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1 INTRODUCTION

The Digital, Innovation and Green Technology Project (DIG-IT) is being prepared under the World Bank’s
Environmental and Social Framework (ESF). The Labour Management Procedures (LMP) sets out the
Project’s approach to meeting national requirements as well as the objectives of the World Bank’s
Environmental and Social Framework, specifically objectives of Environmental and Social Standard:
Labour and Working Conditions (ESS2).

The project development objective is to advance research and innovation with a digital and green focus
through enhancing institutional infrastructure and research performance of research organizations and
firms.

The Project consists of two (2) components and four (4) subcomponents:

Component 1: Enabling institutional conditions for digital and green research and innovation

Subcomponent 1.1: Strengthening the institutional infrastructure for research and innovation policy
e Capacity development for design, implementation, and M&E of research and innovation

programs
e Institutional support for performance-based funding reform in research organizations
e Financing for selected research and technology infrastructure projects

Subcomponent 1.2: Strengthening effectiveness of research and innovation financing
e Funding to enhance the effectiveness of the program mix
e Online diagnostic and technology scouting
e Professionalization of research centers

Component 2: Programs for digital and green research and innovation

Subcomponent 2.1: Pre-commercial digital and green R&D support
e Grants for pre-commercial digital and green R&D

e Challenge program

Subcomponent 2.2: Synergies program
e Synergies program

Component 1 provides technical assistance and financing to strengthen institutional capacities for RDI
support, address gaps in green and digital technology adoption and industry-science collaboration,
support the professionalization of research centres, and improve the research and technology
infrastructure.

Component 2 provides sub-financing to cover the gaps in the program mix, as well as to improve the
targeting of research and innovation support to digital and green technology.



2 OVERVIEW OF LABOR USE ON THE PROJECT

2.1 Number and characteristics of project workers

ESS2 categorizes project workers into the following categories: direct workers, contracted workers,
community workers, and primary supply workers. ESS2 applies to project workers including full-time, part-
time, temporary, seasonal and foreign workers. Under this project all the categories of project workers
will be engaged, except the community workers.

These procedures elaborate how the project workers will be managed, in accordance with the
requirements of national legislation and ESS2. The procedures will address the way in which this ESS will
apply to different categories of project workers, and sets out the requirements for third parties to manage
their workers.

The LMP applies to all project workers in the following manner:

— People employed or engaged directly to work specifically in relation to the project (direct
workers);

— People employed or engaged through third parties to perform work related to core function of
the project, regardless of location (contracted workers);

— People employed or engaged by the primary suppliers (primary supply workers).

Project workers include the Ministry of Science (MSE) staff, consultants, and contracted /subcontracted
workers. The project footprint is relatively small and does not entail a significant amount of labour, as the
interventions, reconstruction and rehabilitation works will be small to medium scale, except possible
larger construction works under Subcomponent 1.1. (research and technological infrastructure projects)
so it is unlikely that a large number of workers would be needed. The project will unlikely source goods or
materials from a single supplier on an on-going basis and thus primary supply workers will most likely not
be relevant under the project. Project activities will not require the hiring of community workers.

As currently envisioned, the project will be implemented by MSE and Croatian Science Foundation (CSF)
staff who are civil servants and who will remain subject to the terms and conditions of their existing public
sector employment agreements.

Institutional capacity strengthening will be done through hiring different consultants to perform
specialized tasks. These consultants would be part of PIU and paid through the loan funds. The project
will also deploy contractors and very likely subcontractors for construction and reconstruction works, but
the number of workers to be contracted/subcontracted is not known yet.

Direct Workers

Direct Workers include MSE civil servants, PIU staff, and PIU consultants. The PIU will be established within
the MSE.



MSE staff who are working on the project will remain civil servants and therefore subject to the terms and
conditions of their existing public sector employment agreements. Additional staff and consultants will be
hired for institutional capacity strengthening to perform specialized tasks at the PIU.

The PIU will comprise of the following consultants and bodies:
- Project Management Team

project manager

procurement specialist

financial management specialist
expert for monitoring and evaluation

O O O O O

expert for communication and citizen engagement
o) environmental and social experts
- Design and Implementation Team

- Help Desk Team

- Horizon Europe Unit Team

- M&E Policy Analysis Unit Team

- Performance based Funding Team

PIU staff who are not civil servants will be subject to the terms of reference and their individual contracts
of employment, including the duration of their contracts. Consultants for each of the PIU bodies will be
hired based on organization and project activity needs.

Contracted Workers

These are workers of third parties hired to deliver primary functions of the project. This will mainly be
workers of the contractors hired in relation to the civil works. For larger construction projects
subcontractors will be engaged to carry out some aspects of the work. The number of workers is expected
to vary depending on the works requirements at each site.

The contractor must perform and ensure work, as well as hire workers related to the core function of the
project. Such functions of a project constitute those production and/or service processes essential for a
specific project activity or activities without which the project cannot continue.

The contractor will be responsible for the performance and management of contracted workers, ensuring
that appropriate skillsets are available, such as social and environmental expertise, horticultural
engineers, masons, carpenters, tilers, plumbers, electricians as well as a construction site coordinator
responsible for safety standards (among others) according to legal requirements and in line with the
provisions of ESS 2 and the national legislation.

Contracted and subcontracted workers will have access to a grievance mechanism described afterward.
At this stage the exact number of workers is not known, and it will be known when implementation of
subprojects begins.

Primary supply workers



Primary supply workers are those that work for companies involved in the provision of construction
materials for civil works. These will be engaged by third parties, such as the contractors or sub-contractors
under the project. The contractor will be responsible to ensure that the principles of labour management,
including prohibition of child labour and access to a grievance redress mechanism for these workers is in
line with local legislation and the ESS 2. Also, these workers will have access to the main project GRM.

Foreign Workers

Given the current shortage of workers in the construction sector, foreign workers (either domestic or
international) might be deployed to work on the project. Contractors may engage foreign workers subject
to meeting national requirements for work permits or work registration certificates.

A residence permit based on employment is a specific permit, which provides temporary residence and
allows one to work for a specific Croatian company in Croatia. Any person who is not a Croatian citizen
(does not have Croatian citizenship) is considered a foreigner.

3 ASSESSMENT OF KEY POTENTIAL LABOR RISKS

Project activities do not involve activities that have a high potential for harming people or the
environment.

Civil works under this project are expected under Subcomponent 1.1. and Component 2. The contractor
might engage subcontractors to carry out some aspects of the work.

Many workers will be exposed to occupational health and safety hazards, primarily including but not
limited to:

— Working at heights;

— Electrocutions and Electrical works;

— Traffic accidents;

— Lifting of heavy structures;

— Accidents with exposed rebars;

— Exposure to construction airborne agents (dust, etc.);

— Ergonomic hazards during construction;

— Vibration of heavy construction equipment;

— Use of rotating and moving equipment;

— Lack of workers’ awareness on occupational health and safety requirements such as the use of
personal protective equipment (PPE) and safe workplace practices;

— Exposure to hazardous substances (e.g. paints, varnishes, asbestos);

— Working with heavy and dangerous machinery;

— Working around pits, ditches, stacked materials, traffic, loading and unloading, etc.;

— Extreme wheatear conditions (heavy rain, storms, heat stress and UV exposure)

— COVID-19 risk;

—  SEA/SH risks.



