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Clause 1 Scope of application
This collective agreement shall apply to employees who are covered by the 
Working Hours Act and are employed by companies in the adventure ser-
vices sector (not including intermediaries sending musicians and similar per-
forming artists to locations such as restaurants).

This agreement does not apply to senior managers of enterprises, such as 
managing directors, deputy directors, office managers, managers of inde-
pendent departments and people in positions of responsibility who repre-
sent the employer when determining the terms of employment and remu-
neration of employees covered by this collective agreement, supervisors, or 
the performance of specified short-term work duties.

This agreement does not apply to the temporary employment of people 
under 16 years of age unless otherwise stated in the employment contract.

The following agreements shall apply as part of this collective agreement:

 • General agreement, 1 October 2017

 • Agreement on shop stewards, 1 January 2021

 • Training agreement, 1 January 2021

 • Recommendations for preventing substance abuse problems, han-
dling matters of substance abuse and referral for treatment in 
workplaces

 • Agreement on workplace meals, 1 October 2017

 • Protocol applying to compensatory fines in accordance with the 
Collective Agreements Act, 1 October 2017

 • Agreement on the collection of trade union membership fees, 1 
October 2017

 • Agreement on cooperation in health and safety matters, 1 January 
2021

 • Cooperation agreement, 1 October 2017
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The employer shall manage and assign work. The employer shall hire 
and dismiss employees. Both sides shall enjoy the unfettered freedom of 
association.

In addition to the orientation and instruction given at the beginning of 
employment, the employer shall provide employees with information on safe 
and healthy working practices, the contents of the occupational health ser-
vice in the workplace, the policy on absences due to illness, any occupational 
safety hazards, and the occupational health and safety organisation.

The employer shall explain the organisation and negotiation relationships in 
the sector to new employees and provide the names and contact details of 
the shop steward and occupational safety representative.

Clause 3 Employment contract and trial period
The employment contract must be made in writing. The employment con-
tract must state the minimum working time in a three-week period, as well 
as the other details in the employment contract template appended to the 
collective agreement.

For indefinite employment relationships, the trial period may be a maximum 
of six months. For fixed-term employment relationships, the trial period 
must be no longer than half of the term of employment and a maximum of 
six months.

The trial period starts when work begins.

During the trial period, the employment can be terminated without a notice 
period, in which case the employment relationship shall expire at the end of 
the working day.

EXAMPLE

An employee begins working on 5 January. The parties have agreed on 
a four-month trial period. The last day of the trial period is 4 July.
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Clause 4 Termination of employment and lay-off

1. Notice period

The employer shall comply with the following notice periods:

Duration of employment relationship Notice period
No longer than 5 years 1 month

From 5 to 10 years 2 months

From 10 to 15 years 3 months

Over 15 years 4 months

The employee shall comply with the following notice periods:

Duration of employment relationship Notice period
No longer than 10 years 14 days

Over 10 years 1 month

The notice period shall begin to elapse on the day after the date when notice 
is given.

EXAMPLE 1. NOTICE PERIOD OF 14 DAYS

Notice was given on 10 January. The notice period begins on 11 January.  
The last day of the employment relationship is 24 January.

EXAMPLE 2. NOTICE PERIOD IN MONTHS

When the notice period is calculated in months, the last day of the employment 
relationship shall have the same ordinal number as the date on which the notice 
was given.  
If the month of expiry does not have the corresponding day num-
ber, the employment shall end on the last day of that month.

TerminationTermination Notice periodNotice period Last day of  Last day of  
employmentemployment

1 March 1 month 1 April

31 December 2 months 28 February
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If the employer does not comply with the foregoing notice periods, the 
employer shall be obliged to pay the employee the full remuneration for the 
notice period. If the employee leaves employment without observing the 
notice period, the employee shall be obliged to pay the employer a sum equiv-
alent to the remuneration for the notice period, which the employer shall be 
entitled to withhold from the final settlement payable to the employee.

If the failure of either party to comply with the foregoing notice periods 
applies only to part of the notice period, the obligation to pay compensa-
tion shall apply to the corresponding proportion of the remuneration for the 
notice period.

