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General concept

The GRASP national interpretation guidelines (GRASP NIGs) provide guidance to producers and assessors on the implementation of the GRASP
principles and criteria (P&Cs) based on the respective legal framework of the country and, in certain cases, regions. In countries where a GRASP NIG
exists, the NIG is a normative document and shall be used by producers and certification bodies (CBs).

Assessors shall assess producers against the GRASP P&Cs taking into account the legislation in the country that is relevant to the respective P&Cs.
The country’s GRASP NIG does not replace the original P&Cs and does not release the respective assessor from their obligation to assess producers
against the applicable/relevant legislation, but it may provide supplementary guidance on the respective legal framework. The GRASP NIG shall be
seen as supplementary information to the GRASP P&Cs and the GRASP general rules but it shall not be understood as a modification of the contents

of those documents.

If there is no applicable/relevant legislation or if the legislation provides less protection to workers than the GRASP P&Cs, the P&Cs apply. If there is
applicable/relevant legislation in the country, which provides more protection to workers, this legislation shall be used as the basis for the assessment,
i.e., the producer shall comply with such legislation to conform with the GRASP P&Cs.

For guidance on how to develop a GRASP NIG and the approval process, please consult the document “Rules for the development of GRASP national
interpretation guidelines”. For any queries about GRASP NIGs, please contact the GLOBALG.A.P. Secretariat at graspnig@globalgap.org.

Disclaimer and condition of valuation

The approval process for NIGs includes a review by the GLOBALG.A.P. Secretariat to prevent unacceptable deviations from the GRASP P&Cs.
However, the GLOBALG.A.P. Secretariat is not responsible for the contents of the GRASP NIGs, their accuracy, completeness, and currency with
other regulations or applicable documents during its lifetime.

Users of the GRASP NIG, e.g., producers using it to implement GRASP and conduct self-assessments and CBs and accreditation bodies using it for
their certification activities, are therefore responsible for such use and the consideration of the NIG’s accuracy, completeness, and currency with the
relevant requirements and local legislation prior to any assessment (see also the GLOBALG.A.P. general regulations — rules for certification bodies,
section 12.3.4 e)). When a CB, accreditation body, or producer becomes aware that any part of a GRASP NIG is not correct, not complete, or not up
to date, they shall notify the responsible stakeholder in text form (providing a copy of this information to the GLOBALG.A.P. Secretariat) so that the

GRASP NIG can be updated.
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What to consider when writing a GRASP NIG

The GRASP NIG shall not give examples for implementation, but rather compile and reference applicable regulations or collective bargaining
agreements in the country.

Legal regulations regarding the P&Cs differ from country to country (e.g., minimum wage, legal minimum age of employment, working hours, etc.).

If several regulations apply, the rule that provides more protection to the workers shall be used.

GRASP NIGs (available on the GLOBALG.A.P. website) make requirements transparent to producers and assessors.

If GRASP NIGs are found to challenge the global integrity of the standard, GLOBALG.A.P. reserves the right to withdraw or revise the GRASP NIGs
in consultation with the developing stakeholder group.
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Each page covers a separate section/topic of the GRASP P&Cs. Under each principle section, you will find guiding questions for the NIG for a specific
country. Please answer them in the second column and provide the relevant labor law weblinks, mainly in English if possible. A line for further comments

is also included.

o To facilitate the verification of the GRASP principles, labor law weblinks and short extracts of labor law texts shall always be provided in English,

if possible.

e Please do not copy and paste the complete legal text of the regulation into the NIG:
Please do not quote the full legal texts, but rather compile and reference applicable regulations and provide sources (weblinks) or collective

bargaining agreements (e.g., minimum wage, weblinks to resources) that are relevant to the respective P&Cs by answering the questions

provided under each section.

¢ When asked to answer Yes or No, please only choose one.

e When asked to provide a source, please include the name of the labor law, the year, and the specific article, chapter, or section of the law.
(i.e., Labor Law of 1992, section 3, article 5). Please see a few examples here:

LABOR-ACT-OF - TURKEYY

Law-MNo:-4857q

Date-of-enactment:-22.05 20031

Published-inthe-Official Gazette-on-10.06.2003-Mo:-251349
Latest-amendment-date:-28/07/2020j]

1

Definition-and-form

Article:-37
Employment-contracts-in-permanent-and-non-continuous jobs
Article:- 109

Part-time-and -full-ime-employment-contract:

Article:- 13

NATIONAL-EDUCATION-BASIC-LAW-OF-TURKEYT
Law-Mo:-17399

Date-of-enactment:-14/6/1973 = v

Published-inthe-Official Gazette-on-24.06.1973-No:- 145749
Latest-amendment-date:-17/04/20209

1

Primary-educationy

l

Article:-22

(Change:-27/6/2019-7180-/-4-art.}y
Compulsory-primary-education-includes-children-aged-6-14 4

e  Weblinks to the law or a place where the law can be found shall be included (in addition to the above information, if available).

o When asked to provide contact details, please include the name of the organization, office, or institution, as well as a method of contacting
them (e.g., telephone, email, etc.). Weblinks to the organization shall be included, if available.

Code ref.: GRASP v2 NIG template
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GENERAL
G1 The producer informs the workers of the GRASP assessment and its scope at least two working days before the date of assessment.
G2 The producer provides a register of any/all workers hired and those present on the date of the assessment.
G3 The producer/producer group completes a minimum of one self-assessment/internal GRASP assessment annually.
G4 Effective corrective actions are taken to address all non-compliant Major Musts and at least a percentage of Minor Musts detected during
the self-assessment/internal GRASP assessment.

Provide the requested weblinks to relevant local labor laws and complete the following definitions:

The definition of family farm in Portugal legislation is not equal as the definition of family

Definition of “family farm” in the local regulations:
farm in GRASP. Therefore, the auditor should definition of "family farm" in GRASP.

The "Family Farming Statute" established by Decree-Law no. 64/2018 of 7 Auqust. defines

Definition of “worker” in the local regulations: The definition of "Worker" can be found in the legal regime for safety and health at work,
established in Law no. 102/2009, according to which, a "worker" is a person who, for
remuneration, undertakes to provide services to an employer, as well as a trainee, an
apprentice and those who are economically dependent on the employer by reason of the

Name and article of the local regulation that is being referenced: "Family Farming Statute" - Decree-Law no. 64/2018 of 7 August, article 3, paragraph b);
"Worker" - Law no. 102/2009, 10 September, article 4, paragraph a).

Further comments: The definition of family farm in Portugal legislation is not equal as the definition of family
farm in GRASP. Therefore, the auditor should definition of "family farm" in GRASP.

Decree-Law no. 64/2018 of 7 August:
i . A AAAQ A4EO22949
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RIGHT OF ASSOCIATION AND REPRESENTATION

1

1.1 The producer respects the right of workers to join and/or form trade unions or other worker organizations of their choice (as well as the
right to refrain from joining/forming such organizations) in accordance with applicable national legal requirements.

1.2 If the right to freedom of association and collective bargaining is absent, restricted, or denied under local law, the producer allows
alternative forms of independent worker representation and negotiation that is free of employer control.

1.3 The producer does not discriminate or otherwise penalize worker representation, members of trade unions, or other worker organizations
because of their membership in or affiliation with legally registered worker organizations.

14 The producer allows any worker representation duly registered and duly recognized by the local law access to the workplace to carry out

their representative functions in accordance with applicable national legal requirements.