Site personnel may experience heat stress (heat rush, cramps, heat exhaustion, heat stroke, etc) due to a
combination of elevated ambient temperatures and the concurrent use of PPE. This will largely depend
on the type of work and the time of year. Over exposure to UV radiation in sunlight can result in sunburn
to exposed skin. This risk can be mitigated by the execution of works in a way to avoid heavy works at
open spaces during sun peak. Storms, strong wind, and other extreme weather condition pose a risk. Limit
working in extreme weather conditions is a way of risk mitigation, in addition to the adequate PPE.

There is potential of occurrence of asbestos during the preparatory works before construction (e.g.
removal of old sewer pipes). If asbestos is found, Asbestos Removal and Management Plan will be
prepared adhering to national legislation, WB EHSG and GIIP, subject to WB approval.

During construction, the presence of non-local construction workers could have some negative impacts
on the local population, if not properly managed. The presence of non-local workers could lead to sexual
exploitation and abuse and sexual harassment within the community. In addition, the presence of a non-
local construction workers to the area can create concern among local residents. The Contractor will be
required to prepare and enforce a Code of Conduct for Workers and GRM project mechanism is available.
As such, negative impacts relating to the presence of non-local and migrant workers within the community
are unlikely to occur.

All contractors will be required to have a written contract with their workers materially consistent with
objectives of ESS2.

The working conditions and terms of employment of foreign workers should be the same or substantially
equivalent to those of non-foreign project workers performing the same type of work. This applies to
foreign project workers employed or engaged directly by the Borrower or through a third party.

Conditions for the residence and work of third-country citizens in the Republic of Croatia are governed by
the provisions of the Foreigners Act (OG 133/20, 114/22, 151/22) and the Ordinance on the residence of
citizens of third countries in the Republic of Croatia (OG 20/22). From January 1, 2021 there is no limit to
the number of foreign workers that can be hired within Croatia. If a Croatian employer want to hire a non-
EU national, then they must request permission from the state employment agency - Croatian
Employment Service, before they can request a work and residence permit for a foreign worker. Croatian
Employment Service will perform a labor market test to determine if they will grant the company
permission to hire the foreigner (deadline for labor market test is 15 days from the date the employer
requested permission). The labor market test should confirm that there are no unemployed Croatian or
other EU/EEA citizens who meet the employer’s requirements.

Exemption from the labor market test:

- Deficient occupations (in Croatia a large share of deficient occupations are related to construction
sector and tourism)

- Extension of the work permit for the same employer and the same third-country national

- Seasonal employment of third-country nationals in agriculture, forestry, catering and tourism (for
up to 90 days during one calendar year)



- Groups listed inthe Article 110 of the Foreigners Act (key staff in companies, EU blue card, persons
transferred within the company, etc.)

In both cases employers must issue a positive opinion which checks, for example, whether they have paid
all obligations to workers and the state, whether they violate labor market rules and whether they have
at least one third of domestic workers employed.?.

No instances of child or forced labour are likely to happen under the project as legislation on employment
and labour are fully harmonized with the International Labour Organization (ILO) conventions (particularly
ILO Forced Labour Convention No. 29 ratified by the Republic of Croatia) and the European Union
Directives inclusive of convention on forced labour and convention on elimination of child labour and
protection of children and young persons. Therefore, persons under the age of 18 will not be employed
under the Project.

The Republic of Croatia as an EU Member State, but also as a member state of the ILO since 1992, must
ensure that all acts and regulations related to social dialogue/tripartite consultations; employment and
labor (inclusive of elimination of forced and child labor); equality of opportunity and treatment; collective
bargaining; grievance redress and labor dispute settlement; sustainable social security system, freedom
of association; etc., are in compliance with International Labor Standards. International labor standards
and directives as well as national acts, regulations and directives are enforced well in Croatia.

According to the 2022 Country Reports on Human Rights Practices on Croatia by US Department of State,
the chapter on Acceptable Conditions of Work states that: the Government of Croatia effectively enforced
wage and hour laws, inspection was sufficient to enforce compliance, and penalties were commensurate
with those for similar violations. Penalties were regularly applied against violators. Minimum wage was
slightly above official poverty income level. The law limits overtime to 10 hours per week and 180 hours
annually. The government set health and safety standards to harmonize with EU laws and regulations.
Responsibility for identifying unsafe situations remains with occupational safety and health experts and
not the worker.

4 BRIEF OVERVIEW OF LABOR LEGISLATION: TERMS AND CONDITIONS

Based on the due diligence done, the national legislation meets objectives, requirements, and
prescriptions of ESS2 on Working Conditions and Management of Workers Relationships and on
Protecting the Workforce and Occupational Health and Safety (OHS issues and grievance mechanism).

In the Republic of Croatia, fundamental obligations and rights arising from employment relationships are
stipulated by the Article 7 of the Labor Act (OG 93/14, 127/17, 98/19, 151/22). This Article defines that
the employer shall be obliged to ensure work for an employed worker and pay remuneration for the work
performed, and the worker shall be obliged to complete the work following the instructions provided by
the employer in line with the nature and type of work. Furthermore, according to paragraph 2, the
employer shall be entitled to determine the place and the manner of performing the work and shall
respect the workers’ rights and dignity. Paragraph 3 outlines that the employer shall be obliged to ensure

1The afore-mentioned conditions must be fulfilled throughout the whole period of residence of the third-country national in the
Republic of Croatia.



safe working conditions with no detrimental effects on the health of the worker, following a special law
and other regulations.

Working hours

The Labour Act in chapter 8 defines the working time, starting with the definition of working time (Article
60), while Article 61 stipulates that full-time work shall not exceed 40 hours a week. Articles 66 and 67
define the flexibility of working time. Thus, the duration of workers’ working time may be evenly or
unevenly distributed over days, weeks, or months. Therefore, where working time is unevenly distributed,
its duration may in one period be longer than full-time work or part-time work, and shorter in another.
Laws and regulations define the patterns of working time, collective agreement, agreement between the
works council and the employer, working rules, or employment contract.

Rest breaks

Rest breaks and vacations are also defined by Labour Act. Daily break is defined by the Articles 73 and 74,
while Article 75 regulates a weekly break period. According to these Articles the worker who works at
least six hours a day is entitled to a daily period of rest (a break) of a minimum of 30 minutes. The part-
time worker or two or more employers with total daily working hours at all employers of at least 6 or 4.5
hours is entitled to a break at each employer proportionate to their contracted part-time work. The rest
period is counted in working time. The worker is entitled to a minimum daily rest period of 12 consecutive
hours per 24-hour period; a weekly minimum uninterrupted rest period of 24 hours plus the hours of
regular rest; and the minor is entitled to a weekly minimum continuous rest period of 48 hours. The rest
must be used by the worker on Sundays or the day before or day after Sunday.

Where the worker is not in a position to use the rest period as previously mentioned, he or she must be
afforded equivalent periods of compensatory weekly rest right after his working time with no weekly rest,
or with a shorter period of rest. As an exception, the shift workers or workers who due to objective reasons
or organization of work cannot use the rest period must be afforded a weekly minimum uninterrupted
rest period of 24 hours, without counting the daily rest. Remuneration and compensation are regulated
by Article 90-97 of the Labour Act. According to Article 90, the employer is obliged to calculate and pay
remuneration to the worker in the amount provided through law, collective agreement, working
regulations, or employment contract. The Article 91 regulates equal pay for women and men, while the
Article 94 stipulates that the worker has a right to an increased remuneration for arduous working
conditions, overtime and night work, and for work on Sundays, holidays, and on other days that are not
working days according to the law.