If the employee ends the employment relationship before the fixed term 
expires, the supervisor shall be obliged to compensate the employer for the 
premature termination of the employment contract, with the compensation 
amounting to

 • in an amount equal to two weeks' wages (up to a maximum of 8 hours 
per working day) or

 • if the share of the neglected part of the fixed term is shorter than 
two weeks, the sum corresponding to the pay for this shorter period.

If the employer ends the employment of an employee hired on a fixed-term 
employment contract before the expiry of the fixed term, the employer’s lia-
bility for damages shall be determined in accordance with the Employment 
Contracts Act.

Chapter 2, section 17 of the Employment Contracts Act contains provisions 
on how this compensation can be deducted from the pay.

3. Lay-offs

Notice of lay-offs must be given at least 14 days in advance.

The procedure stated in the Employment Contracts Act shall apply to 
advance notification of lay-offs and lay-off notifications.
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Clause 5 Offering additional work
Part-time employees must be offered additional work in their own work-
place, as stated in chapter 2, section 5 of the Employment Contracts Act. 
The shop steward and the employer shall determine the workforce required 
in the workplace and the principles for using workforce.

Clause 6 Remuneration

1. The employee's wages shall be determined in accordance with the pro-
visions of this collective agreement and the job requirement grades and 
pay scales appended to this collective agreement.

2. When calculating the period of experience referred to in the pay scale, 
the amount of time spent working in equivalent positions is taken into 
account in full.

In other tasks, experience shall be taken into account to a reasonable 
extent if the work corresponds partly to the professional experience 
required.

In addition to time spent at work, time equivalent to working time is tak-
en into account as per section 7 of the Annual Holidays Act. Child care 
leave and military service are not taken into account.

The requirement for one year of experience is:

 • one year of work if the average actual working time was 60 hours or 
more per three weeks

 • two years of work if the average actual working time was less than 
60 hours per three weeks

The employer and the employee shall clarify the work experience to be 
taken into account when they sign the employment contract, and no 
later than on the first payday. If clarification is presented after this date, 
it shall not entitle the employee to have the prior work experience taken 
into account.

When an employee becomes entitled to remuneration in accordance 
with a higher experience level, the new level shall take effect from the 
beginning of the next payroll period.
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If an employee transfers to a new position at a higher job requirement 
grade, the new pay scale shall be one experience level higher than the 
previous one.

3. Employees under 18 years of age shall be paid 80% of the pay scale for 
job requirement grade A.

4. New employees entering the sector shall be paid 85% of the pay scale for 
the first 300 working hours in one or more employment relationships.

Clause 7 Payment of remuneration

1. Remuneration shall be paid once a month, unless otherwise agreed.

2. When wages are paid, the employee must receive a payslip showing 
which items the pay consists of and which period it is paid for. The 
payslip must state the wage for regular working hours and the supple-
ments for work on Sundays, overtime and any other compensation.

3. A monthly salary can be paid to employees who work 120 hours in a 
three-week period.

4. When the working tie is 120 hours per three week period, the hourly 
wage divisor is 172.

5. The compensation payable for work as stated in clauses 11 and 12 of this 
collective agreement shall be paid no more than one month after the 
end of the applicable working time period. Claims for unpaid compensa-
tion must be made within the period provided for by law.

6. If payment of wages starts, is interrupted or ends in the middle of a pay-
roll period, the wages for a partial month shall be calculated by:

 • dividing the monthly wages by 21.5 to give the daily pay; and

 • multiplying the daily pay by the number of working days, days off 
under the adjustment system, and Z days included in the roster for 
the wage payment period concerned.

If an unpaid absence lasts no longer than three days, the hours of absence 
are deducted.
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Clause 8 Roster

1. The roster must be drawn up in advance for each three-week period 
and placed on a notice board or other similar location in sight of the 
employees at least one week prior to the beginning of the three-week 
period.