Provide a list of relevant local labor laws and answer the following guiding questions:

Is freedom of association restricted? Yes/No. If yes, indicate the No
specific local law:

List the type of agricultural worker organizations that are legally SETAAB-SINDICATO DA AGRICULTURA, FLORESTA, PESCA, TURISMO, INDUSTRIA
recognized, including name and contact: ALIMENTAR, BEBIDAS E AFINS

Requirements for joining or forming worker organizations are
indicated in this local regulation (include name and article of the

Address: Rua Vitorino Nemésio, 5; 1750-306 Lisboa
Phone: 21 393 1200; 937955329

Article 447 of the Labour Code establishes (Law n.° 7/2009 of 12 of february) the rules for
the constitution, registration and acquisition of personality of unions.

regulation): Labour Code (Law n.° 7/2009 of 12 of february):

https://diariodarepublica.pt/dr/detalhe/lei/7-2009-602073
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Indicate the government organization with which the worker
representation is registered including names and contacts:

Indicate the type of proof of registration that is available (i.e.,
certification, ID, or letter):

Further comments:

Code ref.: GRASP v2 NIG template
Publication date: 7 August 2023
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Secretaria-Geral do Ministério do Trabalho, Solidariedade e Seguranga Social

Address: Praga de Londres, n° 2 - 11° Andar, 1049-056 Lisboa

Phones: 210 489 010 or 300 003 990
https://eportugal.gov.pt/entidades/secretaria-geral-do-ministerio-do-trabalho-solidariedade-

e-seguranca-social

Publishing in "Boletim do Trabalho e Emprego" (article 447 Labour Code)
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GRASP WORKER REPRESENTATION

2

2.1 Current workers have decided on appropriate representation to help assess, communicate, and monitor their interests before the
producer.

2.2 After the workers reach a decision on the representation, the composition and type of the worker representation is communicated by
management to the current workers.

2.3 The producer ensures that worker representation is decided during the time with the highest presence of workers at the farm.

24 The worker representation/management liaison has been instructed on their role, duties, and rights within GRASP.

25 Workers, their representation, and the producer hold monthly gatherings on issues related to GRASP during the time with the highest

presence of workers.

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:

List types of worker labor organization legally active in agriculture:
SETAAB-SINDICATO DA AGRICULTURA, FLORESTA, PESCA, TURISMO, INDUSTRIA

Can these organizations have a representation at farm level? Yes/No.
If yes, include name and article:

List the type of documents required to verify the registration of worker

ALIMENTAR, BEBIDAS E AFINS
Address: Rua Vitorino Nemésio, 5; 1750-306 Lisboa
Phone: 21 393 1200; 937955329

—

Yes. According to article 443 Labor Code labor unions have the right to participate in
Company restructuting processes, especially with regard to training actions or when there is
a change in working conditions.

Publishing in "Boletim do Trabalho e Emprego" (article 447 Labour Code)

organizations:
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Indicate the legal government entity that oversees this registration:

Indicate the regulation that supports this:

Indicate regulations that grant workers the right to participate in
meetings regarding representation without having their wages
reduced:

Indicate the labor authorities that are available for agriculture workers
(include name and contact):

Provide approximate times of harvesting seasons for the main
GLOBALG.A.P. produce audit.

Further comments:

Code ref.: GRASP v2 NIG template
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Ministério do Trabalho, Solidariedade e Seguranga Social

Article 447 Labour Code

Article 461, no. 1, paragraph b) Labour Code

ACT - Authority for Labour Conditions

Address: Avenida Casal Ribeiro, n°® 18 - A 1000-092 Lisboa
Phone: (+351) 21 330 88 00.

www.act.gov.pt/

All year
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3 COMPLAINT PROCESS
3.1 A confidential complaint process is available to be used by all workers free of any retaliation or penalty.
3.2 The complaint process is implemented and appropriate to the number and type of workers for filing complaints in person, anonymously,
or through the worker representation.
3.3 The worker representation has been instructed on how to use the process on behalf of other workers on the rights included in the
producer’s human rights policies.
3.4 Easy-to-understand instructions are provided to all workers about the complaint process.
3.5 There are one or more well publicized places to file complaints, at least one of which should be independent of the supervisory staff.
3.6 The producer shall endeavor to resolve a complaint while the worker is under their employment, in a timely manner and proportionately to
the nature of the complaint made.
3.7 A summary record of any complaint over the past 24 months is kept to show that they have been received and addressed.

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:

Are there organizations (other than a court or government) that No.
resolve conflicts between employers and workers? Yes/No. If yes,
include name and contact:

Are there government offices that mediate conflict between
employers and workers? Yes/No. If yes, include name and contact:

Yes. DGERT - Diregdo Geral do Emprego e das Relac¢des Laborais is an entity that
promotes mediation and conciliation between employers and workers.

Adress: Praga de Londres, n.° 2 — 9 ° andar, 1049-056 Lisboa

Phone: +351 218 441 466
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Are complaint procedures regulated in the local regulation? Yes/No.
Provide source:

Does the national regulation specify how to handle complaints?
Yes/No. Provide source:

Is there a local regulation that specifies how workers can file a
complaint with the local court? Yes/No. If yes, include name and
articles:

Can any worker file a complaint with the local court? Yes/No.
Provide source:

Can a worker representation file a complaint with a court on behalf of
workers? Yes/No. If yes, include the name of the court and a contact:

Is there any reference in the local regulation for internal rules about
complaints? Yes/No. If yes, provide source:

Further comments:

-+
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Court complaints are regulated in Labour Process Code
(https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-lei/1999-34575575)

The legal procedure for court complaints can be found in Labour Process Code, articles 21

and following
(https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-lei/1999-34575575) .

The legal procedure for court complaints can be found in Labour Process Code, articles 21

and following
(https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-lei/1999-34575575) .

Yes. The worker is represented in court by the Public Ministry (articles 5-A to 7 Labour
Process Code).

Yes, according to article 5 Labour Process Code. Jurisdiction lies with the labour courts.
Tribunal do Trabalho - phone number 300 069 300, from Monday to Friday between 9.30
a.m. and 12.30 p.m. and from 2 p.m. to 5.30 p.m.

Yes. The legal procedure for court complaints can be found in Labour Process Code,

articles 21 and following
(https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-lei/1999-34575575) .
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4 PRODUCER’S HUMAN RIGHTS POLICIES

4.1 The producer has and complies with a policy on the protection of human rights, acknowledging the rights in the ILO Core Labour
Conventions and against any form of forced labor, corruption, corporal punishment, harassment or abuse, and discrimination and
supporting good labor conditions, social practices, and human rights for all workers.

4.2 All workers are communicated the contents of the producer’'s Human Rights policy.

4.3 All supervisory staff is informed about the contents of the producer’'s Human Rights policy.

4.4 The producer communicates the producer’s Human Rights policy to any labor subcontractor. Other subcontractors and visitors are
communicated when visiting the farm.

4.5 The Human Rights policy is reviewed every three years, or when there is a change to labor legislation, or a change in GRASP, whichever

occurs soonest.

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:

Is there a government office in charge of workers’ rights? Yes/No. If /T - commission for Equality in Labour and Employment
yes, include names and contact: Address: R. Américo Duréio 12-A 1.° e 2.° piso, 1900-064 Lisboa

Is there an office, organization, or any NGOs that work with human
rights protection? Yes/No. If yes, include names and contact:

Is there a producer association or group that provides information on
labor rights? Yes/No. If yes, include name and contact:

Phone: (+351) 21 595 4000
Email: geral@cite.pt

Amnesty International: www.amnesty.org

ADDHU - ASSOCIATION FOR THE DEFENCE OF HUMAN RIGHTS:
https://www.plataformaongd.pt/quem-somos/ongd-associadas/lista-de-ongd-associadas/ad
dhu-associacao-de-defesa-dos-direitos-humanos

Yes.
CAP - Confederation of Farmers of Portugal.
Address: R. Mestre Lima de Freitas, n.° 1, 1549-012 Lisboa

Dlhawa. /1DOEAN D47 ANN NNN
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Are any of the human rights listed in the principles above reflected in
the laws of the country? Yes/No. If yes, provide source, (i.e. list laws
against corruption, harassment, discrimination, etc. and provide
weblinks)

Are there any government offices that provide support/information on
these topics? Yes/No. If yes, please list them and include contacts:

Are there any organizations (government or NGOs) that support
migrants and their rights? Yes/No. If yes, please list them and include
contacts:

Further comments:

Code ref.: GRASP v2 NIG template
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Constitution of the Portuguese Republic
(https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-aprovacao-constituicao/1976
-34520775).

Labour Code, Section II, Book I, Title Il, Chapter |, Section Il, Subsection Ill, - Articles 23° to

219 _ Enuialitv and nan.diecriminatinn

CITE - Commission for Equality in Labour and Employment
Address: R. Américo Durao 12-A 1.° e 2.° piso, 1900-064 Lisboa
Phone: (+351) 21 595 4000

Email: geral@cite.pt

Yes.

