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PROJECT 

The transnational Erasmus+ project KNOW YOUR RIGHTS (KYR) aims to train migrant 

workers to improve their knowledge of their rights and obligations in relation to the world 

of work, both at national and EU level. To this end, a curriculum for a training programme 

has been developed and will be made available in the form of an online tool to train so-

called peer mentors. Peer mentors are bilingual migrants with sufficient work experience 

who can impart this knowledge to migrants in their community in their first language. The 

country-specific information of the online platform is made available in three to five 

languages in each country.  

In Austria, the programme was translated into Turkish, Bulgarian and Dari/Farsi. The 

overall aim is to create processes and best practices that can be further developed to 

reach new migrant groups and inform institutions that might be interested in 

implementing similar projects in the future. 
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PRESENTATION 

The curriculum for workshop training programme for peer mentors, is based on the 

results of the GAP analysis and best practices. The training includes a one-day- workshop 

training and was followed up by trainers within the partner organisation. The curriculum 

and training programme were implemented in the partner languages and adapted to the 

target group of bilingual migrant workers who already have some background and 

experience as migrant workers and peers in their perspective workplaces and/or 

communities/community groups. Each partner involved 1-3 migrant workers or 

employees from each language or nationality group selected to be addressed by the KYR 

project activities and outputs. 

The curriculum also includes a detailed unit on the required skills and qualifications of 

potential trainers as well as an analysis of mentoring approaches and conveys 

methodological-didactic knowledge. 

The setup of the curriculum is be both central and local. The general part is written in 

English and has been translated into the national languages. The country-specific part 

was adapted to the partner countries/regions in the form of a country- or region-specific 

part based on the results of the GAP analysis and taking into account the cultural diversity 

and the composition of the respective language groups.  

All partner organisations have involved relevant stakeholders in the project development 

and the elaboration of the curriculum. 

The curriculum is designed in such a way that, on the one hand, all labour law topics 

relevant to migrants are presented in five lessons and, on the other hand, instructions 

are given on how to train peer mentors. For this reason, each unit is concluded with 

"Exercises", which are intended to encourage specific engagement with the content. 
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LEARNING OUTCOMES 

The main objective of the curriculum is to offer migrant workers the knowledge and tools 

necessary to know their labour rights and obligations within the EU countries thought a 

training program. 

In addition, pedagogical techniques are shown and skills oriented to train learners so that 

they can become peer trainers, and transmit the knowledge acquired about the labour 

market and the rights and obligations of workers to other members of their community. 

The emphasis of the curriculum is therefore focused on disseminating knowledge about 

supporting migrant workers, mentoring approaches and how to present key issues of 

interest to migrant workers about their rights in relation to: 

⎯ Labour unions and other support organisations 

⎯ Employment contracts 

⎯ Minimum wages, taxes and payroll expenses 

⎯ Working conditions and security standards 

⎯ Health care and insurance 

At the end of the course, learners will have acquired the necessary knowledge to 

understand globally what their rights and obligations are related to the EU labour market, 

and more specifically, the labour rights and obligations in the country in which they reside. 

In addition, they will feel empowered to teach this knowledge to other members of their 

community, helping to spread more knowledge about labour rights among the migrant 

population.  
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INTRODUCTION: HOW TO BECOME A GOOD PEER TRAINER 

When a training action begins, the program must be thoroughly prepared, the purpose and 

objectives set for developing the activity must be known. 

It is considered important to build on experience in order to "choose" the theoretical 

contents, activities and practices to be implemented during the learning process. You 

should inquire about the background and characteristics of the learners with whom you 

are going to share experiences, knowledge, experiences, etc., during the days in which the 

training is going to take place. 

When starting the training it is important to think that you are prepared; even to adjust the 

program based on the partial results that the learners are obtaining. You must be aware 

of the strengths and weaknesses that you have as a trainer. 

However, when the activity begins, the mise-en-scène, it is the moment in which we are 

going to demonstrate whether all that previous work that has been done with care, 

dedication and technique is valid. 

On one hand is the curriculum, the own means and resources. On the other, there is the 

group in the training situation; with people and individuals who come - just like the trainer 

- with prior knowledge and ideas about the course they are going to take. 

It is time to get to know each other, to start and start the learning machinery. This first 

moment is the most important, the subsequent success, the performance and results 

obtained will depend on the atmosphere that is achieved at the beginning of the training 

action. 
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CONDITIONS THAT FACILITATE LEARNING 

⎯ IT IS MORE EFFECTIVE THE MORE ACTIVE 

⎯ IT IS MORE EFFECTIVE THE MORE PARTICIPATORY 

⎯ IT IS CONSOLIDATED BY PUTTING KNOWLEDGE INTO PRACTICE 

⎯ UNDERSTANDING MAKES IT EASIER 

⎯ REPETITION CONSOLIDATES IT 

 

AN ATMOSPHERE MUST BE GENERATED IN THE TRAINING SPACE THAT: 

⎯ ENCOURAGE BEING ACTIVE 

⎯ FAVOURS THE PERSONAL NATURE OF LEARNING 

⎯ RECOGNIZE THE CONCEPT THAT BEING DIFFERENT IS HUMAN 

⎯  ACCEPT THE RIGHT TO ERROR AND TOLERATE IMPERFECTION 

⎯  ENCOURAGE BREADTH OF SPIRIT AND SELF-CONFIDENCE 

⎯  STIMULATE AND ALLOW THE GENERATION OF IDEAS 

⎯  FACILITATE DISCOVERY 

⎯  PROMOTE COLLABORATIVE SELF-EVALUATION 
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Some strategies to promote learner motivation and that help create an 
appropriate atmosphere: 

⎯ Know the learners; their individual characteristics and their interaction with the 

group. Explore their motivations and expectations to relate them to learning. 

⎯ Report the meaning of learning, its impact on the world of work; advise and guide; 

relate the learning to the experiences of the learners and the context they live. 

⎯ Formulate clear, concrete objectives and link them with the interests of the 

learners so that they perceive their importance and understand in which direction 

they are going. 

⎯ Attend to learners individually: assess their desire to learn, keep them informed 

about their progress, skills, difficulties and guide them to improve or overcome 

them. 

⎯ Create a climate of trust, participation and respect in the group. 

⎯ Promote initiative, creativity and cooperation. 

⎯ Plan the learning sequences and practical activities linked to the socio-

occupational reality. 

⎯ Ask for and value results. 
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PEDAGOGICAL METHODOLOGIES 

All training activities pursue the learning of certain contents and the achievement of 

certain objectives. However, not all actions are equally effective. This is because each 

training action pursues different objectives and requires the implementation of a different 

methodology. 

The effectiveness of many training plans is that they are developed using two or three 

different methods. This integrative approach is essential if you want to achieve a useful 

training proposal. 

a) Exhibition methods in the plenary 

They are characterized by the clarity in the presentation of the information to the learners 

and are supported by the oral presentation of one or more experts in the content of the 

didactic unit or topic that is exposed (conference, symposium, panel, round table, etc.). 

What should the trainer do? 

⎯ Inform learners at the beginning of each didactic act about the objectives to be 

achieved, together with the content to be addressed. 

⎯ Summarize the essential points of the day, of the Didactic Units and of the Modules 

as a way of reinforcing the concepts and contents. 

⎯ Use examples, experiences and redound and influence the most important 

aspects 

These methods, if not alternated with less directed ones, tend to promote superficial 

learning, which does not favour the acquisition of technical or practical skills. 

b) Methods based on practical demonstration 

In training in which the acquisition of practical skills and abilities is necessary for the 

performance of the job, these are the methods that will find the most applicability. The aim 

is for learners to learn through practical and coordinated demonstration processes of 

tasks (demonstration workshops, laboratory research, social research, etc.) 
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What should the trainer do? 

⎯ State the objectives clearly 

⎯ Explain the activity with the breakdown of tasks 

⎯ Trainer´s demonstration 

⎯ Each learner performs the task 

c) Methods in which the teacher and the learners actively intervene in the construction of 

learning 

Enquiring methods, in which the communication between trainer-learner is based on the 

formulation of questions by the trainer. It is used in those training actions where the 

participants already master the knowledge under study, focusing on the interest in the 

participants becoming agents of their own training, through personal research, contact 

with the reality under study and the experiences of the working group. 

What should the trainer do? 

⎯ Define the objectives of the activity before beginning. 

⎯ Raise problem situations. 

⎯ Answer the learners' questions to help the discovery process, but without solving 

the problem. 

⎯ Ensure that at the end of the process the procedure for solving the problem and 

the different solutions are clearly described. 

d) Methods based on group work 

The peculiarity of these methods is the active participation of the group of learners, 

harmonized with prior planning and carried out under the direction of a person with the 

necessary skills for this purpose. 
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SKILLS OF A TRAINER  

Below are some of the main skills that a trainer should have, but the correct functioning of 

the training will not only depend on it, since there are many factors that will alter the 

proposed planning. If the trainer has the majority of these skills, it will be easier to create 

a good atmosphere in the classroom and efficient communication between the trainer and 

the learners. 

1. Effective oral communication  

It is the competence to hear, understand and value emphatically information, ideas and 

opinions that the other person communicates, being able to assertively feedback the 

communicative process. This competence includes verbal and non-verbal interaction, 

speaking capability, presenting as well as active listening 

2. Active listening 

This is the ability to listen not only what the person is expressing directly, but also the 

feelings, ideas or thoughts that underlie what is being said. This competence includes 

understanding communication from the point of view of the speaker, being able to listen 

between the "lines", adopting an empathetic and respectful attitude while listening. 

3. Decision making 

This is the capacity to choose among several alternatives, those that are more viable for 

the achievement of the objectives, based on an exhaustive analysis of the possible effects 

and risks as well as possibilities of implementation according to priority and in a timely 

manner. This competence includes the capacity of defining the problem, establishing or 

enumerating all the criteria (constraints) as well as considering or collecting all the 

alternatives and finally identifying the best alternative. 
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4. Willingness to persevere  

This refers to the ability not only to plan a well thought-out course of action, but also to 

follow it through. This ability is an expression of energy, control and willingness to 

perform.  

 

5. Enthusiasm 

It is the energy and the disposition that one has to carry out a work, filled by a positivism 

and unique optimism, under the conviction and the necessary dynamism oriented towards 

the achievement of a particular objective.  

6. Interpersonal communication 

Ability to generate and maintain an adequate flow of communication between the 

members of the group or organization, using the different channels that are required in 

each case and favour the establishment of mutually beneficial relationships. This includes 

polite and appreciative manners, the ability to actively perceive group dynamic processes 

and joy in dealing with people. 

7. Leadership 

Ability to lead people and make them contribute effectively and adequately to the 

achievement of objectives. Commit to the development of the learners, their evaluation 

and the utilization of their individual potential. This includes skills to set appropriate and 

sustainable goals, to communicate well and clearly, to motivate and inspire others. 

8. Management capacity  

This is the ability to manage tasks and processes in charge quickly and reliably and making 

use of the resources and dynamism necessary for the achievement of the objectives. This 

includes the skills to define tasks and anticipate developments, to use the appropriate 

means to achieve goals, to react flexibly and to support learners in the best possible way.    
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EXERCISES 

Task 1: Trainer skills 

Procedure:  

Participants read the part about trainer skills in the curriculum and then work 

individually in order to solve comprehension tasks in the form of a LearningApp at 

https://learningapps.org/watch?v=p62ui92tj20 

Learning goal: The participants deal with good and bad trainer skills and reflect on their 

own approaches in this way. 

Task 2: Teaching methods 

Procedure: 

Participants read the part about pedagogical methodologies in the curriculum and then 

solve comprehension tasks individually in the form of a LearningApp at 

https://learningapps.org/watch?v=pjzkw9mx220 

Learning goal: The participants get an insight into some selected teaching methods that 

are suitable for this type of training.  

Ü ADVICE  Both activities can also be used in preparation as blended learning (with self-

monitoring) before the actual training. 

Task 3: What are your personal strengths? 

Procedure:  

Participants think about what their personal strengths are and then talk about them in 

plenary. This activity is also suitable for the introduction and getting-to-know-you round 

as follows: After the name, professional situation, etc. has been mentioned, the 

participant names his/her personal strengths. 

