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Who is obliged to provide workplace equipment when performing
work from home at the employee’s
home?
As we have mentioned above,
an employee can perform work from
home on the basis of a unilateral order
of the employer or on the basis of
an agreement with the employer. In
the case of a unilateral order to work
from home, the employer is responsible for equipping and adapting the
workplace for work in accordance
with the rules on occupational safety
and health (known as OSH), only if
it has not agreed with the employee
that the employee will use his or her
own equipment (desk, office
chair, etc.). The employee is
entitled to monetary compensation for the use of own
equipment, facilities and
objects for workplace only
if such compensation has
been agreed upon between
the employer and employee
following a unilateral order
Mgr. Simona Horáková of work from home.

Is an employee
working from home
entitled to alimentation?
In order for an employee working
from home to be entitled to alimentation, the employee must work for at
least four hours during the day. The
Labour Code imposes an obligation
on the employer to provide such an
employee with meals in one of the
following ways:
a) in the employer’s own catering
establishment, or
b) in the catering establishment of
another employer, or
c) by arranging catering services
through a person authorized to
provide catering services, i.e. by
providing a meal ticket.
Although the employee working
from home schedules the beginning
and end of working time himself or
herself, the employer should provide a
catering facility at a reasonable distance
from the employee’s place of work.
The provision of meals in the catering
facility according to letter b) or c)
above, which is disproportionately far
from the employee’s place of work,
could be regarded as bullying by the
employer. If the employer is unable to
provide meals in any of the above ways,
or if such meals would be provided in
conflict with the nature of the work

If the performance
of work from home is the result of an
agreement between the parties, a legitimate question arises as to whether the
employee’s consent to work from home
can be interpreted as a declaration of
the employee that he/she has created
working conditions for working from
home and that he/she also has suitable
workplace equipment. In our legal
opinion, if working from home is the
result of an agreement, the employee
assumes the obligation to equip the
workplace in accordance with OSH
rules with appropriate equipment,
unless the employer undertakes to fulfil
this obligation in the agreement. In
this case, however, it also applies that
the employee is entitled to monetary
compensation for the use of his or her
own work resources only if he or she
has agreed upon it with the employer.
Under observance of all hygienic
measures, the employer is entitled
to inspect the employee’s workplace
with regard to compliance with the
principle of prevention and protection
of the employee’s life and health and
OSH rules. Any non-compliance with
the employee’s obligation to secure a
workplace in accordance with OSH
rules is a breach of work discipline,
for which, depending on the degree of
intensity of the breach, the employer
could even terminate the employment
(termination by notice or immediate
termination).