Non-discrimination

The Labour Act in Article 7 in paragraph 4 prohibits any direct or indirect discrimination in the area of
labour and working conditions, including the selection criteria and requirements for employment,
advance in employment, professional guidance, education, training, and retraining. The employer is also
obliged to protect the workers’ dignity during the work in case of acts, uncalled for and contrary to the
Labour Act and special legal provisions, of superiors, collaborators, and persons with whom the worker
contacts regularly while performing his tasks. The Articles 31-32 define prohibition of discrimination of
pregnant workers, women who have recently given birth or are breastfeeding, while the Article 39 vetoes
discrimination regards advance in employment or the exercise of other rights. Some other forms of



discrimination are any not allowed by the Labour Act: prohibition of discrimination of the members of the
works council (the Article 157-158); and discrimination on the ground of membership or non-membership
in an association or participation or non-participation in various activities (the Article 166).

Information disclosure

Regarding the demands on information and documentation, the Labour Act in Article 8 prescribes that
before the worker starts working, the employer shall be obliged to enable the worker to acquaint himself
with the employment-related regulations and inform the worker about the organization of work as well
as health and safety protection at work. Furthermore, the rules on safety and health at work, collective
agreements, and working regulations must appropriately be made available to the workers?

Freedom of Association and Collective Bargaining

The right to organize is set by the Constitution (Article 43 and 60), the Labour Act, ILO Conventions No 98
and 87, and other international treaties to which the Republic of Croatia is a party. All employees, except
active military staff, have the right to establish and join trade unions. According to the Article 165 of the
Labour Act, workers have the right, according to their own free choice, to establish and join a trade union,
subject to only such requirements which may be prescribed by the statute or internal rules of this trade
union. Article 186 explains the prohibition of discrimination on the ground of membership in a trade union
or participation in trade union activities. The Labour Act, in many articles, stresses the importance of
regular and timely payment of salaries and wages as well as social contributions. The prohibition of child
labour and stipulated minimum age for work (paragraphs 17 and 18 of the ESF) are fully incorporated in
Croatian legislation, particularly in the Labour Act. In the same way, Article 122 of the Labour Act
determines the minimum notice period from two weeks to three months, depending on the duration of
tenure with the same employer.

Worker’s organization

Workplace representation in Croatia is provided both through trade unions and works councils, although
if no works council has been set up, the union representative can take on almost all its duties and
responsibilities. The Labour Act in Article 192 stipulates:

(1) A collective agreement shall regulate the rights and obligations of the parties to the agreement. It may
also contain legal rules governing the conclusion, contents, and termination of employment, social security
issues, and other issues arising from or related to employment

(2) The legal rules contained in a collective agreement shall be directly applicable and binding on all
persons who are subject to the collective agreement, following the provisions of this Act.

(3) A collective agreement may contain rules related to the composition and methods of work of the bodies
authorized for amicable collective labour dispute resolution.

2 For further information on safety and health at work in the Republic of Croatia, see Occupational Health and Safety chapter.
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(4) Rights that are not prescribed by Law, that is, material rights from Article 90a, Paragraph 1, Point 1 of
Law, can be agreed upon in a collective agreement to a greater extent for the members of the trade union
who negotiated the collective agreement.?

(5) The total amount of material rights referred to in paragraph 4 of this article may not be agreed on an
annual basis for more than twice the average annual union membership fee of the unions that negotiated
the collective agreement.

(6) The rights from paragraph 4 of this article are exercised by those members of the trade union about
whom the trade union has informed the employer.

The Act on Representativeness of Employers’ Associations and Trade Unions (OG 93/14, 26/15) in Article
25 defines Parties to collective agreement. Parties to a collective agreement may be on the trade union
side, one or more trade unions that have the representative status following this Act. Parties to a collective
agreement may be on the trade union side, the unions that are represented in the negotiating committee.
Unions are free to operate at the workplace and, according to the Labour Act, they have “the right to
promote the rights and interests of trade union members in respect of their relations with the employer”.
This can be done either through external union officials or through union representatives who are also
employees of the organization. In practice, as only ten individuals are required to set up a union and
because there are a large number of unions, in many cases union representation will be through a union
or unions, all of whose members work for the same employer. In other cases, the union members will
belong to a larger union with members spread across several employers, or even the whole country. In
companies and other organizations with at least 20 employees (bodies which are part of the state
administration are an exception), the employees have the right to be represented through a works
council. Its role is that it “protects and promotes the interests of employees.” In practice, unions, which
have the right to nominate candidates, are vital in initiating the process of setting up a works council. If
no works council has been set up, its rights and duties are taken on by a union representative working at
the company. If there are several unions present in the workplace and they cannot reach agreement, as
to which union representative should exercise these rights, the choice is made through an election,
following the same rules as apply for the election of works council members.

Right for Grievance

The Labour Act includes provisions that allow workers to resolve disputes in cases where there is a
disagreement between the employer and the employee over the essential terms of conditions of a labour
agreement and other aspects of work. Such disagreement will be resolved in compliance with the
procedures. Reference Collective Agreement for Construction (OG 115/15, 26/18) in the section on
protection of workers (Article 70) stipulates that a worker who believes that an employer has violated his
right from employment may, within 15 days from the delivery of the decision violating his right, or from
the day of finding out about the violation of the right, demand the right to be consumed. Written decisions
on the consummation of the rights and obligations of the worker are delivered directly to the worker or

3 receipts that the employer, in accordance with the regulation, collective agreement, labor regulations, employer
act or employment contract, pays to the employee as a material right from the employment relationship (jubilee
award, holiday pay, Christmas bonus, etc.)
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delivered by registered mail to the last address reported by the worker to the employer. The employee is
obliged to inform the employer immediately in case of change of address. If the Employer's letter
addressed to the worker at the address reported to the employer by the employee is returned
undeliverable due to the refusal of receipt or the unknown or incorrectly reported address, it shall be
posted in writing on the notice board at the premises of the employer, and the contracting parties agree
that this is considered to be a proper delivery to the worker performed. Furthermore, notwithstanding
the procedure for the protection of rights referred to in Article 70 of the Collective Agreement, an
employee who considers that he or she has been unfairly treated by other worker, associate or
management of the company may appeal on him or her to a superior employee or management of the
company and may apply for mediation and the works council.

Role of the Labour Inspection Sector of the State Inspectorate

The Labour Inspection Sector as a part of State Inspectorate monitors the compliance of labour laws and
regulations for national and foreign workers, with the exception of certain categories of state officials,
educational entities and air traffic employees. The Labour Inspection Sector also monitors compliance
with health and safety obligations which includes monitoring compliance with health and safety standards
at the workplace and the protection of the health and safety of workers.

The Sector has branches in five Croatian cities: Zagreb, Rijeka, Split, Varazdin and Osijek; each has
department for work relations and safety of work.

The Labour Inspectors perform inspections at worksites to check the compliance with the provisions of
the laws under their remit. These can either be scheduled inspections or responses to complaints. In
reference to migrant workers, the main focus of their inspection is the legality of employment, i.e.
whether the worker has a regulated status in Croatia®.