Learning goal: This activity serves for self-reflection and also challenges the 

participants to present themselves in front of the group.  

https://learningapps.org/watch?v=p62ui92tj20
https://learningapps.org/watch?v=pjzkw9mx220
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UNIT 1: TRADE UNIONS AND OTHER SUPPORTING 
ORGANISATIONS 

CONTEXTUALIZATION 

Unions play a relevant role in the structure of the labour market and in decision-making 

around the labour rights of workers. Unions are an establishment that was created so that 

a series of workers, specially designated for it, defended their colleagues against 

possible abuses that could be carried out by the employer. 

Unions are democratic associations that can be generated freely in both the public and 

private sectors. One of its main activities is to negotiate, on behalf of its affiliates, issues 

of common interest such as wages, holidays, working conditions, licenses, etc. 

Different trade union models can be found in the European Union: In Central and Northern 

Europe in particular, there are predominantly so-called unitary trade unions which seek 

to represent workers and employees of all political persuasions.  

In Western and Southern Europe there is the model of directional trade unions oriented 

towards political ideologies, e.g., Christian, Socialist and Communist trade unions. In 

Central and (South) Eastern European countries there is a coexistence of unified and 

directional trade unions as well as liberal or "yellow" trade unions, which are founded by 

employers (!) to work against workers' interests. 

The European Trade Union Confederation (ETUC) is the European umbrella organisation 

of trade unions, based in Brussels (Belgium). It represents 90 national (cross-sectoral) 

trade union confederations from 39 countries and 10 European (sectoral) trade union 

federations with a total of 45 million members  

https://de.wikipedia.org/wiki/Europ%C3%A4ischer_Gewerkschaftsbund#cite_note 

Both employees and employers have the right to form their own interest groups, so in 

addition to workers' unions there are also employers' interest groups, employers' 

associations or other interest groups. Trade union membership is linked to a membership 

fee.  

 

https://de.wikipedia.org/wiki/Europ%C3%A4ischer_Gewerkschaftsbund#cite_note
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What other supporting organisations are there? 

In each EU member state the variety and number of organisations is different. In Austria, 

in addition to trade unions, there are other institutions that promote workers' rights and 

provide advice and support to workers. In general, however, it can be stated that the 

services of trade unions include both information and the protection of workers' rights. 

Thus, their services are definitely of great benefit to migrant workers, who are often a 

particularly disadvantaged group. 

TRADE UNIONS AND SUPPORTING ORGANISATIONS IN AUSTRIA1 

The Austrian Federation of Trade Unions ÖGB comprises seven different trade unions, 

depending on the occupational sector. There is a provincial organisation with its own 

office in each province. There is even a separate European office in Brussels. 

On the website of the ÖGB a lot of information is not only available for members but also 

for the general public: e.g., collective agreements for all branches or an alphabetical 

glossary of all important terms: https://www.arbeit-recht-einfach.at 

TRADE UNIONS IN AUSTRIA 

ÖGB – Österreichischer Gewerkschaftsbund https://oegb.at/ 

ÖGB-Landesorganisationen https://oegb.at/cms/S06/S06_3/bundeslaender 

 

What do the trade unions do? 

Representation of interests 

The trade unions represent the interests of salaried employees, but also of people in 

training, the unemployed and pensioners.  

 
1 Sources:  
www.oegb.at  
www.bpb.de/nachschlagen/lexika/das-europalexikon/309416/gewerkschaften-in-europa  

https://www.arbeit-recht-einfach.at/
https://oegb.at/
https://oegb.at/cms/S06/S06_3/bundeslaender
http://www.oegb.at/
http://www.bpb.de/nachschlagen/lexika/das-europalexikon/309416/gewerkschaften-in-europa
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Political work 

The ÖGB, as a federation of all Austrian trade unions, submits draft legislation to 

parliament, makes political statements and is active on behalf of workers in the so-

called social partnership, in social insurance and in international associations. 

Negotiating partner 

The ÖGB negotiates collective agreements (KV) with employers. This involves wage and 

salary increases, working time regulations, etc. 

The trade union federation supports works councils in companies in co-determination 

and networking of employees in the company. 

The works council is the body representing the interests of employees at company level. 

Its term of office is 5 years. The works council has many powers: it can conclude 

company agreements, have a say in dismissals, redundancies and transfers, and even 

participate in supervisory board meetings in companies. The works council must be 

established through a works council election. The workers are responsible for it. The 

company may not refuse or prevent it. The size of the works council depends on the size 

of the company. If there are five or more employees in a company, there is a right to a 

works council.  

Support and advice - for members: 

Free legal advice is offered to members on questions and problems with the employer, 

questions relating to working time, sick leave, holiday arrangements, dismissal, 

redundancy, overtime, service contracts, information on pregnancy, maternity leave and 

parental leave, etc.). There is also support with employee tax assessment (tax 

equalisation). There are low-cost insurances, discounts for cultural events, shopping, 

travelling, etc., magazine issue.  

How to become a trade union member? 

This can be done directly via the ÖGB Website by filling in a form online. The registration 

form is currently available in seven languages: German, English, Turkish, Hungarian, 

Serbian/Croatian, Romanian and Bulgarian. 

https://secure.gewerkschaft.at/OEGB/V04/index.php?page=&id=20200929844511&kid=www.oegb.at
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What does membership cost? 

The amount of the membership fee depends on the respective income. In principle, the 

monthly membership fee is 1 per cent of the gross income. It is cheaper for apprentices, 

pupils, students and the unemployed. The membership fee is debited monthly. 

Focus on migrants 

The interest group for migrants IG Migration addresses people living in Austria without 

Austrian citizenship, staff in counselling centres and initiatives for migrants as well as 

Austrians living in a foreign country. The website contains important information on 

working in Austria, such as employment permits, residence titles, Red-White-Red Card, 

visa, as well as brochures in Turkish, Serbian, Croatian and Bosnian: 

https://www.gpa-

djp.at/cms/A03/A03_1.10.7/berufsleben/interessengemeinschaften/ig-migration 

IG Migration also offers training for members of works councils of international origin: 

https://noe.arbeiterkammer.at/service/betriebsrat/weiterbildung/intensivausbildung/

alba.html 

CHAMBER OF LABOUR  

The Chamber of Labour (Arbeiterkammer) also represents the interests of dependent 

workers and employees vis-à-vis politics and business in Austria, but also at EU level. It 

is active in the media, contributes to legislation and offers advice and support especially 

in the field of labour and social law, represents workers before the Labour and Social 

Court (together with the ÖGB) and conducts basic research.  

It controls employee protection institutions. The Chamber of Labour has offices in all 

Austrian provinces.  

A great deal of information can be accessed via the website. The Chamber of Labour 

publishes various information brochures. Further offers: Computers and apps, a library, 

further education, training and events: https://www.arbeiterkammer.at/index.html 

https://www.gpa-djp.at/cms/A03/A03_1.10.7/berufsleben/interessengemeinschaften/ig-migration
https://www.gpa-djp.at/cms/A03/A03_1.10.7/berufsleben/interessengemeinschaften/ig-migration
https://noe.arbeiterkammer.at/service/betriebsrat/weiterbildung/intensivausbildung/alba.html
https://noe.arbeiterkammer.at/service/betriebsrat/weiterbildung/intensivausbildung/alba.html
https://www.arbeiterkammer.at/index.html
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The website also has helpful videos on the Chamber of Labour in general, but also on 

specific topics. There is a labour law hotline: 0800 - 22 55 22 - 14 14. 

Membership  

Membership is automatic as soon as you are employed. You are a member of the Chamber 

of Labour in the province in which your place of work is located. If you are unemployed, 

Chamber of Labour membership depends on your place of residence.  

Especially for migrants: 

Counselling for migrants for the duration of vocational training as well as studies and 

surveys on the topic of migrants. 

OMBUDSMAN'S OFFICE FOR EQUAL TREATMENT 

There are ombudsman offices in many areas to which people can turn if they want to claim 

their rights. 

The Service Centre for Equal Treatment and Anti-Discrimination in Tyrol can be found at: 

https://www.tirol.gv.at/gesellschaft-soziales/gleichbehandlung-antidiskriminierung/ 

The Tyrol Anti-Discrimination Act prohibits discrimination on the grounds of gender, 

ethnicity, religion, world view, disability, age or sexual orientation. 

The prohibition of discrimination and harassment applies to organs of the state or a 

municipality in their dealings with citizens. 

Discrimination is any unequal treatment that is not objectively justified. Harassment is a 

form of discrimination. 

On the website of the Ombudsman's Offices you can also find checklists on working and 

living in Austria for EU citizens, Swiss nationals and third-country nationals 

 

 

https://www.tirol.gv.at/gesellschaft-soziales/gleichbehandlung-antidiskriminierung/
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FURTHER SERVICE CENTRES ESPECIALLY FOR MIGRANTS  

The support organisations listed below are a selection and do not claim to be exhaustive:  

Centre for Migrants in Tyrol (ZeMiT) 

In addition to counselling at its headquarters in Innsbruck, ZeMiT also offers counselling 

for the AMS at the AMS regional offices in Innsbruck, Landeck, Imst, Reutte, Schwaz and 

Kufstein. In addition to German, the counselling services are available in five other 

languages (Bosnian, English, Croatian, Serbian and Turkish) and also have counselling 

services on legal integration: Aliens Employment Act (granting of an employment permit, 

a work permit and an exemption certificate), Aliens Police Act, Settlement and Residence 

Act (issues related to employment, accommodation, family relationships, visiting 

relatives, family reunification, obtaining Austrian citizenship) as well as on the 

Unemployment Insurance Act (unemployment benefits, emergency unemployment 

assistance, pension advance, etc.). 

ZeMiT is a recognition centre for qualifications and educational degrees not acquired in 

Austria. 

migrare - Centre for Migrants 

The migrare Centre for Migrants is located in Upper Austria and offers a variety of support 

and awareness-raising services: Counselling, educational events, women's counselling, 

health, job search, etc. The services are offered in different languages: Albanian, Arabic, 

BKS, Dari/Farsi, English, French, Romanian, Russian and Turkish;  

Website: www.migrare.at/ 

KOMPASS - Counselling Centre for EU Citizens (Vienna) 

KOMPASS offers many counselling services also in the field of labour law. These are 

available in many EU languages. Telephone counselling is free of charge, all other 

services are chargeable. 

Website: https://www.eukompass.at/ 

Facebook: https://www.facebook.com/BeratungszentrumKOMPASS/ 

https://www.zemit.at/de/
http://www.migrare.at/
https://www.facebook.com/BeratungszentrumKOMPASS/
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E-mail: office@eukompass.at 

INNOVIA 

Provides support for people with learning difficulties and disabilities in the labour market. 

In this sense, support is also provided to those people with a refugee and/or migration 

background who are exposed to disadvantages when entering working life due to their 

inadequate educational biography.  

The contact point for migrants is the educational counselling and career guidance for 

people from all countries offered by Innovia: https://bildungsberatung.innovia.at/ 

ITWORKS Jobservice Tirol 

Jobservice helps people to gain a foothold in the Austrian labour market after having fled 

from their home country and to achieve sustainable integration through education, 

networking and empowerment. 

The service is aimed at adult persons entitled to asylum or subsidiary protection with their 

main residence in Tyrol who are assigned by the AMS. 

Contact: jobservice.tirol@itworks.co.at 

Website: https://www.itworks.co.at/geschaeftsfelder/beratungs-und-

betreuungseinrichtungen-kurse/jobservice-tirol.html 

KAOS Education Service 

KAOS is an educational company with the central task of supporting, training, counselling 

and coaching people in their professional and personal development, regardless of age, 

gender, origin and education. 

Target group:  

⎯ young people with and without compulsory school-leaving qualifications. 

⎯ Women who are planning their professional re-entry. 

⎯ people who want to reorientate themselves and retrain 

https://bildungsberatung.innovia.at/
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⎯ people with a migration background who want to make their competences visible and 

integrate into the labour market 

⎯ People who have been out of work for a long time 

⎯ People who want to improve their qualifications. 

Website: http://www.kaos4all.com/home_wofuerwirstehen.html 

SEZONIERI awareness campaign  

Campaigns for fair working conditions in agriculture and was launched in 2014 by various 

interest groups to counteract exploitation in Austrian agriculture. Offers: multilingual 

information material, info phones, direct contact with workers in the fields, media work, 

political educational work, etc. 

http://www.sezonieri.at 

  

http://www.kaos4all.com/home_wofuerwirstehen.html
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EXERCISES 

Task 1:  DEALING WITH DIFFERENT SUPPORTING ORGANISATIONS  

Learning goals: Participants gain insight into the different interest representations of 

workers and employees. 