Centro Nacional de Apoio a Integracdo de Migrantes
Address: R. Alvaro Coutinho, 14, 1150-025 Lisboa
Email: informacoes@acm.gov.pt
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ACCESS TO LABOR REGULATION INFORMATION

5

5.1 The workers and the worker representation are provided with easy-to-understand and up-to-date information on minimum wage, working
hours, breaks, maternity and sick leave, harassment and discrimination, freedom of association, holidays, labor unions, and local labor
authorities contacts.

5.2 Taking into consideration any differences between national and local legislation and GRASP, the producer always applies the higher

level of protection to workers.

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:

Are essential labor laws publicly accessible (in the local language)?

Yes/No. If yes, please indicate the organization and the form in which
the laws are available (please include weblinks, if available):

Further comments:

Code ref.: GRASP v2 NIG template
Publication date: 7 August 2023

Yes, via "Diario da Republica" (https://diariodarepublica.pt/dr/home)

Labour Code (Law n.° 7/2009 of 12 of february).

https://diariodarepublica.pt/dr/legislacao-consolidada/lei/2009-34546475
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6 TERMS OF EMPLOYMENT DOCUMENTS AND FORCED LABOR INDICATORS
6.1 All workers are legally eligible to work at the producer site and on the activities assigned.
6.2 All workers have entered work voluntarily and freely:
' - Without being pressured, forced, or intimidated
- Without being required to pay (directly or indirectly) a fee or related cost for being recruited, or making monetary deposits, financial
guarantees, or deposits of personal possessions to be employed
- Understanding and freely agreeing to the employment terms and conditions document
6.3 All contracted employment agencies and labor subcontractors are legally authorized to operate and/or registered with labor authorities
when such registration exists.
6.4 For each worker, a document with the employment terms and conditions is available and has existed from the moment the employment
relationship started.
6.5 Information on the worker’s full name, nationality, and date of birth is verified by the employer before hiring and has been correctly
included in the worker’s terms and conditions documents.
6.6 The employment terms and conditions documents include up-to-date information on the period of employment, contract type, a basic
job description, wages, payments, working hours, breaks, holidays, and information on maternity or sick leave applicable by law.
6.7 The employment terms and conditions in the document comply with national legislation and collective bargaining agreements.
6.8 Changes to the employment terms document have been recorded, communicated, and accepted by the worker.
6.9 The employment terms and conditions document together with other relevant documents of the workers hired during the previous and
current production cycles are accessible to workers.
Publication date: 7 August 2023 Spichernstrasse 55 | 50672 Cologne, Germany |C i:fogélobclgopn.qorg
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Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:

Is a national identification document required in the country? Yes/No:

If yes, indicate the legal or accepted documents that are required to
work in the country. Provide source:

Are work permits required for foreign workers? Yes/No.
Provide source:

Is it legal to make copies of these documents to keep in the workers
files? Yes/No. Provide source:

What is the legal minimum age of employment? Provide source:

Is prison labor legal in the country? Yes/No. Provide source:

Yes.

National workers need to have ID card.
Foreign workers need to have a residence permit card, work visa, proof of delivery to ACT
or Social Security of the respective expressions of interest in accordance with article 88, n°

2 of Law 23/2007.

Yes. Foreign workers need to have a work visa, a residence permit card or at least proof of
delivery to ACT or Social Security of the respective expressions of interest in accordance
with article 88, no. 2 of Law 23/2007.

Yes.
Labor Code (Law n.° 7/2009 of 12 of february), Book I, Title I, Chapter II, Article 5°
https://diariodarepublica.pt/dr/legislacao-consolidada/lei/2009-34546475

16 years old, as stated in article 68, no. 2 Labour Code.

Yes, according to articles 41 to 46 Law 115/2009, october 12.
https://diariodarepublica.pt/dr/legislacao-consolidada/lei/2009-34515975
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Is the concept of debt bondage regulated in the local regulations?
Yes/No. Provide source:

Do the local regulations allow fees to be charged for recruitment or
contracting? Yes/No. Provide source:

Are labor agencies regulated in the country? Yes/No. Provide source:

Is there an official/government office with which businesses are
required to register? Yes/No. If yes, include contact:

Does this office issue a document as proof of registration? Yes/No.
Provide source:

Are the terms permanent, seasonal, subcontracted, short term
workers, etc. defined in local regulations? Yes/No. Provide source
and list the definitions:

Further comments:
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Yes. Debt bondage is not constitucionaly allowed as stated in article 59 of the Portuguese

Constitution.
https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-aprovacao-constituicao/1976-

34520775-43894075

Portuguese legislation does not contain a specific provision dealing directly with the
imputation of recruitment costs to the worker. However, this practice can be considered
illegal on the basis of broader principles of the Labor Code and the interpretation of rules
that protect workers' rights.1. Principle of Good Faith (Article 126 of the Labor Code):The

Yes.
Law n° 260/2009, of 25 september
https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-lei/2009-63511624

Company registration
https://eportugal.gov.pt/espaco-empresa/empresa-online

Registration of temporary work agencies

Registration of temporary work agencies
https://iefponline.iefp.pt/IEFP/pesquisas/pesqEtt2.do

In Labour Code the possible contracts that exist they are the following:

- Permanent contract: all contracts that do not obey to the regulations of short term
contracts, who were not celebrated in written, that do not have identification or signature of
the parties or, simultaneously, the dates of the conclusion of the contract and the start of

© GLOBALG.A.P. ¢/o FoodPLUS GmbH
Spichernstrasse 55 | 50672 Cologne, Germany | info@globalgap.org
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7 PAYMENTS

7.1 Payments to workers are made in accordance with the worker terms and conditions documents.

7.2 The workers are notified about when payments are made.

7.3 The record of payment information is accessible to current workers and kept on file for at least 24 months.

Provide a list of relevant local labor laws and answer the following guiding questions:

Is there a government system for registering payroll information?
9 . y 9 g pay Remuneration statements (DMR) are sent to the Tax Authority and Social Security.
Yes/No. If yes, include name:

What information do they collect? List the details:

Sequential numbering
Payroll closing date - usually the last day of the month
Company ldentification- Name, Address, Fiscal Identification Number (NIF)

-

Do the workers have access to the information? Yes/No:

Does the law require accounting records for agriculture? Yes/No.

Yes, on payslips.

Provide source: Na

Further comments:

gogle I’ef-i GdRAS-F; \AZ NIG tze(;;g'ate © GLOBALG.A.P. c/o FoodPLUS GmbH
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8 WAGES
8.1 Pay slips or registers show the amount of working time (including overtime) or harvest amount and the wages and/or overtime paid.
8.2 Wages, payments, number of hours, government social security/pension contributions, and payroll taxes in the pay slip comply with the
employment terms and conditions, with national labor regulations, and/or with collective bargaining agreements.
8.3 All workers earn at least the national minimum wage and/or the collective bargain agreement wage within regular working hours.
8.4 Any deductions from salaries are included in the pay slip and are legally justified in writing, clearly explained, and accepted by the worker
in files.

Provide a list of relevant local labor laws and answer the following guiding questions:

Is there a minimum wage in the country? Yes/No:

Is it applicable to agriculture? Yes/No:

What is the minimum wage for agriculture? Please indicate all
applicable minimum wages and/or where to find them:

Is there a collective bargaining agreement for agriculture? Yes/No.

Include name and provide source:

Which wage deductions are allowed by law? Provide source:

Yes. 820€/month in 2024
Law-decree n.° 107/2023, of 17 November, Article 3 - Value of the guaranteed minimum

monthly wage.