The law allows employees to sue employers for wage non-payment and provides a penalty of up to three
years in prison for convicted employers, although the law exempts employers who fail to pay wages due
to economic duress. Workers may sue employers who do not issue pay slips to their employees to bypass
mandatory employer contributions to social insurance programs.

Representatives of the Labour Inspection Sector in the area of occupational health and safety participate
in the work of the EU Senior Labour Inspectors' Committee (SLIC) and its working groups. The Committee
operates as part of the European Commission, and the work of the aforementioned Committee includes
representatives of labour inspections from all EU member states, as well as representatives of labour
inspections from Norway, Iceland, Switzerland, and Liechtenstein.

4 Records are kept of each inspection. These investigations are carried out in close collaboration with the police. The police often
notify the Inspectorate if they have suspicions about the irregular status of workers on a worksite, which as a rule results in joint
visits. Also, if labor inspectors identify irregular workers at a site, they invite the police to collaborate, as only the police have the
authority to carry out some of the mandated steps in those cases (e.g. taking the worker into the station for an interview).
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5 BRIEF OVERVIEW OF LABOR LEGISLATION: OCCUPATIONAL HEALTH AND
SAFETY

Based on the screening, no differences have been identified in national labour legislation concerning
occupational health and safety issues stipulated in ESS2.

The national policy, principles of prevention and occupational safety rules, obligations of the employer,
rights and obligations of workers, including supervision and misdemeanour liability in the Republic of
Croatia, are regulated by the Occupational Safety and Health Act (OG 71/14, 118/14, 94/18, 96/18).

The Act defines measures to protect workers from psychosocial risks (stress) and psychophysiological
effort at work, with the aim of prevention and education of all stakeholders. The Act sets out the general
principles of risk prevention at work and protection of health, rules to eliminate risk factors, procedures
of training of workers and procedures of information and consultation of employees and their
representative with employers and their authorized persons. The intention is to raise awareness and
encourage preventive action not only by employers but also by employees.

The employer is obliged to implement occupational health and safety measures based on the general
principles of prevention. These include: risk avoidance, risk assessment, prevention of risks at their source,
adjustment of work to the employees in relation to the design of the workplace, the choice of work
equipment and the mode of operation and work processes to relieve monotonous work. Employers must
consider issues such as adaptation to technical progress, replacing hazardous substances or processes
with the non-hazardous or less hazardous. They are also required to develop a consistent comprehensive
prevention policy by connecting technology, organization of work, working conditions, human
relationships and the influence of work environment. They must give preference to collective protective
measures over individual ones, appropriately train and inform employees, and make all protective
equipment available free of charge.

The central administrative body for labour, safety, and health at work in the Republic of Croatia is the
Ministry of Labour, Pension System, Family and Social Policy. Since this is a multidisciplinary topic, in
addition to these institutions and regulations deriving from the Occupational Safety and Health Act, other
competent authorities, such as the Ministry of Health, participate in preparation, implementation and
supervision of the occupational health and safety policy.

The Ordinance on the Occupational Health and Safety on Temporary Construction sites (OG 48/18) defines
measures and activities for the protection of workers on temporary construction sites® (requirements for
evacuation roads and emergency exits, fire detection, sanitary equipment and first aid, etc.).

The occupational safety rules apply to all project phases from design to implementation. The investor is
the first of the stakeholders of the occupational safety and health system when it comes to the design,
construction and use of constructions. Investor is obliged to apply general principles of prevention and
occupational safety rules at all stages of project design and preparation. Accordingly, during the design
preparation, study on safety at work should be prepared. This study elaborates the manner of applying

5 Temporary construction site is any work place where construction and other works are performed and whose incomplete list is
given in Annex |. of this Ordinance
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the occupational safety rules when using buildings intended for work. When preparing the main project
and during the construction works responsible person for occupational health and safety has to be
appointed (by investor, building owner, concessionaire).

Pursuant to Article 74, paragraph 3 of the Occupational Safety and Health Act, the contractor of works on
a temporary construction site is obliged to submit a site registration to body competent for labour
inspection (State Inspectorate), at the latest one day prior to the commencement of the works (for
especially dangerous works defined in Annex Il of the Ordinance and if the duration of works is longer
than 10 days). The content of site registration is defined in Annex Ill of the Ordinance. Copy of the site's
registration must be available at the construction site in a visible place. Registration of the construction
site, where the works will be carried out by two or more contractors, is the obligation of the investor,
concession holder or other person for which the construction works are performed.

The contractor who performs the construction works is obliged to arrange the site and to ensure that the
works are carried out in accordance with the occupational health and safety regulations. It is therefore
necessary to prepare Construction Work Plan. The content of Plan is defined in Annex IV of the Ordinance.
The Construction Work Plan contains detail elaboration of instructions and protocols among other
regarding: persons responsible for safety at work, list of telephone numbers and emergency services and
competent institutions, method of determining and marking construction site boundaries, list of activities
indicating hazardous works, measures and instructions for safety at work (e.g. earthworks, uncontrolled
demolition of earthworks, carpentry etc.), instructions on how to act in case of fires, earthquakes, burying
workers in the trench, etc. Construction Work Plan contains how to storage materials at construction site,
how to provide first aid in a case of accident at construction site, personal protective equipment, etc. The
Construction Work Plan must be available at the construction site, and its preparation is obligation of the
investor, concessionaire or other person for whom the construction works are performed.

If only one contractor performs construction works, then he is not obligated to prepare Construction Work
Plan, and only has to send notification to the State Inspectorate, yet all requirements defined by
Occupational Safety and Health Act must be met and is obliged to plan, prepare and implement work
procedures and to develop and apply work technology so as not to endanger the safety and health of
workers, while respecting the highest possible level of protection against risks at work and in connection
with work.

5.1 Working with asbestos waste

During the construction and reconstruction of research and technology centres and universities and
academic institutions, certain quantities of asbestos waste can occur.

Before starting intervention, reconstruction and rehabilitation works, the contractor must determine
whether there is a possibility that materials containing asbestos are present. Information on the presence
of material containing asbestos employer must obtained from the building owner.

Legal framework

Croatian national legislation strictly controls exposure to asbestos and handling asbestos waste by
following laws and by-laws:
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— Occupational health and safety act (OG 71/14, 118/14, 154/14, 94/18, 96/18),

— Ordinance on the protection of workers from risk related to exposure to asbestos (OG 40/07),

— Ordinance on the protection of workers from the risk of exposure to hazardous chemicals at work,
limit values of exposure and biological limit values (OG 91/2018),

— Ordinance on the use of personal protective equipment (OG 05/21),

— Ordinance on placing personal protective equipment on the market (OG 89/10),

— Act on mandatory health monitoring of workers occupationally exposed to asbestos (OG 79/07,
139/10, 111/18),

— Ordinance on jobs in special work conditions (OG 5/84),

— Ordinance on risk assessment (0G 112/2014),

— Waste Management Act (OG 84/21),

— Ordinance on construction waste and waste containing asbestos (OG 69/16),

— Instructions for handling waste containing asbestos (OG 89/08).

Contractors’ obligations regarding documentation and licencing

To perform works with materials containing asbestos, contractor must meet the requirements regarding
licensing for handling asbestos materials.