2. The roster must show the start and end times of each shift as precisely 
as possible, as well as days off.

3. The roster may only be changed with the consent of the employee and 
the employer or for compelling reasons related to work arrangements, 
which may include unforeseen changes in the weather conditions, can-
celled orders or similar. The compelling reason shall be confirmed in the 
workplace by the shop steward or employee representative and a rep-
resentative of the employer. The change must be marked on the roster. 
If a change affects days off, a new day off shall be granted unless other-
wise agreed.

4. The employer and the employee can agree to transfer working hours 
between two consecutive three-week periods from one three-week pe-
riod to another without this affecting the amounts of additional work or 
overtime. A separate list must be kept to show the transferred hours and 
the assignment of these hours to a later time.

The transfer of working hours from one period to another must not be 
agreed during recruitment or the trial period unless the shop steward 

Clause 9 Working hours

1. The regular working time shall be 120 hours in three weeks arranged in 
such a way that each full working week has an average of five working 
days.

2. Working time includes all of the time spent on work.

If it is difficult to define the actual working time in practice – for example, 
if a business trip takes several days – the employer and the employee 
may make an advance agreement on lump-sum compensation, which 
must be at least equivalent to 10 hours of the employee’s pay. In such cas-
es, the length of the working day shall be recorded as at least 10 hours.
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3. The ‘working week’ shall be taken to mean the time from 00:00 on 
Monday to 24:00 on Sunday.

4. The regular working time in a three-week period that is shortened due 
to annual leave, illness or other cause shall be a maximum average of 8 
hours per working day.

5. For each week of five working days, an employee shall be given two days 
off: one shall be a weekly rest day (‘V’) lasting at least 30 hours, and the 
other shall be an additional day off (‘X’) lasting at least 24 hours.

6. A weekly rest day must be given for each full week of work. The addi-
tional day off (X) can be granted either during the week in which it was 
earned or in combination with other days off during the same three-
week period. If the additional day off is granted during the week in which 
it was earned, it should be granted in connection with the weekly rest 
day if possible.

7. The actual daily working time must not exceed 12 hours unless otherwise 
agreed with the employee. The employee must not be assigned an un-
reasonable numbers of 12-hour shifts.

8. Efforts shall be made to avoid shifts lasting less than four hours. 
Grounds for deviation from this shall be confirmed in the workplace by 
the employer’s representative and the shop steward.

9. The break between daily shifts shall be at least 11 hours unless otherwise 
agreed with the employee. In any case, the minimum duration of the rest 
period shall be 8 hours. An agreement on a rest period of less than 11 
hours shall remain in force until further notice, but it shall apply until the 
end of the roster that has already been published.

10. If the daily uninterrupted working time exceeds six hours, the employee 
must be provided with a break of at least half an hour for rest or the op-
portunity to eat a meal during working time. The rest period shall not be 
counted as working time if the employee can freely leave the workplace 
during this period.

Rest periods and meal times must be negotiated in the workplace be-
tween the employer's representative and the shop steward.

11. The parties recommend that every fifth weekend be arranged such that 
Friday and Saturday or Saturday and Sunday are given as successive 
days off.
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9 a. Adjustment system for regular working hours

1. Regular working hours and adjustment period

The average regular working time can be a maximum of 120 hours, such that 
the working hours are adjusted to this number over a maximum of six (6) suc-
cessive three-week periods (the adjustment period). The regular working 
time in an individual three-week period must not exceed 144 hours.

In accordance with clause 26 of the collective agreement, the employer and 
the employee may agree that the regular working time in a single three-week 
period is up to 150 hours.

In accordance with clause 26 of the collective agreement, a local agreement 
may be made with the shop steward that an average of 120 hours of work-
ing time may be arranged over a maximum of eight consecutive three-week 
periods (the adjustment period). The regular working time in an individual 
three-week period must not exceed 154 hours. However, there may be two 
three-week periods of up to 162 hours during the adjustment period. The 
employees covered by this local agreement must be paid an evening supple-
ment of €0.77 per hour for work done between 6 pm and 9 pm, and a night 
supplement of €2.16 per hour for work done between 9 pm and 6 am unless 
otherwise agreed locally.

The length of the adjustment period and the starting and ending times must 
be indicated in the roster.