Yes

The Clause 60 of the Collective Labour Agreement between CAP - SETAAB states that

workers must earn at least the minimum monthly wage, 820/month (in 2024) according to
l own ©1N07/2022 nf 17 Navamhar

Collective agreement between the Confederation of Farmers of Portugal (CAP) and the
National Union of Agricultural, Forestry, Fishing, Tourism, Food, Beverage and Related
N —_— . : . o o =

Article 279 of the Labour Code: deduction in favour of the State, social security or other
entity, ordered by law, final court decision or conciliation, when the employer has been

notified of the decision or conciliation; compensation owed by the employee to the
emnlaver settled hv final couirt decision ar conciliatinn: financial nenaltv referred ta in

gogle I’ef-i GdRAS-F; \AZ NIG tze(;;g'ate © GLOBALG.A.P. c/o FoodPLUS GmbH
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Does the local regulation limit the deduction allowed for the
repayment of loans or advances? Yes/No. Provide source:

Is it legal to charge a recruitment fee in the country? Yes/No.
Provide source:

Are there sources of information regarding the market cost of basic
needs? Yes/No. Provide source:

Does the local regulation require evidence of wage payment?
Yes/No. Provide source:

What type of evidence is required?
Are there regulations in the law regarding wages calculated by piece,
unit, or quota? Yes/No. If yes, which? Provide source:

Are recruitment agency or labor agency fees regulated by law?
Yes/No. Provide source:

Are there laws in the country regarding debt bondage? Yes/No.
Provide source:

Further comments:

Code ref.: GRASP v2 NIG template
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Yes. Article 279 n° 1/d) and n° 3 of Labour Code - Deductions may not exceed, as a whole,
one sixth of the salary.

There is no law against it

No.

Yes. article 276 n°3 of Labour Code

Payslip wich must include the worker's identity, full name, social security number and
professional category, basic salary and other benefits, the period to which they relate, any
deductions and the net amount to be received.

No, wages are established according to a minimum monthly remuneration legally defined.
Being applicable a CBA the remuneration must respect the minimum established there.
\ . . ~BA . L - ‘

Only in the civil service.
https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-1ei/2009-63511624

Portugal has signed and ratified the Geneva Convention of 25 September 1926 on Slavery
and the Supplementary Convention on the Abolition of Slavery, the Slave Trade and

- P Simi S f7 .S 054 . . .
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WORKING AGE, CHILD LABOR, AND YOUNG WORKERS

9

9.1 The producer verifies that no worker below the legal minimum age of employment or the age of completion of compulsory education
(whichever provides the highest protection) is working at the production sites. The minimum age of employment shall not be less than 15
years and 13 for light work. For countries exempt from ILO Convention 138, the minimum age of employment shall not be less than 14
and 12 for light work.

9.2 The producer checks that no worker under the age of 18 is engaged in night work or tasks that are hazardous in nature in any production
site.

9.3 Children on family farms shall be employed only by their core family under conditions that support their protection, right to education, and
safety.

9.4 Supervisory staff has been informed of the legal requirements on working age and of the effective remediation plan (when workers under

the age 18 are found working in non-compliance).

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:

What is the legal minimum age of employment? Provide source: _ _ ,
16 years old in accordance with Article 68 of the Labour Code (Law n.° 7/2009 of 12 of

What is the age of majority in the country? Provide source:

Do local regulations list activities that are hazardous in agriculture?
Yes/No. Provide source:

Code ref.: GRASP v2 NIG template
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february), and clause 4 of the CBA.
https://diariodarepublica.pt/dr/legislacao-consolidada/lei/2009-34546475

18 years old, as stated in article 130 of the Civil Code.
https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-lei/1966-34509075

Use of Agricultural Pesticides
Law 26/2013 of 11 April regulates the distribution, sale and application of plant protection
products for professional use and plant protection product adjuvants and defines the

for monitori ‘ ing Directi
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Is there a legal definition of a family farm? Yes/No. Provide source:

What are the maximum hours that a minor can legally work? Provide
source:

What government office oversees cases of child labor in the country?
Include contacts:

Are there other recognized organizations?

Do these organizations provide permits (documents) as evidence of
permission for children to work? Yes/No. If yes, what type of
document?

Are there public documents or a register that provide evidence of

guardianship for a child? Yes/No. If yes, what type of
documents/register?

Further comments:

-+
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Yes. Ordinance n.° 228/2021 de 25 de outubro, Decree-Law n°. 81/2021, of 11 October,
Ordinance n°. 73/2019, of 7 March, Decree-Law no. 64/2018, of 7 August

The title recognising the Family Farming Statute is awarded to the head of a family farm
who fulfils all of the following requirements:

According to Article 73 of the Labour Code, a minor's normal working hours may not
exceed eight hours per day and forty hours per week. In the case of light work carried out
by a minor under the age of 16, the normal working period may not exceed seven hours per

ACT - Authority for Labour Conditions
+351 300 069 300

DGERT - General Directorate for Employment and Labour Relations
+351 218 441 400

No. The company only has to notify the ACT (Authority for Labour Conditions) within 8 days
of the minor's admission - Article 68 n°3 n° and 5 and Article 69 n°4 of the Labour Code.

Yes. Civil registration of parental responsibilities

gogle I’et_f-i GthAS.'; \AZ NIG tZeOrTZ]gIate © GLOBALG.A.P. c/o FoodPLUS GmbH
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COMPULSORY SCHOOL AGE AND SCHOOL ACCESS

10

101 Any children at compulsory school age living or working on any production sites shall have access to school education.

10.2 The producer verifies and keeps records with the full name, name of parents, and date of birth of all children at the production sites who
are below the age of completion of compulsory schooling.

10.3 If access to a school is not possible, the producer facilitates transport for children below the age of completion of compulsory schooling.

104 If schools are not available for children living and/or employed on the production sites who are below the age of compulsory school

completion, the producer facilitates on-site schooling.

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:

Is school education compulsory for children by law? Yes/No. Provide

source:

Yes.
Law n.° 85/2009
https://diariodarepublica.pt/dr/legislacao-consolidada/lei/2009-34513275

Is there a minimum and/or maximum compulsory school age for

children in the local regulations? Yes/No. If yes, what is the
minimum/maximum age? Provide source:

Minimum and maximum compulsory school age is 6 to 18 years.
Law n.° 85/2009, Article 2°

Is there a government organization that oversees the school . .
- . T . Yes. General Directorate of Education
education of children? Yes/No. If yes, indicate which one(s):

gogle I’ef-i GdRAS-F; \AZ NIG tze(;gg'ate © GLOBALG.A.P. c/o FoodPLUS GmbH
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What is the government organization that oversees education for
children? Include name and contact:

Further comments:
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General Directorate of Education
www.dge.mec.pt | dge@dge.mec.pt
Av. 24 de Julho, n.° 140

1399-025 Lisboa

Tel: +351 213 934 500
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TIME RECORDING SYSTEMS

11

111 A time recording system is in place and suitable for the type and the size of the production site.

11.2 The system provides a record of the regular working hours and overtime hours for each worker.

11.3 The system provides a record of the effective daily breaks, weekly breaks, and holidays for each worker.

114 All workers are instructed on the time recording system and on checking the system.

11.5 Each worker has access to a summary of the system records before or at the moment of wage payment in at least the worker’s working

instruction language or in the predominant language(s) of the workforce.

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:

Are regular working hours defined by law? Yes/No. Provide source:

Is overtime defined by law? Yes/No. Provide source:

Are there other systems for calculating total working hours? Yes/No.
Provide source:

Yes. 40h hours per week and 8 hours per day
Clause 22 CAP-SETAAB CBA
https://bte.gep.msess.gov.pt/completos/2024/bte7_2024.pdf

Yes. 200 hours per year and more 2 hours per day (8 ordinary hours + 2 overtime hours)
Clause 34 CAP-SETAAB CBA
https://bte.gep.msess.gov.pt/completos/2024/bte7_2024.pdf

Yes. Calculations of maximum limits in average terms, thought the adaptability regime or

bank of hours
Clause 23 and 24 CAP-SETAAB CBA
https://bte.gep.msess.gov.pt/completos/2024/bte7 2024 .pdf

gogle I’ef-i GdRAS-F; \AZ NIG tze(;gg'ate © GLOBALG.A.P. c/o FoodPLUS GmbH
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If yes, list the types of systems (e.g., average number of hours in a
period, flex time, compressed work weeks, etc.):

Is a maximum number of overtime hours specified by law? Yes/No.