Procedure: The participants look for the information in the script in unit 1 and answer the 

following questions - working individually or in pairs: 

⎯ What is the difference in terms of membership of the trade union and the Chamber of 

Labour? 

⎯ Ombudspersons for Equal Treatment: Which of the discrimination listed mainly affects 

migrants? 

⎯ What else did you notice? What else is interesting? 

The answers are then discussed in plenary. 

Duration: 20 minutes 

Task 2: READING THE ARTICLE "Migrants in the Trade Union - The Successful Fight for the 

Foreigners' Right to Vote” 

Learning goals: Participants look at the role and possibilities of trade unions in relation 

to the rights and involvement of migrants. 

Procedure: Participants read the article and the part of the script about the works council 

(p. 18) - working individually or in pairs - and answer the following questions: 

⎯ Which right to vote did the trade union members campaign for? 

⎯ On what basis was the right to vote then introduced? 

⎯ What are the problems regarding the inclusion of migrants? 

⎯ What does a works council do? 

⎯ Additional task: Find out which trade union is responsible for you (see website ÖGB). 

https://www.oegb.at/themen/gleichstellung/antidiskriminierung/migrantinnen-in-der-gewerkschaft
https://www.oegb.at/themen/gleichstellung/antidiskriminierung/migrantinnen-in-der-gewerkschaft
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The answers are then discussed in plenary. 

Duration: 20 minutes 
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UNIT 2: EMPLOYMENT CONTRACTS 

CONTEXTUALIZATION 

What is an employment contract? 

An employment contract regulates all rights, responsibilities, duties and conditions of 

employment that make up the legal relationship between employer and employee. 

Usually, employment contracts contain all the important legally binding conditions, such 

as the employer's obligation to pay the employee remuneration or the employee's 

obligation to observe working hours, etc. The employment contract is a contract of 

employment between the employer and the employee.  

Different types of contracts apply depending on the employment status.  

According to the minimum rules laid down in the European Union, an employment 

contract must contain the following points: 

⎯ Name and address of the employer and the employee. 

⎯ Start and duration of the employment 

⎯ Type of work and description of duties 

⎯ Location of the workplace 

⎯ Amount of remuneration (usually gross salary) 

⎯ Composition of the remuneration (basic salary and, if applicable, overtime, bonuses, 

etc.) 

⎯ Weekly working time, working hours and working days 

⎯ Number of days of leave 

⎯ Deadlines for termination of the employment relationship 

⎯ reference to applicable collective agreements or company agreements. 
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The contract must in any case contain all these points. With regard to holidays, length of 

notice periods, working days, remuneration or applicable collective agreements, it is 

necessary to refer workers to the relevant national / regional and administrative laws and 

regulations, which can vary greatly from country to country.  

Here one can consult all the information according to official sources of the European 

Union:  

https://europa.eu/youreurope/business/human-resources/employment-

contracts/employment-terms/index_en.htm   

 

https://europa.eu/youreurope/business/human-resources/employment-contracts/employment-terms/index_en.htm
https://europa.eu/youreurope/business/human-resources/employment-contracts/employment-terms/index_en.htm
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Types of employment contracts 

There are different types of employment contracts. They regulate the status of the 

employee and his/her relationship with the company differently in some respects, 

depending on the type: 

a. Permanent employment contract 

These contracts are for employees who work regularly, receive a regular salary or hourly 

rate. Permanent contracts run until they are terminated by either the employer or the 

employee. On the basis of these contracts, workers enjoy all employment rights.  

There are two types of permanent employment contracts: 

● Full-time employment contracts. 

This is the most common type of contract. Employees with such contracts usually work 

full-time for about 35 hours or more, depending on the country.  

● Part-time contracts 

The contract for part-time employees is similar to the contract for full-time employees, 

with more emphasis on the number of hours worked and the regulation of overtime, but 

otherwise with the same rights as full-time employees.  

● Variation marginal employment 

A person is considered to be in marginal employment if he or she earns no more than 

460.66 euros (as of 01.01.2020) per calendar month in regular employment (employment 

relationship for one month or for an indefinite period). This amount is adjusted annually. 

Special payments are not included in this amount.  

Although marginally employed persons are insured against accidents by their employer, 

they are not covered by health insurance or pension insurance. 

Apart from that, they have the following rights: 
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The right to leave, the right to continued payment in the event of illness, the right to time 

off for care, the right to severance pay and the right to special payments (holiday pay and 

Christmas bonus), if this is regulated in the collective agreement. 

With regard to notice periods, 6 weeks apply to the employer in the case of marginal part-

time workers with permanent contracts. 

b. Fixed-term employment contract 

Such contracts contain a fixed end date, for example six months or one year, when the 

employment relationship ends. Fixed-term workers are protected and have the same 

basic rights as employees with a permanent contract. Employers may not offer them less 

favourable conditions.  

● Variation seasonal work 

In certain sectors, e.g., catering, construction, agriculture, etc., there are often no year-

round employment relationships, but so-called seasonal work or seasonal employment. 

Seasonal employment relationships are thus almost always limited in time. Both 

calendar-based time limits (e.g., from 1 June to 31 October) and otherwise definable end 

dates that are independent of the employer's influence (e.g., until the first snowfall) are 

permissible.  

Many claims under labour law are partly different from those in normal employment. This 

concerns severance pay, holiday entitlements and entitlements to holiday and Christmas 

bonuses, etc. In some collective agreements, employment periods are added together, in 

others not. 

The details of seasonal work are very complex. It is important to be very well informed: 

https://www.arbeiterkammer.at/beratung/arbeitundrecht/Arbeitsvertraege/Arbeiten_

als_Saisonnier.html 

c. Casual employment contract 

Such contracts are used when an employee works for a company that does not offer 

him/her fixed hours per week or working hours, so that no regular working rhythm is 
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guaranteed. However, casual employment contracts must contain a minimum number of 

working hours per week. This includes, for example, marginal part-time workers. 

Variation temporary work 

Temporary work, or labour leasing, has increased steadily in recent years. Temporary 

workers are hired out to companies by so-called leasing companies (= lenders) when they 

have a short-term need for more workers.  The temporary worker receives a written 

agreement on the working conditions (components of a service slip) and a notice of 

assignment. 

The service note must also state the reasons for any temporary employment and the 

province or province in which the worker is to work. 

The employer must register the employee for social security and pay the contributions. 

The employee receives the registration in writing. Temporary agency workers can be 

employed as manual workers or as salaried employees. Based on 

Arbeitsüberlassungsgesetz (AÜG) 

The employee may enter into a regular employment relationship with the company after 

the termination of the temporary employment contract.  

d. Apprenticeship and traineeship employment contracts 

Apprenticeship and traineeship contracts are concluded for training purposes in 

companies.  

e. Self-employment 

Self-employment is an activity in which a person creates their own workplace to be their 

own boss. A person starts his/her own business or works on a self-employed basis.  

As a self-employed person, one has to use one's own capital and creative ideas to win 

orders and customers. 

In the case of e.g., digital services, it is also possible to work from home and there are no 

commuting times to the workplace. 
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There are several advantages and disadvantages to take into account regarding self-

employment in comparison with contracted employment down below:  

ADVANTAGES 
 

SELF-EMPLOYMENT 
 

 
CONTRACTED EMPLOYMENT 

⎯ IT IS AN ATTRACTIVE WAY TO GET OUT 
OF UNEMPLOYMENT. 
 

⎯ WHEN YOU ARE SELF-EMPLOYED YOU 
BECOME YOUR OWN BOSS, YOU WORK 
FOR YOURSELF PURSUING YOUR OWN 
INTERESTS. 
 

⎯ IT OFFERS THE POSSIBILITY OF 
WORKING FROM HOME AND 
ORGANIZING YOUR TIME ACCORDING 
YOUR NEEDS. 
 

⎯ IT ALLOWS OBTAINING GREATER 
BENEFITS AND ECONOMIC 
PROFITABILITY. 
 

⎯ ENTREPRENEURS WHO ARE SELF-
EMPLOYED OVER TIME OBTAIN SOCIAL, 
PROFESSIONAL PRESTIGE AND 
GREATER PERSONAL SATISFACTION. 
 

⎯ IT IS THE BASIS FOR BECOMING AN 
ENTREPRENEUR. 
 

⎯ WITH DISCIPLINE IT IS POSSIBLE TO 
OBTAIN GREAT BENEFITS. 
 

⎯ IT IMPLIES YOU HAVE A FIXED AND 
STABLE INCOME PER MONTH, WHICH 
COVERS BASIC NEEDS. 
 

⎯ YOU HAVE AN ESTABLISHED 
SCHEDULE, SO YOUR LIFE CAN BE 
"PLANNED": DAILY LEISURE, 
VACATIONS, SHOPPING, ETC. 

 

⎯ THERE IS LESS RISK OF LOSING YOUR 
JOB, WITH LESS UNCERTAINTY. 

 

⎯ YOU ARE BETTER BACKED BY SOCIAL AND 
UNEMPLOYMENT BENEFITS, IN ADDITION 
TO THE COMPENSATION CORRESPONDING 
TO YOUR DISMISSAL. 

 

⎯ FISCAL OBLIGATIONS REGARGIND 
SALARY ARE MANAGED BY THE COMPANY, 
NOT BY THE EMPLOYER HIMSELF. 
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DISADVANTAGES  

 
 

SELF-EMPLOYMENT 
 

 
CONTRACTED EMPLOYMENT 

⎯ YOU DO NOT HAVE FIXED HOURS AND IT 
IS IMPORTANT TO NOTE THAT UNLIKE A 
NORMAL JOB YOU MUST DEDICATE AS 
MUCH TIME AS POSSIBLE, SINCE 
SUCCESS DEPENDS ONLY ON YOU AND 
YOUR EFFORT. 
 

⎯ THERE IS ALWAYS THE POSSIBILITY 
THAT THE PROJECT WILL FAIL. 
 

⎯ YOU WILL NOT BE ABLE TO BLAME 
YOUR BOSS FOR THE PROBLEMS. 

 

⎯ IF YOU DON'T WORK YOU DON'T MAKE 
MONEY. 

 

⎯ THE BEGINNINGS ARE USUALLY 
DIFFICULT. 

 

⎯ THE PAYMENT OF A “FEE” IS 
MANDATORY. THIS FEE CAN BE 
INDEPENDENT OF THE INCOME 
GENERATED, MONTHTY OR ANNUAL. 

 

⎯ THERE ARE MORE FISCAL DUTIES 
APART FROM INCOME TAXES, SUCH AS 
THE VAT.  

⎯ THE BIGGEST “CON” IS THAT THE 
EMPLOYEE DOES NOT HAVE A REAL 
CONTROL OF HIS/HER SITUATION: IT IS 
THE BOSS WHO DECIDE. THE 
EMPLOYEE WORKS WITH COLLEAGUES 
HE/SHE DOES NOT CHOOSE AND IN 
TASKS HE/SHE DOES NOT SELECT, BUT 
ARE GIVEN. 
 

⎯ SOMETIMES, THERE IS A "CEILING" OF 
GROWTH, THAT IS, A LIMIT WHEN IT 
COMES TO ASCENDING, AND THAT 
CEILING DOES NOT DEPEND ON THE 
WORKER. 

Some examples and ideas for self-employment could be creating a start-up, working as 

freelancer, open a face-to-face business, offer consultancy advice on a topic of your 

expertise, creating an e-commerce … 

In any case, self-employment is an important element of the labour market, since the 

creation of own employment can be added to that of the workers needed to carry out the 

activity. In short, self-employment is about creating your own job. 

Both regimes show differences depending on the country in which the worker is located. 

There is no EU-wide regulation that establishes important aspects such as the way 

incomes from work (or from other sources such pensions, benefits, property, 

successions and donations, or any other sources) should be taxed or the rates or different 

tax obligations depending on the type of worker or employee.  
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Therefore, it is important that the worker is aware of the elements that must be taken into 

account in order to make an informed and conscious decision regarding the work regime. 