A weekly rest day (V) must be given for each week of work.

For each three-week period, X days may be transferred to other times within 
the same adjustment period, and postponed X days shall be granted in com-
bination with other time off. A transferred X day is equivalent to a working 
day when calculating the accrual of X, V and Z days and annual holiday.

The working time shall be averaged during the adjustment period either by 
shortening the daily working time or by giving separate adjustment days off. 
However, at least six adjustment days off must be granted during the adjust-
ment period. The adjustment days off (TS) are marked on the roster and are 
equivalent to working days when calculating the accrual of X, V and Z days 
and annual holidays, as well as when paying wages for part of a month.

Adjustment days off must not overlap with other days off or annual holidays.
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2. Overtime in a three-week period

Compensation shall be paid for overtime in excess of the maximum number 
of regular hours in a three-week period as follows:

If the regular maximum working time is 144 or 150 hours (or 154/162 hours 
by local agreement):

 • the normal pay plus 50% for the first 18 hours and

 • the normal pay plus 100% for all hours of work thereafter

The hours entitling the employee to receive remuneration for overtime in the 
specific period are not taken into consideration in the calculation of the total 
working hours in an adjustment period.

Period-specific overtime remuneration cannot be converted into corre-
sponding days off.

3. End of employment in the middle of an adjustment period

If the employment ends in the middle of the adjustment period for a reason 
attributable to the employee before the working hours have been adjusted 
to the maximum regular working hours, the deficit in working hours can be 
deducted from the employee’s pay. In the event of a surplus, the supervisor 
shall be paid at the normal hourly rate.

If the employment ends for a reason attributable to the employer, the deficit 
shall not be deducted. Any overtime in excess of the average regular max-
imum working time shall be subject to compensation such that a 50% sup-
plement is paid for half of the hours and a 100% supplement is paid for the 
other half.

4. End of adjustment period

If there are accumulated deficits attributable to the employee at the end of 
the adjustment period, such deficits can be deducted from the employee’s 
wages.

If there are surplus hours at the end of the adjustment period, the supervisor 
shall be compensated as follows:

 • The number of working hours shall be divided by the total number of 
working days and adjustment days off taken
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 • work in excess of the average of 8 hours per day shall be subject to 
compensation up to 10 hours at the overtime rate, which is the nor-
mal rate plus 50%

 • work in excess of the average of 10 hours will be compensated at the 
normal pay plus 100%.

EXAMPLE

An employee worked a total of 840 hours during an 18-week adjustment period. 
The maximum number of hours in the adjustment period should have been 
6 x 120 = 720. As such, a surplus of 120 hours has been accrued. During the 
adjustment period, the employee had a total of 84 working days and 6 adjust-
ment days off. The average length of a day was 840 ÷ 90 = 9.33 hours.

The amount of overtime compensation is calculated using alter-
native a. or b., depending on whether the employee was 
paid the basic wage for all of the working hours.

a. The employee was only paid the basic wage (or monthly salary) for 720 hours. 
In this case, the employee shall be paid compensation for 90 x 1.33 hours (9.33 
hours - 8 hours) = 119.7 hours with a 50% supplement, totalling 179.55 hours of pay.

b. The employee was paid the basic wage for 840 hours. In 
this case, the employee shall be paid the amount correspond-
ing to the overtime compensation, which is 59.85 hours of pay.

Clause 9 b. Annual working hours system based 
on local agreements (“working-time bank”)

1. Introduction of the system, joining and leaving the system

1. In line with clause 26 of the collective agreement, the introduction of 
the working hours system is subject to a workplace-specific agreement 
with the shop steward. If there is no shop steward, the employees may 
elect an employee belonging to Service Union United PAM from among 
their number to represent them when the annual working hours system 
is agreed. Agreements made with a party other than the shop steward 
must be delivered to the signatory organisations for their records.

2. The system may be applied to full-time employees with indefinite em-
ployment relationships or fixed-term employment relationships lasting 
at least one year.
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3. If an annual working hours system is in use, the working hours shall be 
adjusted to the maximum of 120 hours per three-week period over the 
course of up to one year.