Before starting works contractor has following obligations:

— must assess the risk according to the provisions defined in the Ordinance on risk assessment (OG
112/2014). Risk assessment must be regularly revised and supplemented in accordance with the
changes that could affect worker exposure.

— in the case that exposure is continuous and high intensity, and results of risk assessment show
that the exposure limit value in the workplace airspace will be exceeded:

e must at least eight days before the start of work, submit to the competent state
inspectorate a report on asbestos works. The content of the report is prescribed by the
article 5. of the Ordinance on the protection of workers from risk related to exposure to
asbestos (OG 40/07),

e inaccordance with the provisions of the Ordinance on jobs in special work conditions (OG
5/84), before start of work must each employee who performs work must send to the
medical examination in the health institution which covers occupational medicine in
order to determine whether he or she fulfils requirements for working on these jobs,

In the case that exposure is periodic and low intensity, and results of risk assessment show that the
exposure limit value in the workplace airspace will not be exceeded above mentioned actions are not
required. But it is necessary after consultation with occupational medicine specialists, to established
practical guidelines for determination of periodic exposure and the low intensity exposure.

— must make working plan defined by article 14 of the Ordinance on the protection of workers from
risk related to exposure to asbestos (OG 40/07). Drafted plan must deliver to the state
inspectorate on their request,
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— in the case of waste collection, must obtain waste management permit issued by competent
authority according to the Waste Management Act (Ministry of Economy and Sustainable
Development (MoESD) for collection hazardous waste, county offices and City of Zagreb for
collection of non-hazardous)®

— inthe case of waste transport, must entered into the Register of Waste Carriers kept in the MoESD
according to the Waste Management Act,

— in the case of transport hazardous waste, must meet the requirements according to the Act on
the transportation of dangerous substances (OG 79/07). During handling asbestos waste (e.g.
reloading), it is necessary to stick to prescribed occupational safety requirements. Workers must
have adequate protective equipment, protective masks and must undergo appropriate training
for handling asbestos waste.

During the conducting work contractor has following obligations:

— keeping a record of workers performing the activities with asbestos materials, which shall include
information on the type and duration of the activity and degree of worker exposure. Every worker
has the right to see data from the records referred to him personally and anonymous aggregate
data.

— keeping those records from point forty years from the date of termination of asbestos exposure.
If the employer ceases to perform the activity, those records must submit to the Croatian Medical
Bureau,

— depending on the results of the risk assessment and to ensure the maximum permissible limit
value, the measurement of the concentration of asbestos fibres in the workplace environment
must carry out on a regular basis. When determining the concentration of asbestos fibres in the
working environment, only fibres with a length greater than 5 um, a diameter of less than 3 um
and a length ratio of> 3: 1 should be taken into account,

When it comes to informing workers, contractor has following obligations:

— must with written instructions and notices, ensure that the workers and their representatives are
informed about:
e possible health risk due to exposure to asbestos dust or asbestos materials and the risk
of tobacco use,

e maximum limit values and the way of air monitoring in the working environment,
e hygiene measures, including positive health effects due to smoking cessation,

e proper use and wearing of work or protective clothes and personal protective equipment,

6 According to the Ordinance on waste catalogue (OG 106/22) asbestos waste can be classified as hazardous and non-hazardous
waste depended on the form in which appears
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e special preventive measures to reduce and prevent the exposure to asbestos dust or
asbestos materials dust.

Those instructions and notices must be placed in clearly visible places in the working rooms and have to
be clear and easily understood.

— must provide to the workers and/or their representatives access to the results of measuring
asbestos concentrations in the working environment and explanations of the results

— acquainting the workers and/or their representatives with the exceedances of the maximum
permissible concentrations in case of exceeding, as soon as possible, counselling workers and/or
their representatives on measures to be taken or acquainted the workers and/or their
representatives on measures taken in emergency situations.

General conditions regarding workers health protection which contractor have to meet in the case of
workers exposure to the asbestos

Ordinance on the protection of workers from risk related to exposure to asbestos (OG 40/7) stipulates
some general conditions regarding workers health protection in the case of exposure to the asbestos.

Those conditions are given below:

— the contractor should not distribute young workers, pregnant women or women nursing their
infants to workplaces where they can be exposed to asbestos dust or dust from asbestos
materials,

— it is forbidden to use asbestos spraying technology as well as working procedures involving low
density materials (less than 1 g / cm3) for insulation and sound insulation which contain asbestos,

— activities where workers are exposed to asbestos fibres when removing asbestos or the
production and processing of asbestos products or the production and processing of products
containing deliberately added asbestos are forbidden, with the exception of the treatment and
disposal of products resulting from the destruction or removal of asbestos,

— in carrying out activities, the contractor shall reduce exposure of workers to asbestos dust or
asbestos-containing materials at the lowest possible level and to ensure that the concentration
of asbestos fibres in the air does not exceed the limit values. in that purpose, the contractor must
take the following measures:

a) the number of workers exposed or might be exposed, contractor must limit to the
minimum extent possible,

b) the working process must be designed on the way that no asbestos dust is produced and,
if this is not possible, does not result in the release of asbestos dust into the air,

c) all areas and equipment for asbestos processing must be such that it is possible their
regularly and effectively cleaning and maintaining rooms and equipment,

d) asbestos or materials containing asbestos which create dust should be kept and packed in
packaging that are closed, sealed and marked,
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e) asbestos waste must be collected and disposed of as early as possible and in accordance
with the environmental regulations.

the contractor must ensure that in an eight-hour time-adjusted average no worker is exposed to
asbestos concentrations in the air of more than 0,1 fibres per cm?,
where the limit value is exceed, work must not continue in the affected area until appropriate
measures are taken to protect the exposed workers,
where exposure cannot be reduced in any other way and where personal protective equipment
for breathing is necessary to comply with the limit values, this must not be permanent and should
be minimized for every worker. During the period of work when the use of such equipment is
necessary, it is mandatory to ensure the breaks in accordance with physical and climatic
conditions. also related to the breaks, when relevant, consultations with workers and / or workers'
representatives must be conducted,
where workers' safety cannot be provided in a different way, the contractor shall provide workers
with personal protective equipment for the protection of respiratory system in accordance with
the provisions of the Ordinance on the use of personal protective equipment (OG 05/21)
personal protective equipment for the protection of respiratory organs prior to giving to workers
on use shall be tested in accordance with the provisions of the Ordinance on placing personal
protective equipment on the market (OG 89/10),
personal protective equipment for the protection of respiratory system may be put and removed
only outside the area where asbestos dust is released,
the contractor must ensure the proper cleaning, maintenance and storage of personal protective
equipment for respiratory protection,
in carrying out certain activities such as demolition, removal, repair and maintenance where it is
possible to foresee that despite of the application of preventive measures the limit value will be
exceeded, the contractor shall determine and implement the following measures for the
protection of workers who perform such works:
a) equip workers with appropriate personal protective equipment for respiratory protection
and other personal protective equipment, which workers must continually use,
b) provide the necessary warning signs that alert the expected exceedance of the limit
values,
c) prevent the spread of asbestos dust or dust from material containing asbestos outside
the premises or work site.
contractor must not allow a worker to work on jobs where he or she can be exposed to asbestos
dust or asbestos materials as long as the worker is not trained for safe working,
training program for workers must enable workers to acquire the necessary skills and knowledge
regarding:
a) asbestos and its effects on health and the synergistic effect of asbestos and smoking on
health,
b) types of products or materials that could contain asbestos,
c) procedures where exposure to asbestos dust or asbestos materials can occur and the
meaning of preventive measures to minimize exposure as much as possible,
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d) safe mode of operation, protective measures and personal protective equipment,
e) procedures for dealing with accidental situations,
f) the meanings of medical examinations.