Business start-up programmes in Austria: 

AMS: https://www.unternehmensgruendungsprogramm.at 

Austrian Federal Economic Chamber: Start-up service portal: 

https://www.gruenderservice.at 

Counselling services specifically for migrants: 

Wirtschaftsagentur Wien: With its "Migrant Enterprises" offer, it specifically supports 

people with a migration background who want to start a business: 

https://wirtschaftsagentur.at/beratungen/migrant-enterprises-6/ 

 

Mentoring für Migrant*innen (Mentoring for Migrants): offers support not only for labour 

market integration but also for setting up a business by qualified people with a migration 

background: https://www.wko.at/site/Mentoring/va_auftakt2020.html 

  

https://www.unternehmensgruendungsprogramm.at/
https://www.gruenderservice.at/
https://wirtschaftsagentur.at/beratungen/migrant-enterprises-6/
https://www.wko.at/site/Mentoring/va_auftakt2020.html
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EMPLOYMENT CONTRACTS IN AUSTRIA2 

In Austria, the employment contract or the “Dienstzettel” is considered to be a written 

agreement of the rights and obligations of the employer and the employee in the context 

of an employment relationship. 

A “Dienstzettel” is the written record of the essential rights and obligations under the 

employment contract. As workers or employees are not entitled to be issued with a 

detailed written employment contract, the right to be issued with a “Dienstzettel” is 

particularly important. 

The minimum content of a “Dienstzettel” is prescribed by law. The employer is also obliged 

by law to issue a service sheet. The service record serves to preserve evidence. 

The “Dienstzettel” must contain the following information: 

⎯ name and address of the employer and employee 

⎯ beginning of the employment relationship 

⎯ End of the employment relationship (in the case of fixed-term employment) 

⎯ Duration of notice period, date of termination, if applicable*. 

⎯ Usual (or changing) place of work*. 

⎯ classification in a general scheme 

⎯ intended use 

⎯ the amount of the basic salary or wage, other remuneration components such as special 

payments, due date for payment of remuneration 

⎯ extent of leave* 

⎯ agreed daily or weekly normal working hours*. 

 
2 Sources: 
www.arbeiterkammer.at 
www.wko.at 

http://www.arbeiterkammer.at/
http://www.wko.at/
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⎯ Collective agreement, statutes, minimum wage agreement, company agreements, etc. 

⎯ Name and address of the employee pension fund. 

*A reference to laws, collective agreements, company agreements or standard company 

travel guidelines is sufficient here. 

Example for “Dienstzettel” 

ATTENTION: This is only an example; it can also be regulated differently or be shorter! 

 

Minimum parts of an employment contract: 

PLEASE NOTE: All information in the fields are only examples of how it could be 

formulated. There are also deviations in the wording and information (depending on the 

collective agreement) 

Name and address of the employee  

Name and address of the employer: _________________________________ 

 

Data of the employee 

Name and address of the employee: ______________________________ 
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Commencement of employment / fixed term 

The employment relationship / fixed term begins on: ____________________ 

□ and is concluded for an indefinite period of time 

□ and is limited in time until: _____________________  

Reason for the time limit: ___________________ 

 

Occupation 

Expected type(s) of work: ___________________________ 

 

Place of work 

 

Probationary period 

ATTENTION: The employer must also conclude a contract for the probationary period 

(“Dienstzettel” or employment contract) and also pay the employee! 

 

Probationary period yes/no; duration of the probationary period: 

□ The first month of the employment relationship is considered a trial month (termination with 

immediate effect at any time) 

 

Termination 

Termination date: On what date can the employment relationship be terminated, e.g. 

 

 Subsequently, the employment relationship may be terminated by the employer and the employee 

on the 15th / last day of the calendar month, subject to the following deadlines: ...  

 

Period of notice: How long is the employee still employed after termination, e.g.: 

in the 1st and 2nd year of service: 6 weeks 

in the 3rd to 5th year of service: 2 months 

in the 6th to 15th year of service: 3 months 

in the 16th to 25th year of service: 4 months, etc. 
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Collective agreement - Classification 

Designation of the collective agreement and the applicable company agreements 

 

Classification according to collective agreement/internal company wage scheme: 

Application group/employment group/wage group + salary level (which year of service) 

Collective agreement for workers in the catering and hotel industry 

Collective agreement for workers in the catering and hotel industry 

Classification in wage group: _________________________________  

Years of employment:   _________________________________ 

Example wage table 

 

Remuneration 

What do I get paid? 

⎯ Gross hourly wage or gross monthly wage/salary 

⎯ Allowances 

⎯ Commissions/bonuses 

⎯ Overtime allowance in the amount of__________ 
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⎯ Travel allowance, allowances, separation allowance, etc. 

⎯ Special payments (holiday allowance, Christmas bonus, etc.) 

⎯ other remuneration entitlements 

 

Gross salary/gross wage 

Gross salary/wage: EUR _______________________________________  

ATTENTION: Gross is not the wage or salary that is paid out.  

You can calculate the approximate net wage yourself using an online gross/net calculator: 

https://bruttonetto.arbeiterkammer.at/ 

Due date of monthly salary and special payments 

When is the monthly salary paid / transferred? ATTENTION: This is only an example; it can 

also be fixed differently! 

Remuneration is paid monthly in arrears, at the latest by the 5th of the following month, to the bank 

account made known to the employer. The employee will receive a monthly statement of the 

remuneration paid in arrears. 

 

Holiday entitlement per working/calendar year (number of working days) & payment 

The holiday entitlement for the current year of service is therefore the aliquot part of 25 working 

days. 

The employee is entitled to holiday according to the Holiday Act: 25 working days. 

The holiday allowance according to the ... collective agreement is due at the start of the holiday; the 

provisions of the … collective agreement apply in detail. In any case, the holiday allowance is due 

with the settlement for the month of December. The Christmas bonus according to the … collective 

agreement shall be paid on ... at the latest.  

Working hours 

a) Normal weekly working time 

b) Distribution of normal working hours over the individual weekdays 

https://bruttonetto.arbeiterkammer.at/
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Working time: The normal weekly working time is ________________ hours per week.  

It is divided as follows: Monday to Friday, from 8:00 to 16:00 ...  

Inability to work  

What should I do if I become ill?  

Notification of absence from work or sick leave must be made immediately, i.e., on the first day. The 

medical certificate of sick leave must be available at the employer's by the 3rd day at the latest. 

Notification to the employer is not sufficient. Special reference is made to the legal consequences 

of late reporting (loss of pay). 

Duty of confidentiality 

The employee or worker shall be obliged to maintain secrecy with regard to all business 

and operational information of the employer and its customers and employees that comes 

to its knowledge, vis-à-vis all persons and for an unlimited period of time.  

Name and address of the employee's company provident fund 

Severance pay is a one-off payment on termination of employment. Until 2003, employers 

had to save the designated amount themselves. For all new employment contracts from 

2003 onwards, employers must pay contributions into a company provident fund on behalf 

of their employees. The company provident fund administer and invest the paid-in 

severance pay contributions. Each company must select a a company provident fund and 

inform the employee of it.  

Date and signature of employer and employee 

Date:     COMPLETELY AGREED upon 

__________________________________    _______________________________________  

Employer        Employee  
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EXERCISES 

Task 1: UNDERSTANDING AN EMPLOYMENT CONTRACT 

Learning goal: Familiarise participants with an employment contract 

Procedure: The participants are given an example of an employment contract and they 

 analyse it for the following points and answer the questions (partner exercise): 

a) What is the duration of the contract? 

b) Is there a probationary period? If so, how long is it? 

c) Which collective agreement applies? 

d) For which activity is the employee employed? Where can this information be found 

(under  which heading)? 

e) Does the employee work full-time?  

f) How are the overtime hours compensated? 

g) Where does the employee have to work? 

h) Are periods of previous service taken into account? 

i) When is the salary transferred?  

At the end, all results are discussed in plenary: 

Variation: The participants bring their own contract. 

Duration: 15 minutes 

Example employment contract: download 

 

 

 

https://compass4you.at/--drive/kyr/Arbeitsvertrag_Exemplar.pdf
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Task 2: ANSWER COMPREHENSION QUESTIONS 

Learning goal: Understand important information about the employment contract 

Procedure: The participants read from page 36 onwards and answer the following 

comprehension questions (individual or pair work): 

⎯ Is an employment contract written or oral?  

⎯ What is the difference between an employment contract and a „Dienstzettel”? 

⎯ What types of employment contracts are there?  

⎯ Optional: Self-employment: advantages and disadvantages? 

⎯ Which details in the lesson "Employment contracts" are unclear? 

The answers are then discussed in plenary. 

Duration: 20 minutes 
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UNIT 3: MINIMUM WAGES, TAXES AND PAYROLL EXPENSES 

CONTEXTUALIZATION 

What is the minimum wage? 

The International Labour Organisation defines the minimum wage as "the minimum 

amount of remuneration that an employer is obliged to pay its employees for the work they 

have done during a certain period."  

The annual adjustment to the minimum wage that occurs around an agreement between 

the leaders of trade unions, representatives of the production unions and the National 

Government, is a crucial decision for the finances of all citizens, since this increase also 

influencing the financial readjustment of the personal finances of them, has a lot to do with 

the increase in the prices of products and services.  

There are countries where there is no minimum wage, the market rules, this minimum 

wage may exist through collective bargaining but not by state regulation, as in countries 

that do count on this minimum wage.  

Some countries present agreements or conventions for different sectors, by which the 

salary of professionals in those sectors is set. It is important for the employees to keep up 

with their agreements to avoid being included in an incorrect one with a difference set 

salary and different conditions.   

In the European Union, of the 28 member states, 22 have a minimum wage, which ranges 

from 286 euros in Bulgaria to 2,071 euros in Luxembourg, according to data from the 

Community Statistical Office (Eurostat). Denmark, Italy, Cyprus, Austria, Finland and 

Sweden, by contrast, lack an interprofessional minimum wage. 

Here you will find information on this topic in comparison within the member states of the 

European Union:  

https://europa.eu/youreurope/citizens/work/unemployment-and-

benefits/index_en.htm  

 

https://europa.eu/youreurope/citizens/work/unemployment-and-benefits/index_en.htm
https://europa.eu/youreurope/citizens/work/unemployment-and-benefits/index_en.htm
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How is the wage or salary structured? 

The wage or salary is composed, on the one hand, of the so-called "base salary" that 

remunerates the work provided by the worker based on the time worked, or the work 

carried out. 

On the other hand, the second part of the wage or salary is the "salary supplements" that 

are added to the "base salary" and is destined to special circumstances or conditions of 

the worker or employee. 

Regarding the salary supplements, there are several types included in the wage: 

✔ Personal supplements: professional experience, qualification, special knowledge 

✔ Supplements of job and by quality or quantity of work 

✔ Supplements in kind 

✔ Supplements of company situation and results 

Although there is no EU-wide regulation that establishes a common minimum wage or the 

supplements included in the wage, in EU, workers’ wage may not be less than the local 

minimum wage or the wage set by universally binding collective agreements in specific 

sectors of employment if these are in force in the host country.  

It is important that the worker or employee is aware of the local rules, the minimum wage, 

its supplements and the possible collective agreements or conventions as elements that 

affect salary. For that specific information, the national Trade Unions and other supporting 

organisations play an important and facilitating role. 

In addition to the necessity of knowing the different types of taxes every worker or 

employee has to pay which are different in each country, it is important to understand the 

rights or benefits offered by this payment in each country.  

There are no EU-wide rules that stipulates that, so local regulations will determine the 

differences from country to country and the length of this services.  Even then, in a general 

way, the monthly deduction of payrolls serves as contribution for: 

● Situations of common illness, non-work accident, maternity, paternity, 

healthcare, etc.  
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● Retirement pensions (in those countries where retirement pensions have a public 

profile).  

● Unemployment, to cover the loss of income when the employment relationship 

ends. 

● Situations of need derived from work accidents and professional illnesses, as well 

as disability, death, etc.  

● Vocational training through courses whose costs can be 100% financed through 

this contribution for employees or unemployed.  

It is also relevant that workers or employees have knowledge about how to deal with 

situations where their salaries’ deductions or contributions are more than the expected. 

In these cases, workers should know whom they can turn to and how they can get part of 

the paid amount back. 

Where, when and how to declare it is something that depends on national regulations and 

stipulations.  

Here you can see information about it according to official sources of the European Union:  

https://europa.eu/youreurope/citizens/work/unemployment-and-

benefits/index_en.htm  

MINIMUM WAGE OR SALARY IN AUSTRIA 

There is no statutory minimum wage in Austria, as was introduced in Germany in 2015, for 

example. There are, however, minimum wages in many collective agreements, which 

then only apply to the respective sectors.  