4. The employer and employee shall make a separate written agreement 
on the employee’s inclusion in the system. When an employee joins the 
system, an agreement shall be made on the length of the adjustment 
period. At the same time, the preliminary timing of adjustment days off 
shall be agreed. Agreements may be made for individual employees to 
have a shorter adjustment period than the period agreed with the shop 
steward or employee representative when the system was introduced.

5. The employer and the employee shall reach an agreement on the max-
imum regular working time in a three-week period when the employee 
joins the system. The employer and the employee shall agree on which 
sums of money the employee wishes to include in the system, in addition 
to working hours, to be converted into adjustment days off.

6. The employer shall notify the shop steward representing the employee 
of the agreements made with the employees joining the system.

7. The shop steward or the employer may terminate the system with three 
(3) months’ notice, and the ongoing system shall be used until the end of 
the adjustment period.

8. The employee or the employer can give three (3) months’ notice of the 
system regarding an individual employee, and the ongoing system will be 
following until the end of the adjustment period.

9. For health reasons confirmed by the occupational health care service in 
relation to the employee's ability to cope with their work, the employer 
or the employee may terminate the system for a specific employee with 
one month’s notice, after which the system shall no longer be used.

10. If the use of the annual working hours system and the adherence to the 
system was a precondition for an indefinite employment contract and 
the termination of the system or the employee’s exit from it has led to a 
situation where it is no longer possible to offer every employee perma-
nent work due to the seasonal nature of the work, any workforce reduc-
tion measures must be targeted primarily at employees whose perma-
nent employment contracts required them to join the annual working 
time system.
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2. Organisation of working hours

1. The maximum regular working time in a three-week period shall be 
agreed by the employer and the employee when the employee is includ-
ed in the system. For well justified reasons, there may be temporary 
deviations from the maximum working time with the consent of the em-
ployee and the employer.

2. The working time in excess of 120 hours in a three-week period shall be 
postponed and given as days off during the adjustment period.

3. The working time shall be arranged in accordance with clause 9 of the 
collective agreement with the following exceptions:

 • the additional day off (X) can be given during the adjustment period 
in connection with another day off 

 • the minimum uninterrupted daily working time is 4 hours.

4. The starting and ending times of the applicable adjustment period must 
be shown on the roster.

5.  The roster shall be drawn up for at least three weeks at a time.

6. For the annual holiday days, the shortening impact of the annual holi-
days as per clause 17 of the collective agreement shall be included in the 
calculation of the working time. For sick leave days, the working time is 
calculated as 8 hours per working day and 40 hours per week.

3. Overtime in a three-week period

1. Employees shall be paid a 100% supplement for work done in excess of 
the agreed maximum working time in a three-week period.

2. A 50% supplement shall be paid for work done on an adjustment day off.

4. Items transferred to the system

1. In addition to working time in excess of 120 hours or short of 120 hours 
(known as minus hours), the adjustment system can include various sums 
of money converted into working hours if an agreement is made on this 
matter.
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2. Such items may include working time remuneration (such as remunera-
tion for work on Sunday, basic and increased overtime pay and holiday 
bonus). It is also possible to transfer Z-days and saved annual holiday to 
the adjustment system.

5. Adjustment within the system

1. The working hours transferred to the system in excess of 120 hours and 
the sums of money converted into working hours shall be given as full 
days off (adjustment days off) during the adjustment period. At the em-
ployee’s initiative, a different agreement can be made on days off during 
the adjustment period.

2. The sums of money transferred to the system shall be converted into 
working hours based on the pay received at the time of the transfer.

3. If the number of working hours converted into days off cannot be divid-
ed evenly by 8, the remainder can be granted by shortening the working 
time during the period or as a partial day off.

4. Adjustment days off qualify as working hours.

EXAMPLE

During a three-week period, an employee has worked 144 hours, includ-
ing two 8-hour Sunday shifts. The employee’s wage is €12 per hour. An 
agreement has been made to transfer the remuneration for Sunday work 
into the system. The total transfers into the adjustment system are (144 - 
120 =) 24 hours and (16 x 12 =) €192, which can be converted to 16 hours. As 
such, a total of 40 hours to be given as time off is transferred to the sys-
tem. The working time is adjusted by giving the employee 5 full days off 
during the adjustment period at a time agreed upon by the parties.