The program specified in points a) and f) is carried out by the occupational medicine specialists.

— contractor must also ensure for workers:
a) suitable working or protective clothes,

b) that workers can replace asbestos-contaminated clothes with clean one and that workers
contaminated clothes do not take outside the company. Also, the contractor must ensure
the washing and cleaning of contaminated clothes in the companies authorized for that
type of job if the contractor does not wash and clean himself. In that case, transport of
contaminated clothing should be carried out in closed containers,

c) separate wardrobe areas for working or protective clothes and civilian clothes,

d) appropriate washrooms, showers and toilet facilities,

e) disposal of the protective equipment at a specific location and checking and cleaning the
protective equipment after each use. Prior to further use, the contractor must provide
repair or replacement of inoperative equipment.

5.2 Special measures related to COVID 19

Given the concentrated number of workers, there is a great potential for the spread of infectious disease
in projects involving construction, as are the implications of such a spread.

Contractor must ensure mitigation of these risks by adhering to WHO guidelines as well as Environmental
Health and Safety (EHS) Guidelines of the World Bank Group and other good international industry
practice (GIIP), and national guidance’s and procedures.

Waste management

For now, Croatia has stricter conditions for managing with waste protective equipment (gloves, masks,
paper towel etc.) and other types of waste from households and similar closed spaces, then those
prescribed by WHO and EU guidelines.

The Civil Protection Headquarters of the Republic of Croatia’ issued recommendation for the waste
management in the households and similar enclosed spaces. These recommendations should be applied
for waste generated from usage of personal protection equipment (PPE) at the construction site.

Waste (e.g., paper towels, masks, gloves etc.) and disposable cleaning cloths can be disposed in single-
use bags for waste. Such a bag should then be placed in another bag, tied tightly and kept separate from
other waste. This waste should be set aside for at least 72 hours before disposing in container for mixed
municipal waste.

7 https://civilna-zastita.gov.hr/vijesti/preporuke-za-kucanstva-i-ostale-zatvorene-prostore/2289
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Given that the epidemiological situation is of a changing nature, it is necessary to continuously monitor
the WHO guidelines® and the guidelines on the official government website for accurate and verified
information on COVID-19 and apply them at the site of the subproject®.

Protecting workers

The contractor has to ensure: to take all necessary precautions to maintain the health and safety of the
contractor’s personnel:

— to appoint a health and safety officer at site, who will have the authority to issue directives for
the purpose of maintaining the health and safety of all personnel authorized to enter and or work
on the site and to take protective measures to prevent accidents;

— to ensure suitable arrangements are made for all necessary welfare and hygiene requirements
and for the prevention of epidemics (regular delivery PPEs, ensure protocols for regular
disinfection of rooms, equipment, tools, are in place and followed, ensure handwashing and other
sanitary stations are always supplied with clean water, soap, and disinfectant, etc.)

The Ministry of Labour, Pension System, Family and Social Politics developed guidance for the
implementation of safety and health protection measures at work during the execution of construction
works on the rehabilitation of facilities and instructions and implementation of safety and health
measures in circumstances of risk of infectious disease such as COVID-19.

Contractors will develop specific procedures so that adequate precautions are in place to prevent or
minimize an outbreak of COVID-19, and it is clear what should be done if a worker gets sick. These will as
minimum include:

— Entry/exit to site or the workplace will be minimized, and measures will be put in place to limit
contact between workers and the community/general public

— Trainings for workers on hygiene and other preventative measures will be carried out

— Adequate supplies of PPE (medical masks, gloves, hand washing soap and sanitizer; and effective
cleaning equipment), will be put in place,

— Instruction in case worker getsill.

While preparing the site-specific procedures guidance materials provided in Annex | have to be used
and during implementation of the sub-projects updated regularly.

8 https://www.who.int/emergencies/diseases/novel-coronavirus-2019/advice-for-public
9 https://koronavirus.hr/en
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6 RESPONSIBLE STAFF

The Digital, Innovation, and Green Technology Project (P180755) will be implemented by the Project
Implementation Unit (PIU) that will be established within the MSE (Component 1) and CSF (Component
2).

PIU responsibility:

— preparation and quality control of site-specific ESMPs/ESMP Checklist/CHMP and Stakeholder
engagement plans (SEP),

— supervising the implementation of the ESMPs/ESMP Checklist/CHMP, SEP and report on the
same,

— supervise the work performed by engineering/design companies, supervisors and contractors to
ensure that they are applying adequate standards and are following agreed procedures,

— advise the contractors on the mitigation of environmental and social impacts at the sub-project
level and preparation of monitoring reports,

— monitoring and reporting of compliance with ESMF and site-specific ESMPs/ESMP Checklists, SEP
and CHMP

— manage the Feedback and Grievance Redress Mechanism (FGRM)

— organize tendering procedures, review tender evaluation performed by the
architectural/engineering firms, and arrange for the contracts to be signed in accordance with
agreed procedures,

— conduct on-the-spot checks in all stages of the project implementation

— training of the contractors and beneficiaries on monitoring and reporting under ESF, waste
management, GRM, OHS and asbestos when deem needed.

According to the Construction Act (OG 153/13, 20/17, 39/19, 125/19), the MSE is obliged to contract
supervision of works to ensure technical and professional control of the project for the whole time of the
execution of all planned infrastructure works.

Either Project Manager of the PIU or environmental/social specialist of the PIU will participate in regular
monthly meetings of Contractor, supervising engineer, designer, representatives of the beneficiary during
which progress of the works in the past month will be monitored, potential difficulties in implementation
and any deviations from the timetables discussed (in reference to the planned works in the future).

During the implementation of the contract, it is possible to hold additional ad hoc meetings (regardless of
the party organizing it) at which the MSEs PIU is required to participate depending on the assessment, to
monitor the implementation and to resolve possible difficulties related to the implementation of the
contract.

The supervising engineer has a contractual obligation to submit reports informing the MSEs PIU of the
status and all elements of the implementation of the works contract, including potential difficulties. The
reports to which the Supervising Engineer directly provides information on the implementation of public
works contracts are initial report and monthly reports.
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The initial report shall be submitted to the MSEs PIU within one month after the start of the
implementation of the professional supervision contract and shall include analysis and comments on the
project documentation and the public works contract, identification of possible problems, assessment and
proposal of the organization of the professional supervision implementation and various other
information as needed.

MSEs PIU has to submit semi-annual progress reports on the stakeholder engagement activities for the
World Bank, and contractors’ monthly monitoring reports. Also, upon completion of site visit PIUs
Environmental/Social Specialist has to submit to WB monitoring report reflecting main issues and
arrangements and timing for their solution.

PIU FGRM focal points, on semi-annual basis has to submit to WB summaries on complaints, feedback,
queries, suggestions and compliments, together with the status of implementation of associated
corrective / preventative actions.