The Economic Chamber (employers) and the trade unions have agreed that no minimum 

wage in a collective agreement should be below 1,500 euros per month until 31 December 

2019. Since practically all collective agreements provide for 14 wages per year, the 

minimum wage is actually 1,750 euros per month. However, there are still a few 

collective agreements that are below 1,500 euros per month (e.g. florists' collective 

agreement). 

https://europa.eu/youreurope/citizens/work/unemployment-and-benefits/index_en.htm
https://europa.eu/youreurope/citizens/work/unemployment-and-benefits/index_en.htm
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TAX SYSTEM IN AUSTRIA 

What taxes do working people in Austria have to pay? 

 Wage tax  

 The wage tax is calculated from the salary and also from special payments. 

Austria has a so-called progressive tax system, which means that the higher the income, 

the higher the tax: between 20 and 55%. Wage tax is only due on gross wages above € 

1,099.33 (currently). 

Income tax 

Self-employed persons and companies do not pay wage tax, but income tax on their 

income from self-employment, including rental income, etc. This tax is levied on the 

income from self-employment. 

Taxes for all 

Value added tax VAT is a tax that everyone pays when shopping VAT is included in the price. 

In Austria, VAT is normally 20 per cent.  

There is also 10 per cent and 13 per cent VAT: 

10 per cent: food, medicine, newspapers, magazines, books, tickets for public transport, 

renting for residential purposes 

13 per cent: transport of live animals and plants, firewood, seeds, , cultural events, farm-

gate sales of wine or accommodation in furnished living and sleeping quarters. 

What deductions are there from the salary/wage? 

In addition to the wage tax, the social insurance is deducted from the salary/wage. 

Employees who earn more than the marginal earnings threshold (currently 460.66 euros) 

must pay social insurance. Social insurance is deducted from the gross salary.  

The social insurance consists of: Pension insurance, health insurance, accident 

insurance, unemployment insurance, IESG surcharge, chamber of labour levy, housing 

subsidy contribution. The share of the social insurance amounts to approx. 17%.  
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Employers also pay a social insurance contribution for their employees. See also 

payroll/salary statement. 

PAY SLIP IN AUSTRIA3  

The monthly pay slip is one of the most important documents for an employee. Every 

employee must receive a complete pay slip when the pay is due. The employee has a right 

to receive it. 

REMUNERATIONS Definitions 

Salary/Wage 
Basic salary or basic wage according to the collective 
agreement. 

Special payments 
Special payments are payments that do not accrue monthly, e.g. 
holiday bonus, Christmas bonus, etc. The collective agreements 
regulate the special payments and when they are to be paid: 

The Christmas bonus is usually due in November or December; 
the holiday bonus is usually due in June/July. Often the holiday 
bonus has to be paid according to the collective agreement if 
employees use at least half of their holiday - in these cases it can 
therefore be due in January or in December. 

Overtime The normal working week in Austria is set by law at 40 hours. 
Some collective agreements also provide for shorter weekly 
working hours, e.g. 38 hours or 38.5 hours. 

If more work is done, overtime arises. These can be paid out 
and consist of two parts: 

● The basic overtime wage: based on the normal hourly wage, 
and  

● the overtime supplement of at least 50%. Higher overtime 
supplements are regulated in the collective agreements. There 
are separate calculation formulas for this. 

The employer can also agree with the employee (service 
contract) not to pay out the overtime but to compensate it in the 
form of time off. This means that the employee receives 
additional time off to the extent of the overtime. This has 
nothing to do with holiday entitlement. 

 
3 Source: 
www.arbeiterkammer.at  

http://www.arbeiterkammer.at/
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SEG Allowances These allowances are regulated in the Income Tax Act.  

SEG = Dirt, Difficulty and Danger Allowances. They are paid to 
workers or employees in certain occupations that are 
particularly physically demanding or involve danger. These 
allowances are tax-free up to 360 euros per month. 

The company must therefore keep precise records of the work 
performed to determine whether this work was actually done. 

Benefits in kind Benefits in kind are those extras that an employee receives that 
have nothing to do with money, e.g., the use of a company car 
also for private journeys, a company flat, a parking place or 
parking space for the car, public transport tickets. 

Every value in kind must be converted into a monetary value, 
since social security and wage tax must also be paid for it. 
Remuneration in kind and its conversion are regulated in detail 
in the Remuneration in Kind Ordinance. 

Daily allowances or 
per diems 

Daily allowances or per diems are lump-sum payments for 
meals during business trips. A business trip is a trip for 
professional purposes with a distance of more than 25 km and 
a duration of at least 3 hours. For business trips in Austria, the 
employee receives a daily allowance (if this is stated in the 
collective agreement), of which a maximum of 26.40 euros is 
tax-free. 

Kilometre 
allowance 

For business trips with the car, up to 0.42 euros per km are 
currently tax-free. 

Gross pay Gross pay is any amount from which social security 
contributions and payroll tax and other levies are calculated. 

BMGL 

Assessment basis 

BMGL = assessment basis; this is the basis for the deduction or 
calculation of a sum, e.g., assessment basis for social 
insurance SV, for wage tax etc. 

DEDUCTIONS  

Social insurance Employees who earn more than the marginal earnings 
threshold (currently 460.66 euros) must pay social security. 
For employees, the social insurance contribution is deducted 
from the gross salary. By paying social insurance, employees 
acquire insurance periods in pension, health and 
unemployment insurance. The employer pays additional social 
insurance contributions for each employee. 

The social insurance consists of: Pension insurance, health 
insurance, accident insurance, unemployment insurance, IESG 
surcharge, Chamber of Labour levy, housing subsidy 
contribution.  



IO2: CURRICULUM AND TRAINING PROGRAMME 

 44 

Explanation: Share employers (DG): This is what the employer 
pays. Proportion employee (DN): This is what the employee 
pays. 

 

 

 Source: www.arbeiterkammer.at 

It is easy to see here that the pension insurance contribution is 
the highest item. You can calculate your future pension via the 
pension account: 
https://www.neuespensionskonto.at/pensionskonto/ 

Persons born on or after 1 January 1955 who are or were 
insured for pension in Austria have a pension account. 

Unemployment insurance contributions are only due for gross 
wages above 1,733 euros. 

SV lfd.  

SV SZ 

Rollup SV 

Social insurance for the current salary 

Social insurance contributions for special payments 

This is for when the employer pays wages or salaries in arrears 
and social insurance must be calculated for them. 

BMGL LSt  

 

 

LSt lfd 

LSt SZ 

Rollup LSt 

BMGL LSt is the basis for calculating the wage tax for the 
monthly remuneration. 

Austria has a so-called progressive tax system, which means 
that the higher the income, the higher the tax. 

Wage tax from current salary 

Wage tax on all special payments 

This is in case the employer pays wages or salaries in arrears 
and the wage tax has to be calculated for this. 

On account On account means when a wage or salary has been paid in 
advance = advance on wages/salaries 

Net salary or wage/ This is the amount paid to the employee(s). 

http://www.arbeiterkammer.at/
https://www.neuespensionskonto.at/pensionskonto/
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payment 

BV 

Company provident 
fund 

Contribution to the company provident fund. For each 
employee, 1.53% of the gross wage or salary is paid monthly by 
the employer into this provident fund. This is used to save a sum 
for the end of working life. If an employee stops working for an 
employer, the sum saved is either paid out or remains as a 
credit balance in this fund. At the end of the working life, the 
sum is finally paid out. 

ÖGB-Contribution Those who pay membership dues for the Austrian Federation of 
Trade Unions ÖGB can already take this into account in their 
monthly pay slip. This way one saves part of the tax. 

OTHER  

Commuter 
allowance / 

Commuter Euro 

 

A certain contribution is taken into account when calculating 
wages for the journey to and from the place of work.  

The small commuter allowance: For commuting times of at 
least 20 kilometres. 

 

The large commuter allowance: If the workplace is at least 2 km 
away from the home and the use of public transport is 
predominantly unreasonable during the period for which the 
income is paid. 
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In addition, there is the commuter euro for both options, i.e. 
once a year one euro per kilometre for the outward and return 
journey. 

Tax-free allowance 
according to the 
notification  

Regarding the employee tax assessment, special expenses, 
income-related expenses and extraordinary burdens can be 
deducted for tax purposes. If these expenses are incurred on a 
regular annual basis, you should apply for a tax-free allowance 
when carrying out the employee tax assessment. With the 
wage tax assessment notice, you will receive a notification of 
the amount of the tax-free allowance. This notification must be 
handed over to the payroll department so that the tax-free 
amount is automatically taken into account in the monthly 
payroll. This saves tax every month.  

For more information: automatischen 
Arbeitnehmerveranlagung 

Sole earner/Single 
parent 

On the payslip, the following is ticked: sole earner YES + 
indication for how many children: 

YES/2 = sole earner for two children. 

The single earner is  

- who has received family allowance for at least one child for 
more than six months 

- and has been living in a marriage, registered partnership or 
cohabitation for more than 6 months 

- and the income of the (spouse) partner does not exceed 6,000 
euros per year. 

A single parent is 

- who has received family allowance for at least one child for 
more than 6 months 

- and does not live in a married or cohabiting couple for more 
than 6 months in the calendar year. 

This reduces the wage tax by:  

494 euros for one child 

669 euros for two children 

+ 220 euros for the third and each further child 

Tax-free amounts According to 68/1 and 68/2 Income Tax Act (for overtime pay) 

Consumed 
allowance Special 
payments 

For all special payments (non-regular payments such as 
Christmas bonus, holiday bonus, etc.) there is an allowance of 
620 euros. Above this amount, tax is due. Under this item you 
will find the amount that has already been used up from the 
tax-free 620 euros. 

https://www.bmf.gv.at/themen/steuern/arbeitnehmerinnenveranlagung/verfahren-arbeitnehmerinnenveranlagung/antragslose-arbeitnehmerinnenveranlagung.html
https://www.bmf.gv.at/themen/steuern/arbeitnehmerinnenveranlagung/verfahren-arbeitnehmerinnenveranlagung/antragslose-arbeitnehmerinnenveranlagung.html
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EXERCISES 

Task 1: ANALYSING A PAYSLIP 

Learning goal: Participants look at a pay slip and check and analyse selected components. 

Download  

Procedure: Participants are given a completed payslip and analyse it by answering the 

following questions (work individually or in pairs) 

a) How much is the gross salary/wage? 

b) Are special payments listed? If so, which ones? 

c) What is the net salary/wage? 

d) Is overtime paid? 

e) What is the amount for the company provident fund? 

f) How many days of leave can the employee still take? 

g) What is the amount of social security and wage tax for the employee?  

Variation: The participants can also bring their own payslips and analyse them. 

Duration: 10 minutes 

Task 2: EXCHANGE IN PLENARY AND DISCUSS OPEN QUESTIONS 

Learning goal: Participants exchange their answers, check them and clarify open 

questions. 

Procedure: The answers worked out individually or in pairs are exchanged in the plenary, 

supplemented or corrected if necessary. Open questions regarding the payslip are 

discussed. 

Duration: 15 minutes 

  

https://compass4you.at/--drive/kyr/Gehaltsabrechnung_Exemplar.pdf
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UNIT 4: WORKING CONDITIONS AND SECURITY STANDARDS 

CONTEXTUALIZATION 

Working conditions  

The International Labour Organisation (ILO) established in its Declaration on 

Fundamental Principles and Rights at Work and its follow-up in 1998, that social progress 

goes hand in hand with economic progress and development, highlighting four principles 

and rights: 

● The elimination of discrimination in the workplace. 

● The abolition of child labour. 

● The elimination of forced and compulsory labour. 

● Freedom of association and the right to collective bargaining. 

 

The fact that these four principles have to be established as fundamental and at the 

present time they are not yet 100% respected, indicates that there is still work to be done. 

Based on these four undeniable principles, there are more issues which are important to 

attend to, regardless the company or job position.  From the moment there is an 

employment relation between employer and employee, both acquire the commitment to 

respect the other’s rights and to fulfil their obligations.  

Here you can find information on this topic in comparison within the member states of the 

European Union: 

https://ec.europa.eu/social/main.jsp?catId=157&langId=en  

https://ec.europa.eu/social/main.jsp?catId=706&langId=en&intPageId=205  

 

 

 

 

https://ec.europa.eu/social/main.jsp?catId=157&langId=en
https://ec.europa.eu/social/main.jsp?catId=706&langId=en&intPageId=205
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Rights and obligations of workers and employees 

With regard to the rights of workers and employees, the following aspects must be 

observed in relation to everyday working life and determined in accordance with the legal 

provisions: 

● Working hours: 

⎯ Maximum working hours per week.  

