet the GRASP requirements, it is recommended to 
keep daily attendance lists for persons employed under a 
contract of mandate to specify the total number of hours that the 
contractor or farmer assistant worked for. The list should be 
signed both by the employee and the employer. 

Legal requirements: 
- Ordinance of the Minister of Labor and Social Policy dated 28 
May 1996 on the scope of employers' management of 
documentation regarding contracts of employment and methods 
of keeping employees' personal files, Polish Journal of Laws 
1996 no, 
62 item 286 
- Ordinance of the Minister of Family, Labor and Social Policy 
dated 10 December 2018 on employee documentation, Polish 
Journal of Laws dated 2018 item 2369 
- Act dated 10 October 2002 on minimum remuneration for work, 
Polish Journal Laws 2002 no. 200 item 1679 

WORKING HOURS AND BREAKS 
11 Do working hours and breaks 

documented in the time 
records comply with applicant 
legislation and/or collective 
bargaining agreements? 

Documented working hours, breaks 
and rest days are in line with applicant 
legislation and/or collective bargaining 
agreements. If not regulated more 
strictly by legislation, records indicate 

For GRASP compliance, even when permitted by the law, the 
total number of hours, including overtime and ordinary, SHALL 
NOT exceed 60 hours per week in any week of the year. 
This shall be checked by auditor.  
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that regular weekly working hours do 
not exceed a maximum of 48 hours, 
during peak season (harvest), weekly 
working time does not exceed a 
maximum of 60 hours. Rest 
breaks/days are also guaranteed 
during peak season. 

Working time must not exceed 8 hours per day and 40 hours in 
the average five-day working week in the assumed settlement 
period. Due to the nature of work in the agriculture industry, work 
on Sundays is permitted. 
 
Regulations of national law provide for various work time 
systems that, due to the circumstances they refer to, may differ 
from the general work time system. 
 
The general settlement period is 4 months. However, in 
agriculture and animal breeding, it may be extended to 6 
months.  
 
If an employee works at least 6 hours during the day, he or she 
is entitled to a 15-minute break. Such a break is counted 
towards the employee's work time. The employer might 
implement one break during work, of duration not longer than 60 
minutes. Such a break must be intended for the employee's 
meal or private errands. The lunch break or a break for private 
errands is voluntary. It means that the employer is not obligated 
to implement it. The employer does not pay for such breaks. Is 
shall also not count towards the employee's work time. 
Moreover, the employer should bear in mind the influence of 
temperature on working conditions and, depending on its impact 
on human life and health, implement additional breaks and 
provide drinks (it mainly refers to work during summer, at high 
temperatures). 
 
Every day, the employee is entitled to at least 11 hours of 
uninterrupted rest.  
Employees are also entitled to at least 35 hours of uninterrupted 
rest every week, which covers at least 11 hours of uninterrupted 
daily rest. 
 
The weekly rest should fall on Sunday. Sunday includes 24 
subsequent hours, starting from 6:00 am in a particular week, 
unless the employer determined a different hour. However, in 
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situations that allow work on Sunday, the said rest may fall on a 
day other than Sunday. 
 
Currently, domestic law has not regulated the matter of work 
time of persons employed under civil law contracts. By the time 
such regulations come into force, it is recommended that 
entrepreneurs should, in order to comply with GRASP guidelines 
and respect the rule of eight hours of work a day and 40 hours 
on average during a five-day week, contract work to people 
employed under civil agreements in a way allowing completion 
of such work during a time period that will not exceed the above-
mentioned standards. Compliance with this principle should 
result in providing all workers with proper breaks for rest, 
particularly in the case of works performed in harsh conditions. 
 
It is recommended that the issues of work time should be 
considered through the prism of providing all employees, 
regardless the form of employment, with safe and hygienic 
working conditions. Long working hours may lead to exhaustion 
and accidents at work. Thus, effort should be made to ensure 
that employees can rest. Providing short breaks, especially in 
harsh, dangerous or monotonous working conditions, 
guaranteed breaks for lunch and sleep constitutes the necessary 
minimum to ensure safe working conditions. The employee 
should have the possibility to rest for one day a week.  
 
 
Legal requirements: 
- Act dated 26 June 1974 – Labor Code, Polish Journal of Laws 
1974 no. 24 item 141 (Art.128-151) 

ONLY APPLICABLE FOR PRODUCER GROUPS 
INTEGRATION INTO QMS 
QMS Does the assessment of the 

Quality Management System 
(QMS) of the producer group 
show evidence of the correct 
implementation of GRASP for 

The assessment of the Quality 
Management System of the producer 
group demonstrates that GRASP is 
correctly implemented and internally 
assessed. Non-compliances are 
identified and corrective actions are 

This control point normally has no Interpretation, as it connects 
the GRASP requirements to the GLOBALG.A.P. Option 2 groups. 
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all participating producer 
group members? 

taken to enable compliance of all 
participating producer group members. 

ADDITIONAL SOCIAL BENEFITS 
R 1 What other forms of social 

benefit does the company 
offer to employees, their 
families and/or the 
community?  
Please specify incentives for 
good and safe working 
performance, bonus 
payment, support of 
professional development, 
social benefits, child care, 
improvement of social 
surroundings etc.). 
 

 Common additional employee benefits: 
- Meal co-financing 
- Transport co-financing 
- Accommodation co-financing 
- Private medical care co-financing 
- Language lessons co-financing 
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