7 POLICIES AND PROCEDURES

Most environmental and social impacts of subprojects resulting from activities directly under the control
of contractors will be mitigated directly by the same contractors. As a consequence, ensuring that
contractors effectively mitigate project activities related impacts is the core of the projects’ approach. The
MSE will incorporate standardized environmental and social clauses in the tender documentation and
contract documents, for potential bidders to be aware of environmental and social performance
requirements that shall be expected from them, are able to reflect that in their bids, and required to
implement the clauses for the duration of the contract. The MSE will enforce compliance by contractors
with these clauses. The contractual arrangements with each project worker will be clearly defined in
accordance with Croatian and EU law aligned with ESS2 requirements. A full set of contractual
requirements related to environmental and social risk and impact management will be provided in the
sub-projects’ ESMPs /ESMP check list/CHMP as well as project SEP. All environmental and social
conditions will be included in the bidding documents and contracts in addition to any additional clauses,
which are contained in the projects’ environmental and social instruments. The details will be provided in
the Contractor’s Labour Management Plan (C-LMP) which will be submitted to the PIU for approval.

The PIU will develop internal incidents and accidents reporting procedures. The MSE will promptly, within
48 hours, notify the World Bank of any incident or accident related to the Project which has, or is likely to
have, a significant adverse effect on the environment, cultural heritage, the affected communities, the
public, or the project workers (including employees of sub-contractors) and any third party, including,
inter alia, cases of sexual exploitation and abuse (SEA), sexual harassment (SH), and accidents that result
in death, serious or multiple injury, and other significant events.
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8 AGE OF EMPLOYMENT

The Republic of Croatia has ratified both the ILO Minimum of Age Convention (C138) and the ILO Worst
Forms of Child Labour Convention (C182). The minimum age of employment for this project shall be 18
years and to ensure compliance, all employees will be required to produce Personal Identification Number
(PIN; Cro. Osobni identifikacijski broj) as proof of their identity and age, which is the national identification
document required for employment. Contractors and subcontractors will include in their C-LMPs (to be
approved by the MSE) the specific procedures they will use to verify the ages of job applicants.

9 GRIEVANCE MECHANISM

A grievance mechanism (GM) will be provided for all direct workers and contracted workers (and, where
relevant, their organizations) to raise workplace concerns. Such workers will be informed of the grievance
mechanism at the time of recruitment and the measures put in place to protect them against reprisal for
its use. Measure will be put in place to make the grievance mechanism easily accessible to all such project
workers. Project workers should be able to raise concerns regarding unsafe or unhealthy work situations
through the grievance mechanism. As part of the C-LMP, the contractor will establish and describe the
details of an appropriate workplace grievance mechanism consistent with the ESS2 requirements
(including a written record, established responsibilities and response time, etc.).

The workers GM will include (Contractor GRM):

— A channel to receive grievances such as comment/complaint form, suggestion boxes, email;

— Stipulated timeframes to respond to grievances;

— Aregister to record and track the timely resolution of grievances;

— Aresponsible person/section/committee to receive, record and track resolution of grievances.

The mechanism will be based on the following principles:

— The process will be transparent and allow workers to express their concerns and file grievances,

— There will be no discrimination against those who express grievances and any grievances will be
treated confidentially,

— Anonymous grievances will be treated equally as other grievances, whose origin is known

— Management will treat grievances seriously and take timely and appropriate action in response.
Information about the existence of the grievance mechanism will be readily available to all project
workers (direct and contracted) through notice boards, the presence of “suggestion/complaint
boxes”, and other means as needed.

The PIU will review the records monthly and report on the grievances, response time and resolution status
in a semi-annual report to the WB.

The grievance mechanism will not impede access to other judicial or administrative remedies that might
be available under the law or through existing arbitration procedures, or substitute for grievance
mechanisms provided through collective agreements. The Labour Act articles 133; 134; 135 and 136
stipulate grievance redress procedure in detail. These are provided in Annex 2 of the LMP.

23



Project-based GRM is also available to all project workers. The point of contact regarding grievance
management is the PIU Social Specialist: digit@mzo.hr.

10 CONTRACTOR MANAGEMENT

Contractor selection will follow the procedures consistent with the WB Procurement Policy. The MSEs PIU
will have the responsibility of monitoring contractors’ and subcontractors’ adherence to the approved C-
LMPs, including adherence to provision of wages, working hours, non-discrimination and other ESS2
requirements which are aligned with national legislation.

The Public Procurement Act (OG 120/16, 114/22) regulates procedures for the award of public contracts
and framework agreements for the procurement of supplies, works or services, legal protection
concerning those procedures, and the competences of the central state administration body competent
for the public procurement system.

Contract management capability and capacity

The contract management business process already is and will be performed in a satisfactory manner and
compliance with current Croatian regulations which meet ESS2 requirements. Since the Public
Procurement Act doesn’t define obligation to use standard Contract forms, procurement documentation
must contain as much relevant information as possible, to be able to make Contracts compatible with
procurement documentation.

Contractual relations in Croatia are regulated according to the Mandatory Relations Act.

The Procurement Department within the MSE is familiar with changes that could take place in the
contract’s implementation, for example, with annexes regarding deadline prolongations, procurement of
additional goods, services, or work, all according to Public Procurement Act articles 314.-321. The
Procurement Department isn’t authorized to deal with appeals incurred in the process of public
procurement.

11 COMMUNITY WORKERS

Project activities will not require the hiring of community workers.

12 PRIMARY SUPPLY WORKERS

Primary suppliers are suppliers who provide goods or materials directly to the project. The project requires
procurement of a substantial amount of materials, equipment, and etc. It is not expected that primary
supply workers will be relevant as the project will unlikely source goods or materials from a single supplier
on an on-going basis.
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The primary suppliers for the project will mainly be construction material (brick, cement, etc.) suppliers
and electrical and sanitary equipment suppliers.

The contractors shall be required to carry out due diligence procedure to identify if there are any risks
that the suppliers would exploit child or forced labour or expose worker to serious safety issues.

The Labour Inspectorate is responsible for carrying out periodic inspections to verify that licensed
suppliers/enterprises are in compliance with national legislation/regulations relating to OHS and the age
of employment and prohibitions against forced labour.
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Annex | —to LMP: COVID-19 Guidance

WHO Guidance

Advice for the public

e WHO advice for the public, including on social distancing, respiratory hygiene, self-quarantine, and seeking

medical advice, can be consulted on this WHO website: https://www.who.int/emergencies/diseases/novel-
coronavirus-2019/advice-for-public

Technical guidance

e  Getting your workplace ready for COVID-19, issued on March 19, 2020
e  Water, sanitation, hygiene and waste management for COVID-19, issued on March 19, 2020

WORLD BANK GROUP GUIDANCE

e Technical Note: Public Consultations and Stakeholder Engagement in WB-supported operations when there are
constraints on conducting public meetings, issued on March 20, 2020

e Technical Note: Use of Military Forces to Assist in COVID-19 Operations, issued on March 25, 2020

e  ESF/Safeguards Interim Note: COVID-19 Considerations in Construction/Civil Works Projects, issued on April 7,
2020

e Technical Note on SEA/H for HNP COVID Response Operations, issued in March 2020

e Interim Advice for IFC Clients on Preventing and Managing Health Risks of COVID-19 in the Workplace, issued
on April 6, 2020

e Interim Advice for IFC Clients on Supporting Workers in the Context of COVID-19, issued on April 6, 2020

e |FC Tip Sheet for Company Leadership on Crisis Response: Facing the COVID-19 Pandemic, issued on April 6,
2020