⎯ Maximum working hours continued.  

⎯ Minimum rest between days. 

⎯ Weekly minimum rest. 

 

● Work calendar: Just like workers must be aware of the appropriate proportion of 

daily and weekly hours, the distribution of the annual calendar must be shown by 

the company. Every worker has to know: 

⎯ Maximum working hours per month 

⎯ Weekly rest 

⎯ Public holiday 

⎯ Vacation days 

• Overtime: How much overtime is allowed by law, how is this overtime paid or 

compensated. 

There are different legal requirements for the individual occupations. Especially in the 

hospitality industry, agriculture or construction, workers and employees need to know 

exactly what their rights are.  

There is no EU-wide regulation that establishes these rules and minimums necessary to 

respect. Therefore, it is important that workers and employees have the knowledge of 

what can be done if their labour conditions and rights are not respected or whom to 

address to.  

Generally, Trade Unions play the facilitating role of disseminate this information among 

workers and employees to take action in situations where workers and employees need 

support. Depending on the country, the usual procedures could be: 
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● Filing a complaint with the Labour Inspectorate. The worker or employee has to 

inform himself about what happened, but the Inspection will keep the secret about 

the identity of the worker who made the complaint. If there are clear indications, 

an inspector will appear at the workplace without any notice to check if everything 

is correct. It is a very effective option for breach of labour and safety conditions. 

 

● Reporting through a lawsuit in courts. Here it is necessary to identify the worker 

or employee himself/herself (not anonymous). To carry it out, it is convenient to 

have legal and social assistance, professional lawyers, etc. It could be an 

expensive option and sometimes, more difficult form migrants.  

Other important labour law issues are: 

 

● Termination of employment. It is important to inform yourself about the various forms of 

termination of an employment relationship and, above all, to seek good advice in the 

specific situation so that your rights are safeguarded. 

 

● Unemployment 

 

● Employment contract: There are rights and obligations for employers and employees 

arising from the employment contract, such as: compliance with agreed working hours, 

punctuality; observance of hygiene, safety and hazard prevention regulations; 

compliance with direct and indirect requests from superiors. Therefore, before signing 

the contract, it is necessary to check which duties and rights have been stipulated.   
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Safety at work 

Safety at work is a right and a duty for both workers or employees and employers and 

must always be present regardless the sector, company or job function.  

Safety is an occupational risk prevention discipline; whose objective is the creation and 

application of measures and procedures for eliminating or reducing the risk of accidents 

derived from work.  

Each company is a workplace that must keep the rules and have optimal conditions for 

employees for being able to carry out their work activities in the best possible way and 

with the greatest security. 

Although the regulations differ from one Member State from another, their foundations 

are common and share the same pillars. Thus, the following aspects must be clear for 

every worker in every job position: 

● Keeping track concerning your job position rights and responsibilities. Knowing 

the necessary safety procedures of your role, being informed of the changes that 

are made in the specific countries’ regulations, as well as be involved in your own 

safety promote a good and environment at work. 

● Receiving job orientation and training concerning your workplace and job position 

risks. Every company must have training workers specialized in occupational risk 

prevention to ensure workers have the adequate knowledge to carry out their 

activities safely and effectively.   
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● Identifying the possible risks at your workplace. It is important to identify the types 

of risks that your job position could involve, as well as knowing the correct 

reporting and communication procedures for possible risks or accidents.  

 

● Having a specific equipment for the development of your activities. If necessary, is 

employer’s obligation to provide workers with the appropriate equipment and 

tools – Personal Protective Equipment (PPE) – as well as is workers’ obligation to 

demand and to use it properly.   

In addition to keeping in mind our obligations and rights regarding safety in the workplace, 

every employee must have an in-depth knowledge of what they are exposed to while 

carrying out their work. The following charts show the most common type of risks, those 

related to accidents and those which could have consequences on employees’ health.  

It is essential that every worker have complete and specific information on: 

 

WORKING SITUATIONS WHICH COULD CAUSE AN ACCIDENT 

REGARDING WORK EQUIPMENT 

⎯  UNGUARDED MACHINERY 

⎯ MOVING VEHICLES/MACHINERY 

⎯ SPARE PARTS 

⎯ FACILITIES IN POOR CONDITION 

REGARDING WORK ACTIVITIES 

⎯ LIFTING HEAVY WEIGHT 

⎯ HEIGHT 

⎯ ENCLOSED SPACES 

⎯ SUDDEN MOVEMENTS 
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WORKING SITUATIONS WHICH COULD IMPACT ON HEALTH 

REGARDING CHEMICALS 

⎯ LACK OF OXYGEN 

⎯ INHALATION, INGESTION AND 

ABSORPTION OF MATERIALS 

HAZARDOUS TO HEALTH 

 

REGARDING ERGONOMICS 

⎯ BAD POSTURE 

⎯ REPETITIVE MOVEMENTS 

⎯ LONG PERIODS OF STANDING 

⎯ FAST WORK PACE 

⎯ INSUFFICIENT REST 

REGARDING PHYSICAL 

AGENTS 

⎯ EXTREME TEMPERATURES 

⎯ NOISE 

⎯ POOR LIGHT 

⎯ RADIATION 

 

REGARDING PSYCHOLOGICAL 

ASPECTS 

⎯ DISCRIMINATION 

⎯ HARASSMENT 

⎯ INSULATION 

  

 

There is no EU-wide regulation that establishes these rules in a common way for the 

Member States. It is necessary to descend to the national and regional level, even more, 

to the specific collectives’ agreements or conventions to define it.   

Here you can see information about it according to official sources of the European Union: 

https://osha.europa.eu/en/safety-and-health-legislation  

  

https://osha.europa.eu/en/safety-and-health-legislation
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WORKING CONDITIONS AND SAFETY AT THE WORKPLACE IN AUSTRIA4 

WORKING CONDITIONS  

Normal working hours and rest breaks  

Working time is the time from the beginning to the end of work, excluding rest breaks. 

Daily working time/weekly working time is the working time within a period of 24 hours or 

a calendar week. 

By law, normal working time is 8 hours per day or 40 hours per week. However, many 

collective agreements provide for a reduced normal working time (e.g., 38.5 hours per 

week). The normal working hours can be found in the collective agreement. There are 

other regulations, e.g., in the catering and hotel industry, in the construction industry, etc.  

The distribution of working time must be agreed between the employee and the employer. 

For example, a 40-hour week can be divided as follows: 

Monday - Friday from 8.00 - 16.30 OR 

Monday - Thursday from 8.00 - 17.30 and Friday 8.00 - 12.00 

Exceptions:  

However, there are also many exceptions. For example, a daily normal working time of 

nine hours is allowed if it gives you a longer weekend off.  

If so-called "window days" are to be worked in, the normal daily working time may even be 

ten hours per day for a period of 13 weeks. 

Special forms: Part-time work and marginal employment 

This means that a shorter working time has been agreed than is provided for in the law (40 

hours/week) or in the collective agreement (e.g., 38.5 hours/week). Here, too, the 

 
4 Sources: 
www.arbeitsinspektion.gv.at/ 
www.arbeiterkammer.at 
www.osha.europa.eu/de/about-eu-osha/national-focal-points/austria 

http://www.arbeitsinspektion.gv.at/
http://www.arbeiterkammer.at/
http://www.osha.europa.eu/de/about-eu-osha/national-focal-points/austria
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employer and the employee must always jointly agree in writing how these hours are to 

be distributed (e.g., on certain weekdays, on which mornings or afternoons...). 

For a working day on which no work is done because it falls on a public holiday, 

remuneration must still be paid for this day (public holiday pay). 

Overtime  

Overtime occurs when you work more than the legally permitted normal weekly working 

hours or the daily normal working hours, i.e., more than the full working hours according 

to the collective agreement.  

Overtime limits: 20 hours of overtime per week are permitted. The daily working time may 

not exceed 12 hours, the weekly working time may not exceed 60 hours. However, over a 

period of 17 weeks, the weekly working time may not exceed 48 hours. Pay for overtime: 

see Chapter 2 

If you work part-time and have to work longer than agreed, this is not called overtime, but 

extra hours.  

Rest breaks: After six hours of work, you are entitled to a half-hour break. If the employee 

wishes or if it is necessary for operational reasons, this break can be divided into two 

breaks of 15 minutes each or three breaks of 10 minutes each. 

Breaks are not working time and are therefore not paid as a rule!  

Weekend rest and weekly rest 

Workers are entitled to an uninterrupted rest period of 36 hours in each calendar week, in 

which Sunday must fall.  

The Work Rest Act regulates very strictly the areas in which weekend work may be 

regulated. In some cases, the collective agreement may also allow weekend work.  

In the case of non-continuous shift work, the weekend rest period begins at midnight on 

Saturday. In the case of semi-continuous operation (continuous on weekdays), the night 

shift can be worked on Sunday and the night shift on Monday. Only day shifts on Sunday 

must remain off. 
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Weekly rest: If one is legally required to work a weekend as part of normal working hours, 

then one receives an uninterrupted rest period of 36 hours during the week (at least one 

whole week).  

Remuneration for work on public holidays 

A person who is required to work on a public holiday shall receive, in addition to the 

monthly pay, compensation at the normal hourly rate, i.e., public holiday pay, for each hour 

worked by him/her on the public holiday. 

Holiday entitlements 

Each employee is entitled to 5 weeks paid leave per working year. The working year starts 

on the day you join the company. However, in some companies the calendar year is agreed 

as the holiday year. 5 weeks are 30 working days (if you count the weeks including 

Saturday) or 25 working days (if you assume a 5-day week). Working days are all calendar 

days except Sundays and public holidays. Even if you work part-time or are marginally 

employed, you are entitled to 5 weeks of paid leave per working year. 

From when do you get leave? It depends on how long you work for the company: 

 

From the 7th month onwards, you are entitled to the entire annual leave (5 weeks). 

Saving up leave? Holiday entitlement expires after a certain period of time. You have 3 

years to use up holiday. 
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Use up or pay out leave? 

It is forbidden to agree on money instead of leave as long as one is in a valid employment 

relationship. However, if one leaves the company, unused leave must be paid out. 

Can I go on leave whenever I want? Leave must always be agreed between the employee 

and the employer. However, once leave has been granted, it may not be withdrawn. 

Exception: Each employee has the right to unilaterally determine the time of one day of 

leave per leave year ("personal holiday"). 

Settlement of leave in the event of termination 

On termination of employment, an employee is entitled to payment of holiday pay, but 

only if the remaining holiday can no longer be granted or can only be granted in part 

because the remaining working time is insufficient for this purpose. 

Special regulations  

In certain industries, the holiday regulations are somewhat different, especially if they 

are so-called seasonal businesses, such as in the catering or construction industries 

(see also Lesson 2 - Employment contracts). In the catering industry, for example, there 

is a company-imposed holiday.  

The Holiday Act stipulates that holiday periods must be agreed between the employer 

and the employee. This also applies to company leave. In most cases, company leave is 

already stipulated in the employment contract. When the employee signs this, he/she 

agrees to use part of the holiday during a general company holiday. This is generally 

allowed. The company holiday may not last more than 2 weeks per holiday year. 

In the construction industry, workers are often dismissed after the end of construction 

activity and given a hiring promise, only to be rehired when construction activity 

resumes. 

As many labour law entitlements depend on the duration of the employment relationship 

and, in principle, every seasonal employment relationship (even repeated with the same 

employer) is considered a new employment relationship, periods of employment are 

only added together if this is provided for in a law, collective agreement or employment 
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contract. Holiday entitlements and entitlements to holiday and Christmas bonuses shall 

apply on a pro rata basis. 

https://www.karriere.at/c/saisonarbeit 

Terminations 

Employee resignation 

This is when you want to quit your job. You can only terminate a permanent employment 

relationship. During a fixed-term employment relationship, neither the employer nor the 

employee can give notice. However, it is possible to terminate the employment 

relationship by mutual consent. 

You can give notice in writing or orally. Sometimes there are provisions in the collective 

agreement or the employment contract. However, it is better to give notice in writing. The 

time limits start to run on the day the letter of termination is handed over. The 

employment contract specifies from which date in the month you can give notice (notice 

date). The notice period (also stated in the employment contract) starts on the 

termination date. 