Provide source:

Are breaks/rest time from work regulated by law? Yes/No. Provide
source:

Are there collective bargaining agreements that regulate working
hours in agriculture? Yes/No. If yes, indicate which ones:

Further comments:

Code ref.: GRASP v2 NIG template
Publication date: 7 August 2023
Page 26 of 30

-+

GLOBAL
G.AP

1. Clause 23 of the CBA: adaptibily regime

2. Clause 24 and 25 of the CBA: hours bank and group hours bank
3. Clause 27/2 of the CBA: Fixed, mobile, and flexible working hours
4. Clause 30 of the CBA: Exemption from working hours

Yes. 200 hours/year and 2 hours/day
Clause 34 CBA

Yes. clauses 29 and 40 of the CBA

Yes. The collective Bargaing Agreement (CBA) celebrated by CAP (Portuguese
Condeferation of Farmers) with SETAAB (National Union of Agricultural, Forestry, Fishing,
Tourism, Food, Beravage and related workers).
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12 WORKING HOURS
121 Working hours (including overtime, night work, and rest days/breaks) with indication of peak/harvesting season are shown in the records.
12.2 All overtime hours are voluntary, if not regulated otherwise in the national law or collective bargain agreement.
12.3 Overtime shall not be requested on regular basis in a production cycle/year and as indicated by law.
12.4 Working time does not exceed 48 hours weekly (excluding overtime) unless indicated by law or collective bargaining agreement. The
' employer reports the total hours worked, and if they exceed 48 hours, the appropriate safeguards are in place to protect the workers’
health and safety.
If national legislation and collective bargaining agreements set lower weekly working hours (excluding overtime), these lower limits shall
prevail.
Rest breaks/days as shown in the records indicate compliance with national regulations and/or collective bargaining agreements.
12.5 i . . . : )
If not specifically regulated for agriculture by local laws or collective bargaining agreements, the rest/breaks include, at least:
(a) Short breaks during working hours
(b) Sufficient breaks for meals
(c) Daily or nightly rest of not less than 8 hours within a 24-hour period
(d) Rest of at least a full calendar day within a week
12.6 Total weekly working hours (including overtime) as shown in the records indicate compliance with national legislation and collective
' bargaining agreements. If national legislation sets total weekly working hour limits higher than 60 hours (including overtime) in peak
season and/or agricultural workers are exempt from overtime limitations, the employer reports the total weekly hours worked and which
appropriate safeguards are in place to protect the workers’ health and safety.
12.7 Supervisory staff is instructed about the safeguards in place to protect the workers’ health and safety-when working over the regular
weekly working time and/or over the peak season weekly working time.
12.8 Workers are communicated to effectively use the rest breaks/days during peak season.
Publication date: 7 August 2023 Spichernstrasse 55 | 50672 Cologne, Germany |C i:fogélobclgopn.qorg
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Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:

Is overtime regulated by law? Yes/No. Provide Source (refer to similar .5 cjauses 31-36 CAP-SETAAB CBA
question from principle 11):

Is overtime defined as voluntary by law? Yes/No. Provide source No. Clause 32
(refer to similar question from principle 1 1): Overtime may be mandatory, but employees can invoke good reasons for not doing so.

. . . . o

Does the law |nd|cgte SpeCIil CIrCU_mStanceS _for requesting overtime’ Clause 33 of the CBA. Overtime may only be worked when the company has to cope with

Yes/No. If yes, which cases? Provide source: occasional and transitory increases in labour and hiring new workers is not justified,
overtime may also be carried out in event of force majeure or when it becomes

indienaneahla tn nreavant nr ranair cariniie dAamana tn tha ~rnmnanv

Is there a maximum number of overtime hours specified by law?
Yes/No. Provide source (refer to similar question from principle 11): 25 200 hours per year and more 2 hours per day
' " Clause 34 CAP-SETAAB CBA

Does the local law allow averaging the total number of hours as a
method of calculating the maximum number of working hours?
Yes/No. Provide source:

Yes. Calculations of the maximum limits in average terms, thought the adaptability
regime/bank of hours
Clause 23 and 24 of the CBA

The_ Iegal. maximum number of fotal Work'n_g hours is: 48 hours per week over a reference period of 5 months
(indicate if per day/week/month/year) Provide source: Article 211 of the Labour Code
Clause 23 of the CBA

The_ Iegal_maX|mum number of regular wor_klng hours is: 40 hours per week

(indicate if per day/week/month/year) Provide source: Clause 22 of the CBA

Codg ref.: GRASP v2 NIG template © GLOBALG.A.P. ¢/o FoodPLUS GmbH
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The legal maximum number of overtime hours is:
(indicate if per day/week/month/year) Provide source:

The legal maximum number of working hours for night shifts is:
(indicate if per day/week/month/year) Provide source:

Are there any exceptions to the legal maximum number of working
hours? Yes/No. if yes, which exceptions? Provide source:

The legal maximum number of working hours, during peak/harvest or

the busiest season is:
(indicate if per day/week/month/year) Provide source:

List the minimum number of breaks per day specified by law. Are
these breaks paid? Yes/No. Provide source:

The legal minimum number of rest days per week is:
Provide source:

Further comments:
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200 hours/year and more 2 hours/day
Clause 34 of the CBA

The same of the other shifts: 8 hours/day
Clause 22, 37 and 38 of the CBA

Only one: does not apply to worker in an administration or management position or with
autonomous decisions, making powers, who is exempt from working hours. article 211 of
Labour Code

Either on basis of adaptability or in basis of bank hours may not exceed 50 hours per week

and 2 hours per day.
Clauses 23 an 29 of the CBA)

The daily working day must be interrupted by a rest day of no less than 1 hour and no more
than 4 hours and workers may not work more than 5 consecutive hours.
Clause 29 of the CBA

The minimum is one rest day, usually sunday
Clause 40 of the CBA

Article 214 of the Labour Code also provides that workers have the right to a rest period of
at least eleven consecutive hours between two consecutive daily working periods
https://diariodarepublica.pt/dr/legislacao-consolidada/lei/2009-34546475
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DISCIPLINARY PROCEDURES

13

13.1 A written disciplinary procedure is available.

13.2 Workers are informed about the terms of the disciplinary procedure, including that any deduction from wages as a disciplinary measure is
prohibited.

13.3 Records are kept of any disciplinary actions taken during the last 24 months.

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:

Are wage deductions reQUIated by law? Yes/No. Provide source: Yes. In article 279 and 328 of the Labour Code: Compensation and discounts as a

Which deductions are allowed? Provide source:

disciplinary penalty

Compensation and discounts: deductions in favour of state, scoial security and another
entity, ordered by law, court decision or conciliation agreement. Compensation owed by the
employee to the employer, settled by court decison or conciliation agreement. Disciplinary
penalty. Amortization of capital or payment of interest on a loan granted by the employer to

Further comments: _ _ _ o
Article 328 e 330 of the Labour Code. Financial penalties imposed on worker for offences
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commited on the same day may not exceed one third of the daily wage corresponding to 30
days, aand are not widely used because de employer must hand over the amount of the
financial penalty imposed to social security.
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	GRASP V2: ENGLISH
	VERSION: 30 NOVEMBER 2024
	CREATED BY: NATURALFA
	undefined: The definition of family farm in Portugal legislation is not equal as the definition of family farm in GRASP. Therefore, the auditor should definition of "family farm" in GRASP.

The "Family Farming Statute" established by Decree-Law no. 64/2018 of 7 August, defines only "family farming" as the way of organizing productive activities, managing the environment and supporting social life in rural areas, based on a family farm. 