ILO GUIDANCE
e |LO Standards and COVID-19 FAQ, issued on March 23, 2020 (provides a compilation of answers to most
frequently asked questions related to international labour standards and COVID-19)

CROATIAN GUIDANCES:

Croatian Institute for Public Health: https://www.hzjz.hr/sluzba-epidemiologija-zarazne-bolesti/koronavirus-
najnovije-preporuke/

Civil Protection Headquarters of the Republic of Croatia: https://civilna-zastita.gov.hr/vijesti/preporuke-za-
kucanstva-i-ostale-zatvorene-prostore/2289

Government of the Republic of Croatia: https://koronavirus.hr/en

Ministry of Labour and Pension System: INSTRUCTIONS for the implementation of safety and health protection
measures at work during the execution of construction works on the rehabilitation of facilities
https://www.upz.hr/wp-content/uploads/2020/05/Uputa-za-gradili%C5%Alta-.pdf

INSTRUCTIONS FOR EMPLOYERS AND WORKERS for conducting and implementation of safety and health measures
in circumstances of risk of infectious disease Covide-19:
https://mrms.gov.hr/UserDocslmages/dokumenti/Uprava%20za%20rad/UPUTA%20ZA%20POSLODAVCE%201%20R
ADNIKE COVID%2019 letak-travanj 2020.pdf
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Article 133

(1) The worker who considers that his employer has violated any of his rights arising from employment
may require from the employer the exercise of this right within fifteen days following the receipt of a
decision violating this right, or following the day when he gained knowledge of such violation.

(2) If the employer does not meet the worker's request referred to in paragraph 1 of this Article within
fifteen days, the worker may within another fifteen days seek judicial protection before the court having
jurisdiction in respect of the right that has been violated.

(3) A worker who has failed to submit a request referred to in paragraph 1 of this Article, may not seek
judicial protection before the competent court, except in the case of the worker's claim for
indemnification for damages or another financial claim pertaining to the employment.

(4) When the laws, regulations or administrative provisions, collective agreement or working regulations
provide for an amicable dispute resolution, the deadline of fifteen days for filing a request with the court
starts as of the date when the procedure for such resolution ended.

(5) The provisions of this Article shall not apply to the procedure for the protection of workers' dignity
referred to in Article 134 of this Act.

(6) Unless otherwise provided for by this Act or any other law, the competent court within the meaning
of this Act shall be the court that has jurisdiction over labour disputes.

(7) The worker must not be put in a disadvantageous position due to submitting a request to exercise the
rights of workers prescribed by this Act, another law or regulation, a collective agreement, an agreement
concluded between a works council and the employer, a labour regulation or a labour contract, due to
the exercise of these rights, or due to submitting a request and participating in the procedure for the
protection of the rights of that worker.

The protection of workers' dignity
Article 134

(1) The procedure and measures for the protection of workers' dignity from harassment or sexual
harassment shall be regulated by special legislation, collective agreement, agreement between the works
council and the employer or working regulations.

(2) The employer employing at least 20 workers is obliged, with the prior written consent of the person
for whom he proposes to appoint, to appoint one person, and the employer employing more than 75
workers is obliged to appoint two persons of different genders who, in addition to him, are authorized to
receive and resolve complaints related to protection of the workers' dignity.

(3) Persons referred to in paragraph 2 of this Article may be workers or persons who are not employed by
the employer.

(4) The employer is obliged, within eight days from the appointment of the person referred to in paragraph
2 of this article, to inform the employees about the appointment.
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(5) The employer or person referred to in paragraph 2 of this Article shall, within the time limit prescribed
by the collective agreement, the agreement between the works council and the employer or working
regulations, and within a maximum of eight days from the day of filing the complaint, examine the
complaint and take all the necessary measures appropriate for a particular case, to stop the harassment
or sexual harassment, if he has established that harassment has taken place.

(6) Where the employer fails to take measures for the prevention of harassment or sexual harassment
within the time limit referred to in paragraph 3 of this Article, or if the measures taken are clearly
inappropriate, the worker who is a victim of harassment or sexual harassment shall have the right to stop
working until he is ensured protection, provided that he sought protection in the court that has
jurisdiction, within the following eight days.

(7) If there are circumstances under which it is not reasonable to expect that the employer will protect a
worker's dignity, the worker shall not be obliged to file a complaint with the employer and shall have the
right to stop working, provided that he sought protection before the competent court and notified the
employer thereof, within eight days of the date of work interruption.

(8) During the period of interruption of work referred to in paragraphs 4 and 5 of this Article, the worker
shall be entitled to remuneration in the amount he would have earned if he had actually worked.

(9) In the event of a valid judicial decision ruling that the worker's dignity was not violated, the employer
may request the refund of remuneration referred to in paragraph 6 of this Article.

(10) All information collected in the procedure for the protection of workers' dignity shall be confidential.

(11) The worker's behaviour constituting harassment or sexual harassment shall be regarded as the breach
of obligations arising from employment.

(12) The worker's resistance to the behaviour constituting harassment or sexual harassment shall not be
regarded as the breach of obligations arising from employment and must not be grounds for
discrimination against the worker.

Burden of proof in labour disputes
Article 135

(1) In the event of an employment-related dispute, the burden of proof shall lie with the person claiming
the violation of his rights arising from employment relationship or the person initiating the dispute, unless
otherwise provided for by this Act or any other law.

(2) In the event of a dispute related to the discrimination of the worker on the grounds of the worker's
approach to the competent persons or state authorities due to reasonable suspicion of corruption or his
report in good faith on the said suspicion, which resulted in the violation of worker's rights arising from
employment, and where the worker presents a reasonable case of him being discriminated and of
violation of his rights arising from employment, the burden of proof shall lie with the employer, who must
prove the non-discrimination of the worker and non-violation of his rights arising from employment.

(3) In the event of a dispute related to the employment contract termination, the burden of proving
justified reasons for the termination shall lie with the employer, where the termination was effected by
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the employer; the burden of proof shall lie with the worker only where the termination of employment
contract was effected by the worker by means of an extraordinary notice of termination.

(4) In the event of a dispute related to working time, the burden of proof shall lie with the employer, if he
fails to keep records referred to in Article 5, paragraph 1 of this Act.

(5) In the case of a dispute about putting a worker in a disadvantageous position who submitted a request
for maternity and parental rights in accordance with the regulation on maternity and parental benefits or
rights related to the provision of personal care on the basis of this Act, which led to the violation of one
of the worker's rights, from the employment relationship, if the employee makes it likely that he was put
in a disadvantageous position for those reasons, the burden of proof shifts to the employer, who must
prove that the employee was not put in a disadvantageous position for those reasons, i.e. that he did not
violate his right from the employment relationship.

(6) In the event of a dispute regarding the existence of an agreement to work at a separate workplace
from Article 17, paragraph 6 of this Act, the burden of proof of such an agreement is on the employer

Arbitration and mediation
Article 136

(1) Parties to an employment contract may, for the purpose of resolving a labour dispute and subject to
their mutual consent, use arbitration or mediation services.

(2) The composition, procedure and other issues relevant for the arbitration or mediation may be laid
down by collective agreement.
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