Questions:
Main questions, which may influence the scheme:
1. Shall we agree that this year we deploy up to 500 workers? The process can show that we can deliver more workers, or less than 500 - stemming from the short time left and careful approach we have on this first pilot year. We agreed that on the first year we’ll be flexible in this regard; Yes, we agree!
2. Will the BA sends job offers gradually by certain quantities? 
Yes, we will send job offers one after the other, depending on the receipt and examination of the job offer. 
3. Up to now we have been discussing the maximum possible duration of the seasonal job contract, but we didn’t make an accent on minimum or average duration of seasonal employment – if the job offers will be of less term then two months, it may not be regarded as attractive stemming from the geographical distance, costs of travelling etc… 
4. We quite agree with that. The BA cannot give a maximum guarantee of employment. Ultimately, the market will regulate which job offers will be attractive for seasonal workers.
5. We deem expedient to convene mutually agreed, simultaneous and well-coordinated PR campaign/first public statements, whenever Parties are ready to do so. This process is coincided with the entry into force of the New German Legislation… would be good to distinguish these two different tracks. 
We are very much in favor of this and would like to coordinate a joint PR campaign/ first-public statements with you. In order to clarify the procedure and the distribution of seasonal workers in Germany, the BA is currently in consultation with the German Federal Ministry of Labour and Social Affairs (BMAS) and the Federal Ministry of Food and Agriculture (BEML). We will contact you for this purpose. It is important not to mix up the two topics "seasonal work" as agricultural worker and the topic "immigration of skilled workers to Germany", which came into force on 01.03.20, with one another.
Questions necessary to receive to start notification of and reach-out process to the potential seasonal workers:
1. We would like to know in what approximate time-frames the German side will be able to provide us documents listed in the agreement – is it possible first to send those, which are ready – one by one? 
We will send it one by one in March 2020. 
2. Can we have in advance description of the seasonal works (e.g. collection of crops, sorting, wrapping, transportation) types of agricultural crops in order to narrow down the types of job offers we can receive this year? 
We will send you a harvest calendar.
3. Is the association an employer, responsible for signing the contract with the migrant worker? The individual employer is responsible for signing the contract with the seasonal worker, not an overarching association.
4. What is approximate duration of the season for crops? 
It differs. Please look it up in the harvest calendar we will send to you.
5. Can the migrant worker use the reimbursable holidays even if he/she is employed for less than three months?  
Background: Does the requirement under the Federal Leave Act that leave may be paid at the end of employment also apply to seasonal employment of less than three months (up to 90 days)?
The Federal Leave Act (BUrlG) regulates the minimum leave for all adult employees, including seasonal workers. According to § 3 BUrlG, the paid minimum vacation must be at least 24 working days (= four weeks) per calendar year. The employee acquires full holiday entitlement after six months of employment. If the employment relationship ends before the end of this waiting period of six months, the employee acquires one twelfth of the annual leave for each full month of the existence of the employment relationship according to § 5 para. 1 BUrlG.
The leave must be compensated if it could not be granted or taken in whole or in part due to the termination of the employment relationship (§ 7 para. 4 BUrlG). The entitlement to the granting of vacation leave is converted into a compensation claim upon termination of the employment relationship. This also applies to partial vacation entitlements. During a current employment relationship, on the other hand, leave cannot be compensated in cash.: 
6. What are the taxes deducted from the gross salary? 
This question will be answered by the outstanding annex “At a glance – Seasonal employment in Germany “ .
7. How is the overtime remuneration governed? 
There are no legal regulations for the payment of overtime. If there is no provision in the employment contract or collective bargaining agreement, the employee can generally demand the basic remuneration for overtime. The entitlement to overtime requires that the overtime was ordered, approved or tolerated by the employer and was in any case necessary for the performance of the work owed. The parties to the employment contract are free to agree whether overtime can be compensated by remuneration or by paid time off. If no such agreement exists, the employer cannot unilaterally compensate for overtime worked by ordering the employee to be released from work.
8. What are the grounds under the local law for imposing the fines on the migrant worker?
§ 15a Seasonal Employment Paragraph 3 describes the circumstances when the work permit or consent is to be refused or withdrawn.  Please specify your question again if you refer to something else. The content is not accessible here.
9. Are the utilities included in the accommodation fee (electricity, heating, laundry, etc.)? 
It is written in the agreement in Section 4, Number (5) Lodging. We will also offer to the employers and to you an annex for a sample of an accommodation contract, where the utilities separately listed.  Nevertheless, there is freedom of contract in Germany and no employer can be obliged to use the sample accommodation contract.
10. Besides German and English, which are the other languages that migrant worker is likely to understand (e.g. Russian)? 
It depends on the employer. It can be describes in the job offer by the employer. 
11. If due to the weather conditions the migrant worker can’t perform, how is the reimbursement regulated? 
If it is impossible for the employer to employ the employee, although the employee is capable and willing to work and the employer bears the risk of loss of working hours, the employer must continue to pay the remuneration (§ 615 p. 3 of the Civil Code - BGB). According to § 615 sentence 3 of the Civil Code, the employer also bears the business risk in the case of disturbances due to weather conditions (see Federal Labour Court - BAG, judgment of 9 July 2008 - 5 AZR 810/07). However, § 615 sentence 3 BGB and thus the distribution of risk contained therein can be waived by individual or collective agreement (BAG, ruling dated July 4, 1958 - 1 AZR 559/57).  
12. Is vaccination desirable or required? If required, what vaccinations and should the employee present a certificate of vaccination? 
For the intended use in agriculture there are no special requirements regarding vaccinations. The presentation of a vaccination passport is also not required. The general German industrial safety conditions apply. Of course a general protective vaccination status would be welcome, e.g. tetanus vaccination. However, there is no obligation to be vaccinated.
13. Is medical certificate required from Georgia? If in Germany how much will it cost – who covers costs? If in Georgia – what are requirements? Does medical certificate issued in Georgia in Georgian language should be certified? 
There is no medical certificate of vaccination required.
14. Is the direct contact with employers possible in terms of necessity to clarify information on job offer? 
The direct contact between employer and employee is possible, after the placement is finished (employer and employee agree to sign the contract). In terms of necessity to clarify information on the job offer, please contact the ZAV-IPS (E-Mail: ZAV.saison@arbeitsagentur.de).
Additional Information useful for the Pre-departure Orientation (PDO) training development:
[bookmark: _GoBack]BA: All the attached below information we are already collecting and we will send it to you as soon as possible. -IPS
1. General Information about the country (geographical location; neighboring counties area; climate, administrative division; capital; large cities and rivers; population; ethnic and religious composition; state language; political system; legislative body; flag and state emblem; national currency and other important information);
2. A Brief history of Germany.
3. What should a labor migrant take into account when traveling to Germany (required documents; procedures; what the international traveler should carry (docs etc.) when entering Germany, etc.).
4. Transportation within the country (types of public transport; rules/cost of public transport and taxi).
5. National culture and etiquette; national holidays.
6. Minimum wage, prices for basic goods and services.
7.  System of money transfer (principal operators; terms and conditions).
8. Driver’s license (rights and obligations for third-country nationals).
9. List and contact information of organizations that migrant workers may refer to for counseling and protection of rights.