The title recognising the status is awarded to the head of the family farm who fulfils all the following requirements:
a) Is over 18 years of age;
b) Has a taxable income, per taxable person, less than or equal to the amount corresponding to the fourth bracket of personal income tax;
c) The income from agricultural activity is equal to or greater than 20 per cent of the total taxable income income;
d) Receives an amount of support of no more than €5,000, resulting from aid under the the Common Agricultural Policy, included in the single application or, in the case of the in the single application or, in the case of the Autonomous Region of the Azores, in the integrated management and control system, for the year preceding that in which the application for recognition of status was submitted.


	undefined_2: The definition of "Worker" can be found in the legal regime for safety and health at work, established in Law no. 102/2009, according to which, a "worker" is a person who, for remuneration, undertakes to provide services to an employer, as well as a trainee, an apprentice and those who are economically dependent on the employer by reason of the means of work and the result of their activity, although they do not hold a legal employment relationship.
	undefined_3: "Family Farming Statute" - Decree-Law no. 64/2018 of 7 August, article 3, paragraph b);
"Worker" - Law no. 102/2009, 10 September, article 4, paragraph a).
	undefined_4: The definition of family farm in Portugal legislation is not equal as the definition of family farm in GRASP. Therefore, the auditor should definition of "family farm" in GRASP.
Decree-Law no. 64/2018 of 7 August:
https://diariodarepublica.pt/dr/detalhe/decreto-lei/64-2018-115933868
Law no. 102/2009, 10 September:
https://diariodarepublica.pt/dr/detalhe/lei/102-2009-490009
	undefined_8: Secretaria-Geral do Ministério do Trabalho, Solidariedade e Segurança Social
Address: Praça de Londres, nº 2 - 11º Andar, 1049-056 Lisboa
Phones: 210 489 010 or 300 003 990
https://eportugal.gov.pt/entidades/secretaria-geral-do-ministerio-do-trabalho-solidariedade-e-seguranca-social
	undefined_9: Publishing in "Boletim do Trabalho e Emprego" (article 447 Labour Code)

	undefined_10: 
	undefined_11: SETAAB-SINDICATO DA AGRICULTURA, FLORESTA, PESCA, TURISMO, INDUSTRIA ALIMENTAR, BEBIDAS E AFINS
Address: Rua Vitorino Nemésio, 5; 1750-306 Lisboa
Phone: 21 393 1200; 937955329
Email: setaab.sede@hotmail.com
https://setaab.wixsite.com/setaab
	undefined_12: Yes. According to article 443 Labor Code labor unions have the right to participate in Company restructuting processes, especially with regard to training actions or when there is a change in working conditions.  
	undefined_13: Publishing in "Boletim do Trabalho e Emprego" (article 447 Labour Code)
	undefined_14: Ministério do Trabalho, Solidariedade e Segurança Social 

	undefined_15: Article 447 Labour Code
	undefined_16: 
Article 461, no. 1, paragraph b) Labour Code
	undefined_17: ACT - Authority for Labour Conditions
Address: Avenida Casal Ribeiro, nº 18 - A 1000-092 Lisboa
Phone: (+351) 21 330 88 00. 
www.act.gov.pt/ 
Email: geral@act.gov.

DGERT - Direção Geral do Emprego e das Relações de Trabalho
Adress: Praça de Londres, n.º 2 – 9 º andar, 1049-056 Lisboa
Phone: +351 218 441 466
Email: dgert@dgert.mtsss.pt  
	undefined_18: All year
	undefined_19: 
	undefined_20: No. 

	undefined_21: Yes. DGERT - Direção Geral do Emprego e das Relações Laborais is an entity that promotes mediation and conciliation between employers and workers.
Adress: Praça de Londres, n.º 2 – 9 º andar, 1049-056 Lisboa
Phone: +351 218 441 466
Email: dgert@dgert.mtsss.pt  
	undefined_22: Court complaints are regulated in Labour Process Code (https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-lei/1999-34575575) 
	undefined_23: The legal procedure for court complaints can be found in Labour Process Code, articles 21 and following (https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-lei/1999-34575575) . 
	undefined_24: The legal procedure for court complaints can be found in Labour Process Code, articles 21 and following (https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-lei/1999-34575575) . 
	undefined_25: Yes. The worker is represented in court by the Public Ministry (articles 5-A to 7 Labour Process Code).   
	undefined_26: Yes, according to article 5 Labour Process Code. Jurisdiction lies with the labour courts.
Tribunal do Trabalho - phone number 300 069 300, from Monday to Friday between 9.30 a.m. and 12.30 p.m. and from 2 p.m. to 5.30 p.m.
	undefined_27: Yes. The legal procedure for court complaints can be found in Labour Process Code, articles 21 and following (https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-lei/1999-34575575) . 
	undefined_28: 
	undefined_29: CITE - Commission for Equality in Labour and Employment
Address: R. Américo Durão 12-A 1.º e 2.º piso, 1900-064 Lisboa
Phone: (+351) 21 595 4000
Email: geral@cite.pt
https://cite.gov.pt/web/pt

ACT - Authority for Labour Conditions
Address: Avenida Casal Ribeiro, nº 18 - A 1000-092 Lisboa
Phone: (+351) 21 330 88 00. 
www.act.gov.pt/
	undefined_30: Amnesty International: www.amnesty.org
ADDHU - ASSOCIATION FOR THE DEFENCE OF HUMAN RIGHTS: https://www.plataformaongd.pt/quem-somos/ongd-associadas/lista-de-ongd-associadas/addhu-associacao-de-defesa-dos-direitos-humanos

	undefined_31: Yes.
CAP - Confederation of Farmers of Portugal.
Address: R. Mestre Lima de Freitas, n.º 1, 1549-012 Lisboa
Phone: (+351) 217 100 000
Email: cap@cap.pt
	undefined_32: Constitution of the Portuguese Republic (https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-aprovacao-constituicao/1976-34520775).
Labour Code, Section II, Book I, Title II, Chapter I, Section II, Subsection III, - Articles 23º to 31º - Equality and non-discrimination
(https://diariodarepublica.pt/dr/legislacao-consolidada/lei/2009-34546475 ).
	undefined_33: CITE - Commission for Equality in Labour and Employment
Address: R. Américo Durão 12-A 1.º e 2.º piso, 1900-064 Lisboa
Phone: (+351) 21 595 4000
Email: geral@cite.pt
https://cite.gov.pt/web/pt

ACT - Authority for Labour Conditions
Address: Avenida Casal Ribeiro, nº 18 - A 1000-092 Lisboa
Phone: (+351) 21 330 88 00. 
www.act.gov.pt/
	undefined_34: Yes. 
Centro Nacional de Apoio à Integração de Migrantes
Address: R. Álvaro Coutinho, 14, 1150-025 Lisboa
Email: informacoes@acm.gov.pt  

	undefined_35: 
	undefined_36: Yes, via "Diário da República" (https://diariodarepublica.pt/dr/home)

	undefined_37: Labour Code (Law n.º 7/2009 of 12 of february).
https://diariodarepublica.pt/dr/legislacao-consolidada/lei/2009-34546475

	undefined_38: Yes.
	undefined_39: National workers need to have ID card.
Foreign workers need to have a residence permit card, work visa, proof of delivery to ACT or Social Security of the respective expressions of interest in accordance with article 88, nº  2 of Law 23/2007.
https://diariodarepublica.pt/dr/legislacao-consolidada/lei/2007-67564445
	undefined_40: Yes. Foreign workers need to have a work visa, a residence permit card or at least proof of delivery to ACT or Social Security of the respective expressions of interest in accordance with article 88, no. 2 of Law 23/2007.
	undefined_41: Yes.
Labor Code (Law n.º 7/2009 of 12 of february), Book I, Title I, Chapter II, Article 5º
https://diariodarepublica.pt/dr/legislacao-consolidada/lei/2009-34546475
	undefined_42: 16 years old, as stated in article 68, no. 2 Labour Code.

	undefined_43: Yes, according to articles 41 to 46 Law 115/2009, october 12.
https://diariodarepublica.pt/dr/legislacao-consolidada/lei/2009-34515975
	undefined_44: Yes. Debt bondage is not constitucionaly allowed as stated in article 59 of the Portuguese Constitution.
https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-aprovacao-constituicao/1976-34520775-43894075
	undefined_45: Portuguese legislation does not contain a specific provision dealing directly with the imputation of recruitment costs to the worker. However, this practice can be considered illegal on the basis of broader principles of the Labor Code and the interpretation of rules that protect workers' rights.1. Principle of Good Faith (Article 126 of the Labor Code):The employer and the employee are subject to the principle of good faith in employment relations, which implies that both must act loyally and transparently. Charging recruitment costs to the employee could be considered a violation of this principle, as such a practice could be interpreted as unfair or abusive.2. Equality and Non-Discrimination (Article 24 of the Labor Code):The Labor Code guarantees the right to equal opportunities and treatment in access to employment, which includes the recruitment process. Imposing recruitment costs on the worker could be seen as a barrier to access to employment and therefore a violation of this principle.3. The Employer's Responsibility for Costs Associated with Work (Article 273 of the Labor Code):The employer is responsible for ensuring the necessary conditions for the performance of the work activity, which includes the costs related to recruitment and selection.Although there is no specific rule expressly prohibiting the charging of recruitment costs to the employee, the practice would generally be considered contrary to the spirit of the legal provisions mentioned and the general principles of employee protection. In the event of a dispute, labor courts could interpret the charging of these costs as an abusive practice and therefore illegal.
https://diariodarepublica.pt/dr/legislacao-consolidada/lei/2009-34546475
	undefined_46: Yes.
Law nº 260/2009, of 25 september
https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-lei/2009-63511624

	undefined_47: Company registration
https://eportugal.gov.pt/espaco-empresa/empresa-online