If you terminate your employment yourself, you will usually not receive unemployment 

benefits for the first four weeks from the end of your employment (blocking period). This 

also applies to the loss of employment through one's own fault. 

Termination by mutual agreement (dissolution) 

This means that the employer and the employee voluntarily agree to terminate the 

employment relationship at a certain point in time. No specific deadlines or dates need to 

be observed.  

However, the employer may not order a termination by mutual consent. 

As an employee, you should also make sure that the date of termination by mutual 

consent is not to your own disadvantage.   

Employer's notice 

https://www.karriere.at/c/saisonarbeit
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With an employer's notice of termination, the employer terminates an employment 

relationship of indefinite duration. Fixed-term employment relationships cannot simply 

be terminated by the employer. This is only possible if the possibility of termination has 

been expressly agreed between the employer and the employee.  

If you are not sure whether an employer's termination is permissible, you should seek 

advice. If it is not admissible, you can contest the dismissal (file a complaint). 

Dismissal 

Dismissal is the termination of employment by the employer without notice. There must 

be a reason for dismissal. Possible reasons for dismissal are theft, betrayal of secrets, 

refusal to work, violence towards superiors or colleagues. The reason for dismissal 

must be stated first (verbally or in writing). Then the dismissal must be announced 

immediately. If this is done too late, the dismissal (despite the reason for dismissal) is 

not valid. 

Probationary period 

Anyone starting a new employment relationship usually has to complete a probationary 

period. During this period, the employment relationship can be terminated at any time 

without notice or a deadline. There is also no need to give a reason for the termination. 

The probationary period may not exceed one month. 

The probationary period only applies if it has been agreed between the employee and the 

employer. Very often collective agreements also provide for a probationary period! 

If a "probationary period" is contractually agreed that is longer than one month or longer 

than a probationary period provided for in the collective agreement, the excess period is 

usually considered to be a fixed-term employment relationship. 

Sick leave 

A person who falls ill must continue to receive remuneration from the employer. 

Remuneration is not only wages and salary. Regular overtime or allowances, calculated 

on average, are also included. 
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At first, the employer must pay the full wage, later half of it. During the half-pay period, 

you also receive half the sickness benefit from the ÖGK (Austrian Health Insurance 

Fund). If the employer stops paying half of your salary, you will receive the full sickness 

benefit from the ÖGK. 

You have to apply for both half and full sick pay - you do not get it "automatically". 

How long the employer has to pay the sickness benefit depends on the duration of the 

employment relationship and is largely regulated in the same way for blue- and white-

collar workers. 

 

Employee liability  

What happens if the employee causes damage during work? Who has to pay for the 

damage? Employees are only liable to a limited extent for damage they have caused at 

work. Consideration is given to their economic possibilities. It is also relevant whether 

the damage was caused by slight negligence, gross negligence or intent. The damage 

must be the fault of the worker and there must be no ground for exclusion of liability. The 

claim must neither expire nor be time-barred, i.e., the damage caused must not have 

occurred too long ago. This is all regulated in the Employee Liability Act. 

If the employment relationship is terminated, do not forget to have a certificate of 

employment or a reference issued. 

Maternity protection 

Female employees, apprentices and home workers are entitled to maternity protection. 

Special regulations exist in part for female employees working in private households as 

well as for employees in certain branches of the public service and agricultural workers. 

The Maternity Protection Act applies irrespective of citizenship, duration of employment, 

extent of employment (working hours). 

When the pregnancy becomes known, it must be reported to the employer. From this 

point on, protection against dismissal applies: the woman may not be dismissed during 
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pregnancy, except during the probationary period. Certain activities may not be carried 

out during pregnancy.  

Pregnant women are not allowed to work during the last 8 weeks before the due date. 

This is the so-called protection period. If there is a danger to the woman or the child, you 

can be released from work even earlier. However, this must be assessed by a medical 

specialist and justified in writing.  

Maternity protection after childbirth also lasts 8 weeks. If the period of protection before 

the birth was shorter than 8 weeks because the date of birth was not calculated 

correctly, the period of protection after the birth is extended to the extent of the reduction 

to a maximum of 16 weeks. In the case of premature births, multiple births or caesarean 

sections, the period of protection after childbirth is at least 12 weeks. 

During maternity leave, the woman is paid weekly allowance by the health insurance 

fund. Her employer does not pay her wages or salary during this period. The employer 

must be informed four weeks before the start of maternity leave. 

Maternity protection regulations are available in various languages at: 

https://www.arbeitsinspektion.gv.at/Service/Publikationen/Merkblaetter-

_Broschueren_und_Studien.html 

Care leave 

Anyone who has to care for a sick relative living in the common household and therefore 

cannot work is entitled to paid nursing leave. 

If a child falls ill, then parents, but also optional or foster parents, may apply for sick 

leave, even if they do not live with the child in the same household. Nursing leave may 

also be claimed if the sick child (up to the age of 10) has to go to hospital.  

Close relatives include husband, wife, registered partner, partner, parents, 

grandparents, great-grandparents, grandchildren and great-grandchildren. 

You are entitled to one (1) week of care leave per working year - to the extent of your 

weekly working hours: if you work 17 hours per week, for example, you are entitled to 17 

hours of care leave per working year. 

https://www.arbeitsinspektion.gv.at/Service/Publikationen/Merkblaetter-_Broschueren_und_Studien.html
https://www.arbeitsinspektion.gv.at/Service/Publikationen/Merkblaetter-_Broschueren_und_Studien.html
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If a child is not yet 12 years old and becomes ill again in need of care, a second week of 

leave can be taken, provided that there is still leave open. This does not have to be 

approved by the employer, but the employer must be informed immediately. 

SAFETY AT WORK 

The protection of workers and employees in Austria is divided among various actors. The 

legal basis is the Workers' Protection Act and its ordinances. The labour inspectorate, the 

agricultural and forestry inspectorates of the provinces as well as separate 

organisations for the public sector are responsible for monitoring compliance with 

worker protection regulations. Comprehensive information is available on the website 

https://www.arbeitsinspektion.gv.at. 

The employer is responsible for the preventive measures. He/she is also supported in this 

by the social partners and the social insurance institutions. 

The tasks of the Focal Point are carried out by the Federal Ministry of Labour, Social 

Affairs and Consumer Protection, which also includes the Labour Inspectorate. By law, 

employers must comply with certain rules, prohibitions and requirements to ensure the 

safety of people at work. Occupational Health and Safety Act. 

Regulations for the protection of working people govern e.g. 

⎯ the use of dangerous machines and tools 

⎯ the handling of hazardous working substances, such as toxic or flammable chemicals 

⎯ exposure to work processes and other impacts such as noise, 

⎯ facilities for the prevention of hazards 

⎯ the instruction and examinations 

⎯ the design of workplaces, work rooms and sanitary facilities 

⎯ the working conditions of young people and pregnant women 

⎯ working time and rest at work 



IO2: CURRICULUM AND TRAINING PROGRAMME 

 64 

The aim of modern occupational safety and health is "prevention", which means 

preventing damage, hazards and stresses from occurring in the first place or preventing 

them as best as possible. 

Every company must appoint a representative who is responsible for ensuring 

compliance with occupational safety and health regulations. This person is the contact 

person for the labour inspectorate and must provide information. 

Depending on the size of the enterprise, each enterprise must provide one or more first 

aiders (with appropriate first aid training) as well as a person responsible for firefighting 

and evacuation. First aid kits and fire extinguishers must be available and freely 

accessible in every enterprise. 

Every enterprise must carry out a workplace evaluation and draw up a health and safety 

document. This document must be made available to all workers or employees. The health 

and safety document (HDS) informs workers about possible health and safety hazards. 

Workers receive concrete information about the correct operation of equipment and 

machinery, the handling of hazardous substances or the correct use of personal 

protective equipment and must be trained in these. If someone does not understand 

German sufficiently, then the information and instruction (training) must be ensured in the 

mother tongue or another understandable language of the worker.  

Workers must also contribute to occupational safety by complying with occupational 

safety regulations, e.g., using the right work equipment, implementing safety measures, 

using available protective clothing and equipment and not endangering other persons by 

their behaviour, as well as reporting occupational accidents.  

The labour inspectorates regularly check and inspect all companies to ensure that they 

comply with the occupational health and safety regulations.  

Since 2013, mental stress (stress, working atmosphere, isolation, time pressure, etc.) at 

the workplace has also been checked. Psychological "misuse" can also promote physical 

illnesses. 

There are various brochures from the Chamber of Labour on specific OSH topics: Safe 

workplaces, VDU work, lifting and carrying made easy, harassment at the workplace, 
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occupational and organisational psychologists, mental stress and strain at work, 

hazardous substances at the workplace, etc. 

www.wien.arbeiterkammer.at/service/broschueren/arbeitundgesundheit/index.html 

Statutory accident insurance 

Accident insurance provides for the  

- Prevention of occupational accidents and diseases 

- First aid in the event of accidents at work and occupational diseases 

- curative accident treatment 

- Rehabilitation of the injured 

- Compensation after accidents at work and occupational diseases 

- Payment of pensions 

- Allowances for continued payment of wages 

- research into the most effective methods and means of fulfilling these tasks 

- other tasks in the field of occupational health care for insured persons 

Occupational diseases 

These are chronic diseases caused by occupational activities. They usually arise due to 

work procedures that are hazardous to health or the use of hazardous working 

substances. The most common are lung diseases caused by inhalation of dust and its 

deposition in the lungs, but also skin diseases (eczema) caused by direct contact with 

working substances. Which diseases are recognised as occupational diseases is laid 

down in the Occupational Diseases List in the 1st Annex of the General Social Insurance 

Act. There are currently 53 different occupational diseases in Austria. 

In such cases, the persons concerned receive benefits from the statutory accident 

insurance. 

http://www.wien.arbeiterkammer.at/service/broschueren/arbeitundgesundheit/index.html
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Accidents at work  

An accident at work is to be distinguished from private leisure or traffic accidents. An 

occupational accident occurs when the accident happened in the course of an 

occupational activity. This includes the journey to and from work. 

In the case of occupational activity, all accidents are considered occupational accidents: 

- at the workplace, caused by the work activity 

- on the way from the workplace to lunch and back 

- on the direct route to and from work or the training centre 

- on the direct route from home or from the place of work or education to the doctor and 

back 

- on the direct route to a kindergarten, day-care centre, school and back to work or home 

- attending vocational training courses, and  

- when making use of interest groups or appeal associations. 

An accident report must be sent to the General Accident Insurance Institution (AUVA). 
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EXERCISES 

Task 1: ANALYSING AN AUTHENTIC SAFETY AND HEALTH DOCUMENT 

Learning goal: Analyse an authentic Health and Safety Document for important details in 

order to become familiar with it. Download 

Procedure: Participants are given an authentic Health and Safety Document to analyse for 

specific points and answer questions about it (working individually or in pairs): 

⎯ What sector is this? 

⎯ Which field of work (location) is dealt with here? 

⎯ For which persons are there restrictions or prohibitions? 

⎯ Is there any reference to personal protective equipment PPE? 

⎯ What safety measures are there for the use of hazardous or corrosive substances? 

⎯ What hazards are described when operating the slicer? 

The answers are shared and discussed in plenary at the end. 

Duration: 20 minutes 

Task 2: EXCHANGING IN PLENARY & DISCUSSING FURTHER QUESTIONS 

Learning goal: Share insights to deepen knowledge. Include own experiences. 

Procedure: Participants share and review their answers. They talk about their own 

experiences in relation to:  

⎯ Do you know the Health and Safety Document from your company?  

⎯ Do you know who is a first aider and fire safety officer? Do you know where the first aid 

kit is?  

⎯ Which safety aspects are important in your workplace from your point of view? Which 

are fulfilled, which are missing from your point of view? 

http://compass4you.at/--drive/kyr/GSD_Exemplar.pdf
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Duration: 15 minutes 

Task 3: DISCUSSING QUESTIONS ON WORKING CONDITIONS IN THE PLENARY 

What are the duties of the employer? 

What are the duties of the employee? 

Duration: 10 minutes 
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UNIT 5: HEALTH CARE AND INSURANCE 

CONTEXTUALIZATION 

According to the World Health Organization (WHO), there is something call universal 

health coverage, which means that “all people and communities can use the promotive, 

preventive, curative, rehabilitative and palliative health services they need, of sufficient 

quality to be effective, while also ensuring that the use of these services does not expose 

the user to financial hardship”. 