Registration of temporary work agencies
https://iefponline.iefp.pt/IEFP/pesquisas/pesqEtt2.do
	undefined_48: Registration of temporary work agencies
https://iefponline.iefp.pt/IEFP/pesquisas/pesqEtt2.do
	undefined_49: In Labour Code the possible contracts that exist they are the following:
- Permanent contract: all contracts that do not obey to the regulations of short term contracts, who were not celebrated in written, that do not have identification or signature of the parties or, simultaneously, the dates of the conclusion of the contract and the start of work, as well as those in which references to the term and justifying reason are omitted or insufficient are considered permanent contracts (according to article 147, no. 1 of the Labor Code). Also contracts that did not follow the legal regulations to be renovated, those in which the duration period or the number of renewals is exceeded, and contracts for uncertain terms when the worker remains in activity after the expiry date indicated in the employer’s communication or, in the absence of this, 15 days after verification of the term (according to article 147, no. 2 of the Labor Code).   

- Fixed term contract: a fixed term contract can only be celebrated to satisfy temporary needs, objectively defined by the employer and only for the period strictly necessary to satisfy those needs (article 140, no.1 of the Labor Code). In article 140, no. 2 of the Labor Code there is a list of what is considered a temporary need of the company. In addition to these situations, a fixed term employment contract can be done to launch a new activity of uncertain duration, as well as the start of operation of a company with less than 250 employees, within 2 years following any of these facts, and also in case of hiring a worker in a situation of very long-term unemployment (article 140, no. 4 of the Labor Code). The term of the contract can also be uncertain.


- Very short-term employment contract: a very short-term employment contract is established to any employment contracts that exist to deal with an exceptional and substantial increase in the activity of a company whose annual cycle presents irregularities arising from the market or due to a structural nature that can not be ensured by its permanent structure, particularly in season activities or tourism  sector, lasting no more than 35 days (article 142 of the Labor Code). These contracts can not exceed 70 working days. 
Service providers: the qualification of the contract as a provision of services contract or an employment contract depends on case-by-case assessment of the material performance of the activity. If two of the following characteristics exist, then according to article 12 of the Labour Code there is an employment contract:
a) The activity is carried out in a location belonging to or determined by the beneficiary;
b) The equipment and work instruments used belong to the beneficiary of the activity;
c) The activity provider observes the start and end times of the service, determined by the beneficiary;
d) A certain amount is paid, at a certain frequency, to the activity provider, in return for the same;
e) The activity provider performs management or leadership roles in the company's organic structure.

	undefined_50: 
	undefined_51: Remuneration statements (DMR) are sent to the Tax Authority and Social Security.

	undefined_52: Sequential numbering
Payroll closing date - usually the last day of the month
Company Identification- Name, Address, Fiscal Identification Number (NIF)
Social Security (SS) registration number
Worker ID - Name, Fiscal Number (NIF) and SS registration number
Employee's professional category
Base salary amounts, deductions - IRS and Social Security, subsidies, extra amounts
Hourly wage rates
Number of days worked
Identification of the work insurance policy
Payment method
Amount to be received after all deductions
Date, Place and Signatures (recommended if payment is made in cash and the receipt is given on paper)
Labor Code (Law n.º 7/2009 ) Artigo 276º
https://diariodarepublica.pt/dr/legislacao-consolidada/lei/2009-34546475
	undefined_53: Yes, on payslips.
	undefined_54: N.a.
	undefined_55: 
	undefined_56: Yes. 820€/month in 2024
Law-decree  n.º 107/2023, of 17 November, Article 3 - Value of the guaranteed minimum monthly wage.

	undefined_57: Yes
	undefined_58: The Clause 60 of the Collective Labour Agreement between CAP -  SETAAB  states that workers must earn at least the minimum monthly wage, 820/month (in 2024) according to Law n.º 107/2023, of 17 November.
	undefined_59: Collective agreement between the Confederation of Farmers of Portugal (CAP) and the National Union of Agricultural, Forestry, Fishing, Tourism, Food, Beverage and Related Workers - SETAAB - Global revision published in the Bulletin of Labour and Employment (BTE) n.º 7 of 22 of february, of 2024
https://bte.gep.msess.gov.pt/completos/2024/bte7_2024.pdf
	undefined_60: Article 279 of the Labour Code: deduction in favour of the State, social security or other entity, ordered by law, final court decision or conciliation, when the employer has been notified of the decision or conciliation; compensation owed by the employee to the employer, settled by final court decision or conciliation; financial penalty referred to in Article 328(1)(c); amortisation of capital or payment of interest on a loan granted by the employer to the employee; price of meals at the workplace, use of the telephone, supply of food, fuel or materials, when requested by the employee, or other expenses incurred by the employer on behalf of the employee with the employee's agreement; allowance or advance on account of remuneration, prices of meals or other goods supplied to the employee by a consumer cooperative.
	undefined_61: Yes. Article 279 nº 1/d) and nº 3 of Labour Code - Deductions may not exceed, as a whole, one sixth of the salary.
	undefined_62: There is no law against it 
	undefined_63: No.
	undefined_64: Yes. article 276 nº3 of Labour Code
	undefined_65: Payslip wich must include the worker's identity, full name, social security number and professional category, basic salary and other benefits, the period to which they relate, any deductions and the net amount to be received.
	undefined_66: No, wages are established according to a minimum monthly remuneration legally defined. Being applicable a CBA the remuneration must respect the minimum established there. According to the applicable CBA it is possible that the remuneration is a combination of the minimum established in the CBA and a variable remuneration, as stated in article 60 of the applicable CBA celebrated between CAP and SETAAB. The variable remuneration can be defined by the employee.

Ordinance no. 128/2023 of May 12: https://diariodarepublica.pt/dr/detalhe/portaria/191-2024-885779530
BTE n.º 7 of 22 of february, of 2024 https://bte.gep.msess.gov.pt/completos/2024/bte7_2024.pdf
	undefined_67: Only in the civil service.
https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-lei/2009-63511624
	undefined_68: Portugal has signed and ratified the Geneva Convention of 25 September 1926 on Slavery and the Supplementary Convention on the Abolition of Slavery, the Slave Trade and Institutions and Practices Similar to Slavery of 7 September 1956, which constitutes a crime under the terms of Article 159 of the Penal Code.
Geneva Convention of 25 September 1926  https://gddc.ministeriopublico.pt/sites/default/files/documentos/instrumentos/convencao_relativa_escravatura.pdf
Penal Code: https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-lei/1995-34437675
	undefined_69: 
	undefined_70: 16 years old in accordance with Article 68 of the Labour Code (Law n.º 7/2009 of 12 of february), and clause 4 of the CBA. 
https://diariodarepublica.pt/dr/legislacao-consolidada/lei/2009-34546475
	undefined_71: 18 years old, as stated in article 130 of the Civil Code.
https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-lei/1966-34509075
	undefined_72: Use of Agricultural Pesticides
Law 26/2013 of 11 April regulates the distribution, sale and application of plant protection products for professional use and plant protection product adjuvants and defines the procedures for monitoring the use of plant protection products, transposing Directive 2009/128/EC.
https://diariodarepublica.pt/dr/legislacao-consolidada/lei/2013-126731052

Mechanising and driving agricultural vehicles
The Road Traffic Code, approved by Decree-Law n.º 114/94, of 3 May, and republished in its 18th version by Law n.º 116/2015, of 28 August, requires you to hold a driving licence or permit to drive tractors and agricultural or forestry machinery on public roads.
Decree-Law n.º 114/94, of 3 May: https://diariodarepublica.pt/dr/legislacao-consolidada/decreto-lei/1994-34458475
Law n.º 116/2015, of 28 August: https://diariodarepublica.pt/dr/detalhe/lei/116-2015-70133808
	undefined_73: Yes. Ordinance n.º 228/2021 de 25 de outubro, Decree-Law nº. 81/2021, of 11 October, Ordinance nº. 73/2019, of 7 March, Decree-Law no. 64/2018, of 7 August
The title recognising the Family Farming Statute is awarded to the head of a family farm who fulfils all of the following requirements: 
1. age over 18; 
2. Taxable household income, per taxable person, less than or equal to the amount that falls within the 4th bracket of personal income tax, i.e. €21,321 (in 2024); 
3. Income from agricultural activity equal to or greater than 20 per cent of total taxable income; 
4. Receive an amount of support from the Basic Payment Scheme and the Small Farming Scheme, resulting from CAP aid, of no more than €5,000;  
5. Family labour equal to or greater than 50% of the total labour estimated for the holding; 
6. Holders of family farms located on rustic or mixed properties identified in the IFAP, IP parcel identification system.

The definition of family farm in Portugal legislation is not equal as the definition of family farm in GRASP. Therefore, the auditor should definition of "family farm" in GRASP.
	undefined_74: According to Article 73 of the Labour Code, a minor's normal working hours may not exceed eight hours per day and forty hours per week.  In the case of light work carried out by a minor under the age of 16, the normal working period may not exceed seven hours per day and thirty-five hours per week. Clause 4 of the CBA states that the normal working period shall include a part reserved for education and training corresponding to 40 % of the maximum full-time working period of the respective category and for the time necessary for complete training and that the working hours shall make it possible to participate in education or vocational training programmes.
	undefined_75: ACT - Authority for Labour Conditions

+351 300 069 300


	undefined_76: DGERT - General Directorate for Employment and Labour Relations

+351 218 441 400
	undefined_77: No. The company only has to notify the ACT (Authority for Labour Conditions) within 8 days of the minor's admission - Article 68 nº3 nº and 5 and Article 69 nº4 of the Labour Code.
	undefined_78: Yes. Civil registration of parental responsibilities
	undefined_79: 
	undefined_80: Yes. 
 Law n.º 85/2009
https://diariodarepublica.pt/dr/legislacao-consolidada/lei/2009-34513275

	undefined_81: Minimum and maximum compulsory school age is 6 to 18 years.
Law  n.º 85/2009, Article 2º
	undefined_82: Yes. General Directorate of Education
	undefined_83: General Directorate of Education

www.dge.mec.pt l dge@dge.mec.pt

Av. 24 de Julho, n.º 140

1399-025 Lisboa

Tel: +351 213 934 500 
	undefined_84: 
	undefined_85: Yes. 40h hours per week and 8 hours per day 
Clause 22 CAP-SETAAB CBA 
https://bte.gep.msess.gov.pt/completos/2024/bte7_2024.pdf
	undefined_86: Yes. 200 hours per year and more 2 hours per day (8 ordinary hours + 2 overtime hours)
Clause 34 CAP-SETAAB CBA
https://bte.gep.msess.gov.pt/completos/2024/bte7_2024.pdf
	undefined_87: Yes. Calculations of maximum limits in average terms, thought the adaptability regime or bank of hours
Clause 23 and 24 CAP-SETAAB CBA
https://bte.gep.msess.gov.pt/completos/2024/bte7_2024.pdf
	undefined_88: 1. Clause 23 of the CBA: adaptibily regime 
2. Clause 24 and 25 of the CBA: hours bank and group hours  bank 
3. Clause 27/2 of the CBA: Fixed, mobile, and flexible working hours
4. Clause 30 of the CBA: Exemption from working hours
	undefined_89: Yes. 200 hours/year and 2 hours/day
Clause 34 CBA
	undefined_90: Yes. clauses 29 and 40 of the CBA
	undefined_91: Yes. The collective Bargaing Agreement (CBA) celebrated by CAP (Portuguese Condeferation of Farmers) with SETAAB (National Union of Agricultural, Forestry, Fishing, Tourism, Food, Beravage and related workers).


	undefined_92: 
	undefined_93: Yes. Clauses 31-36 CAP-SETAAB CBA
	undefined_94: No. Clause 32

Overtime may be mandatory, but employees can invoke good reasons for not doing so.
	undefined_95: Clause 33 of the CBA. Overtime may only be worked when the company has to cope with occasional and transitory increases in labour and hiring new workers is not justified, overtime may also be carried out in event of force majeure or when it becomes indispensable to prevent or repair serious damage to the company ... 
	undefined_96: Yes. 200 hours per year and more 2 hours per day 

Clause 34 CAP-SETAAB CBA 
	undefined_97: Yes. Calculations of the maximum limits in average terms, thought the adaptability regime/bank of hours
Clause 23 and 24 of the CBA
	undefined_98: 48 hours per week over a reference period of 5 months 

Article 211 of the Labour Code 

Clause 23 of the CBA
	undefined_99: 40 hours per week 

Clause 22 of the CBA
	undefined_100: 200 hours/year and more 2 hours/day 

Clause 34 of the CBA
	undefined_101: The same of the other shifts: 8 hours/day 

Clause 22, 37 and 38 of the CBA
	undefined_102: Only one: does not apply to worker in an administration or management position or with autonomous decisions, making powers, who is exempt from working hours. article 211 of Labour Code 
	undefined_103: Either on basis of adaptability or in basis of bank hours may not exceed 50 hours per week and 2 hours per day. 
Clauses 23 an 29 of the CBA)
	undefined_104: The daily working day must be interrupted by a rest day of no less than 1 hour and no more than 4 hours and workers may not work more than 5 consecutive hours. 

Clause 29 of the CBA 
	undefined_105: The minimum is one rest day, usually sunday

Clause 40 of the CBA
	undefined_106: Article 214 of the Labour Code also provides that workers have the right to a rest period of at least eleven consecutive hours between two consecutive daily working periods
https://diariodarepublica.pt/dr/legislacao-consolidada/lei/2009-34546475
	undefined_107: Yes. In article 279 and 328 of the Labour Code: Compensation and discounts as a disciplinary penalty
	undefined_108: Compensation and discounts: deductions in favour of state, scoial security and another entity, ordered by law, court decision or conciliation agreement. Compensation owed by the employee to the employer, settled by court decison or conciliation agreement. Disciplinary penalty. Amortization of capital or payment of interest on a loan granted by the employer to the employee. Expenses (meals, telephone ...) incurred by the employer on behalf of the employee. Allowance or advance on account of remuneration. the majority of deductions may not exceed one sixth of the salary. (article 279 of the Labour Code)
	undefined_109: Article 328 e 330 of the Labour Code. Financial penalties imposed on worker for offences commited on the same day may not exceed one third of the daily wage corresponding to 30 days, aand are not widely used because de employer must hand over the amount of the financial penalty imposed to social security.
	GUIDELINE FOR: PORTUGAL
	undefined_7: Article 447 of the Labour Code establishes (Law n.º 7/2009 of 12 of february) the rules for the constitution, registration and acquisition of personality of unions. 
Labour Code (Law n.º 7/2009 of 12 of february):
https://diariodarepublica.pt/dr/detalhe/lei/7-2009-602073
	undefined_6: SETAAB-SINDICATO DA AGRICULTURA, FLORESTA, PESCA, TURISMO, INDUSTRIA ALIMENTAR, BEBIDAS E AFINS
Address: Rua Vitorino Nemésio, 5; 1750-306 Lisboa
Phone: 21 393 1200; 937955329
Email: setaab.sede@hotmail.com
https://setaab.wixsite.com/setaab

Sindicato dos Trabalhadores da AGRICULTURA e das Indústrias de ALIMENTAÇÃO, BEBIDAS e TABACOS de Portugal - SINTAB
Address: Rua Cidade de Liverpool, 16, 3º, 1170-097 Lisboa
Phone: 218855070
Email: sintab@sindical.pt
http://sindicatos.cgtp.pt/sintab/
	undefined_5: No