From this definition we can deduce that: 

● All people have access to the services they need, regardless of their purchase 

power, situation or nationality because health is a fundamental human right.   

 

● It includes the full range of essential health services, from health promotion to 

prevention, treatment, rehabilitation, and palliative care. 

However, although most countries declare that healthcare is universal, it does not cover 

all services or all groups, with many not having access even to a healthcare card or free 

care. 

In many cases, migrant workers find themselves in this situation, with different difficulties 

and complications, both in regular and irregular situation.  

 

 

 

 

 

 

1. Universal health care 
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There is no EU-wide regulation that establishes common rules. These are regulated 

differently at national level. 

In the EU, the country responsible for social security and health cover depends on people 

working status and place of residence – not nationality. So, the first step is to make sure 

workers understand which country's social security system should cover them.  

Within health care we can find different services or attentions. The extent and cost of these 

services depends directly on the specific regulations and norms of each country and, 

above all, on the situation of the migrant worker. So, the next step is to make sure workers 

understand which health services are free, which of them are paid, which are private, with 

right to reclaim part of the money afterwards from the social insurance, etc. in their 

country. 

If the worker or employee lives permanently in a new country (different from his/her 

home country), the state in charge of health care should be the country where the worker 

is carrying out his/her activity (the new one).   

Thanks to a regular labour situation (i.e. a legal labour contract), workers and employees 

are registered in the social security system in the host country. Depending on each 

national regulation, that register can mean:  

- A total coverage as native people. Even, worker’s/employee’s dependants will 

then be covered by that country's social security system. 

- Different coverages based on the social security contribution or the length of stay: 

▪ Just emergency health care (theoretically, undeniable). 

▪ Primary health care. 

▪ Various specialties’ health care. 

It is important to identify the coverage given by the employment contract because in some 

cases, there are sectors or job positions which do not involve health assistance or free 

health assistance. 

 

● Temporary migrants from another European country 
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Thanks to the European Health Insurance Card, any person from another EU country has 

access to the necessary healthcare during a temporary stay in other European country, 

provided by the state. This service counts with the same conditions and at the same cost 

(in some countries, it is free) as people insured in that country. It is also important to 

highlight that this card is only available in the public sector, not the private one.  

This service can be used when migrants are in unemployment situations in their home 

European countries or they have decided to move to another EU country to look for a job 

during the period they are receiving unemployment benefits but, it is necessary to pay 

attention in case of unemployment, because the social insurance will probably only 

covers health care for a certain period, differing from country to country. Migrants have to 

keep up with national requirements for these coverages.  

● Non-EU temporary migrants 

When migrants are not insured in any EU country, so called third-country nationals, and 

decide to move to another EU country to look for a job, the social security institutions of 

each will decide which system will cover them (probably, it would be the country they 

move to). 

Here you can see information about it according to official sources of the European Union:  

https://europa.eu/youreurope/citizens/health/index_en.htm 

• Types of health insurance  

Apart from the public side, there also exists different types of insurances for workers’ 

health regarding the private sector.  

In some cases, companies offer private health insurance or services as a plus of the 

workers’ rights. These insurances can be complemented with the public assistance 

service or cover: 

- Just health care assistance. 

- Reimbursement of some medical expenses. 

- Compensation or subsidy in specific cases. 

https://europa.eu/youreurope/citizens/health/index_en.htm
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Sometimes they can be complemented with certain benefits of an economic nature (for 

example, with coverage for personal accidents or for the collection of a temporary rent, 

etc.) or with other additional coverage (special treatments). 

However, for a self-employed person, this type of services is often at his/her own 

expense.  

HEALTH CARE UND INSURANCE IN AUSTRIA5 

Safeguarding health is a public task in Austria and the health system is publicly organised. 

This means: the federal government, the provinces, the municipalities, the social 

insurance system and statutory interest groups (e.g., chambers, patients' ombudsperson, 

etc.) are responsible for various sub-areas of the health care system: e.g., legislation, 

administration, financing, service provision, quality control, training, etc. The health care 

system is organised in a public way. However, health services are provided by both public 

and private institutions. 

Who has access to health care? 

In principle, everyone in Austria has equal access to all health services. This is made 

possible by a solidary social insurance system based on the model of compulsory 

insurance. All employed persons in Austria are compulsorily insured. Exception: 

marginally employed persons. Family members or life partners can also be co-insured 

through gainful employment. Co-insurance is only possible for spouses, registered 

partners, life partners and children under 18 years of age (also applies to stepchildren, 

adopted children, grandchildren and foster children and children over 18 years of age if 

certain conditions are met (e.g., studies, disability). 

In addition, there are regulations for pensioners, the unemployed, recipients of minimum 

benefits, social assistance and asylum seekers. Asylum seekers and persons in need of 

protection in basic care receive a national insurance number, but no e-card. 

 
5 Sources: 
www.gesundheit.gv.at/ 
www.armutskonferenz.at  

https://www.gesundheitskasse.at/cdscontent/?contentid=10007.827197
http://www.gesundheit.gv.at/
http://www.armutskonferenz.at/
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In addition to the social health insurance, a private supplementary insurance can be taken 

out.  

Self-insurance is also possible in the Austrian social security system under certain 

conditions, e.g., for marginally employed persons, students, etc. More details here: 

https://www.gesundheitskasse.at/cdscontent/load?contentid=10008.691816&version=15

76222145 

People without health insurance have to pay for the costs of health services themselves - 

except for first aid services. 

Financing of health care: 

Source: https://www.gesundheit.gv.at/gesundheitsleistungen/gesundheitswesen/finanzierung 

All employed persons pay a social insurance contribution (employee contribution), 

which also includes health insurance. Employers also pay a separate social insurance 

contribution (employer's contribution) for each employee, see lesson 3. 

Self-employed persons and entrepreneurs pay their health insurance contributions as 

part of their social insurance.  

 

What benefits are included in the statutory health insurance? 

-Preventive and health check-ups  

-medical treatment and medical assistance, 

https://www.gesundheitskasse.at/cdscontent/load?contentid=10008.691816&version=1576222145
https://www.gesundheitskasse.at/cdscontent/load?contentid=10008.691816&version=1576222145
https://www.gesundheit.gv.at/gesundheitsleistungen/gesundheitswesen/finanzierung
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-medication 

-hospitalization 

-medical home care 

 

What do I have to pay for health services? 

In principle, health services are free of charge for people with health insurance. However, 

there are deductibles to be paid for certain additional services, with certain insurances. A 

standard prescription fee must be paid for medicines. People with low incomes can be 

exempted from this fee. 

How well does the Austrian health care system work? 

In general, it can be said that insurance coverage is very good in Austria compared to other 

countries. But not everything is perfect here either. For certain people, access to health 

services is not sufficient. It concerns people with low incomes, people who have 

temporarily lost insurance coverage, the unemployed who no longer receive 

unemployment benefits, women who were co-insured with their husband before the 

divorce: They cannot always afford deductibles and get the "cheaper" medicines, health 

aids and treatments. Socially disadvantaged people and people from the lower 

educational classes often lack the knowledge to access adequate care. Socially 

disadvantaged people in rural areas are sometimes far away from health facilities. Or 

there are not enough services everywhere. 

One of the foundations of a person's state of health is his or her material resources, as 

they strongly determine lifestyle: The connection between increased risk of disease and 

poverty has long been proven - efforts to reduce this risk for poor people and those at risk 

of poverty are almost non-existent. However, there is enough room for potential 

stigmatisation and discrimination - for example, welfare recipients do not receive an e-

card. 

 

What about people without insurance cover? 

There are various facilities and organisations that offer medical help for people without 

health insurance: 
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https://www.oesterreich.gv.at/themen/soziales/armut/2/Seite.1694200.html 

Example: In Innsbruck, Medcare,, which is funded by the city, the province, the Tyrolean 

Red Cross, Caritas Innsbruck and the Tyrolean Regional Health Insurance Fund, takes 

over. 

Other insurance and social benefits  

Unemployment benefit  

You can get unemployment benefit under the following conditions: 

-You are unemployed, can and want to work. 

-You are registered as unemployed with the AMS. 

-You are employable on the labour market. 

-You are willing to work at least 20 hours per week. Exception: childcare obligations: Then 

you should be willing to work at least 16 hours per week. 

-You must have worked for a certain period of time subject to unemployment insurance:  

52 weeks during the last 2 years or, from the 2nd application, at least 28 weeks in the last 

year. 

Minimum income and emergency assistance 

People who cannot support themselves financially receive minimum income. There are 

separate amounts for individuals, families, children, etc. The amount of the contribution 

varies from province to province. Emergency unemployment assistance is possible after 

unemployment assistance.  

 

 

Family allowance 

https://www.oesterreich.gv.at/themen/soziales/armut/2/Seite.1694200.html
https://www.roteskreuz.at/tirol/pflege-betreuung/sozialangebot/medcare/
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For children whose parents have their centre of life in Austria and live in a common 

household with the child.  

-Austrian nationals, EU/EEA nationals & Swiss nationals. 

-Third-country nationals, if they reside permanently in Austria   

-Recognised refugees and persons entitled to subsidiary protection under the Asylum 

Act. 

There is family allowance for all children up to the age of 18. For children over 18 there is 

only family allowance (up to max. 24) if they are in education: Apprenticeship, school, 

university, technical college, etc. 

Care allowance 

If you need care, you get care allowance. The amount depends on the amount of care 

required: there are 7 levels. Prerequisite: More than 65 hours of care must be required per 

month. The amount of care required is determined by a doctor. 

Basic care  

Asylum seekers during the ongoing asylum procedure as well as beneficiaries of 

subsidiary protection and refugees entitled to asylum receive this benefit up to 4 months 

after being granted asylum and so do rejected asylum seekers who cannot be deported.  
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EXERCISES 

Task 1: RECOGNISE THE CONNECTION BETWEEN INCOME AND HEALTH  

Learning goal: Read statistics and recognise, name and discuss the relationship between 

income and health status or use of medical services. 

Procedure: All participants receive three statistics on the relationship between income 

and health status or use of medical services. Download  

The participants should analyse the statistics and prepare their findings in writing or 

mentally in a few sentences (partner work). 

Duration: 15 minutes 

Task 2: EXCHANGE IN THE PLENARY 

Learning goal: Exchange answers and findings and expand and supplement them. 

Introduce own experiences and still open topics. 

In plenary the answers and findings are presented and discussed.  

Further discussion questions:  

• What are your experiences in relation to how people from your language 

community access medical services? 

• To what extent do people know about the Austrian health care system? Where is 

knowledge and understanding still lacking?  

Duration: 30 minutes 

  

https://compass4you.at/--drive/kyr/Statistik_Austria.pdf
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TRAINING SCHEDULE  

ONE DAY TRAINING PROPOSAL 

TASK DURATION CONTENT 

WELCOME + 

INTRODUCTION 

30 minutes Presentation of the project, the objectives of the curriculum 

and the learning outcomes of the training; reference to pre-

input (blended learning format) 

INTRODUCTION + GETTING TO 

KNOW EACH OTHER: HOW TO 

BECOME A GOOD PEER TRAINER  

30 minutes Introduce yourself with your strengths:  

"I am good at ... "  

Discussing the characteristics of trainers 

UNIT 1: LABOUR UNIONS AND 

OTHER SUPPORT 

ORGANISATIONS 

50 minutes 20´ Introduction to the topic 

30´ Exercises 

COFFEE BREAK 15 minutes - 

UNIT 2: EMPLOYMENT 

CONTRACTS  

50 minutes 30´ Introduction to the topic  

30´ Exercises 

UNIT 3: MINIMUM WAGE, TAXES 

AND PAYROLL EXPENSES 

50 minutes 20´ Introduction to the topic 

30´ Exercises 

LUNCH TIME 80 - 90 minutes - 

UNIT 4: WORKING CONDITIONS 

AND SAFETY 

50 minutes 20´ Introduction to the topic 

30´ Exercises 

UNIT 5: HEALTH CARE AND 

INSURANCE 

50 minutes 20´ Introduction to the topic 

30´ Exercises 

EVALUATION - DISCLOSURE 20 minutes Feedback round (flashlight feedback with pictures), handing 

out and filling in the evaluation sheet, good-bye 
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KNOW YOUR RIGHTS 
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