6. Remuneration

1. For the days off, the employee receives the wages in force at that time.

2. If the employee’s tasks change after the working hours and/or monetary 
items are transferred into the system in such a way that the pay at the 
time of the days off is lower than earlier, the employee shall be paid for 
the days off at the rate that was in force when the days off were earned, 
including any supplements according to the collective agreement.



SERVICE UNION UNITED PAM  FINNISH HOSPITALITY ASSOCIATION MARA 15

 
C

ollective agreem
ent

7. Sickness during a period of adjustment days off

1. If an employee falls ill while taking adjustment days off, they will be en-
titled to suspend the days off for the duration of the sick leave, and the 
absence will be treated as sick leave starting from the day after the em-
ployee falls ill. The employee must present documentation of the illness 
as per the collective agreement, informing the employer of their wish to 
suspend the adjustment days off.

2. The employer shall decide when the supervisor can take the adjustment 
days off that are transferred in this way. If it is not possible to take the 
transferred days off because the adjustment period is ending, the time 
off can be granted during the following adjustment period.

8. Discontinuation of the adjustment sys-
tem in the middle of the adjustment period

1. If the adjustment system ends in the middle of the adjustment period for 
a reason attributable to the employee before the working hours have 
been adjusted to the maximum regular working hours, the deficit in 
working hours can be deducted from the employee’s pay. In the event of 
a surplus, the supervisor shall be paid at the normal hourly rate.

2. If the adjustment system is terminated for a reason attributable to the 
employer, the deficit will not be deducted. The employee shall be com-
pensated for any surplus hours as agreed when the adjustment system 
was discontinued.

9. Overtime at the end of an adjustment period

1. If the overtime in a period has been paid out in money as per Subclause 
3, the hours compensated as overtime are not taken into account in the 
calculation of the total working hours in an adjustment period.

2. If there are accumulated deficits attributable to the employee at the end 
of the adjustment period, such deficits can be deducted from the em-
ployee’s wages.

3. If there are surplus hours at the end of the adjustment period, the super-
visor shall be compensated as follows: 
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 • the working hours are divided by the sum total of working days and 
adjustment days off taken;

 • work in excess of the average of 8 hours per day shall be subject to 
compensation up to 10 hours at the overtime rate, which is the nor-
mal rate plus 50%

 • work in excess of the average of 10 hours will be compensated at 
the normal pay plus 100%.

10. Working hours register

In addition to the working hours register referred to in the Working Hours 
Act, the employer must keep employee-specific books on the accumulated 
hours transferred into the adjustment system as well as the grounds for these.

Clause 10 Extra days off (Z days)

1. The employee shall accrue extra days off (Z days) once the employment 
relationship has lasted three months.

The employee shall earn 0.5 Z days for every full holiday entitlement 
month.

The days counted as working days are the same as when earning annual 
holiday, with the exception of periods of pregnancy or parental leave.

2. When the regular working time is 120 hours, the value of a Z day is 8 
hours. The employee may also work the contracted number of hours 
over a longer period due to the application of a working time adjustment 
system.

3. For employees who do not work full time, the value of Z days shall be de-
termined by dividing the total number of working hours in the full leave 
accrual month and the three preceding accrual months by 86. Periods of 
absence for which the employer is obliged to pay remuneration shall also 
be counted as working time. The value of a Z day can be a maximum of 
8 hours.

These employees can receive remuneration for a Z day instead of time 
off. In such cases, the remuneration for each 0.5 Z days earned shall be 
2.32% of the earnings in the accrual month, excluding supplements for 
working on Sundays. The remuneration shall be paid in conjunction with 
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the wage payment following the accrual. However, the value of the Z 
days for which remuneration is paid can be no more than 4 hours’ wage.

4. Accrued Z days shall be granted as full days off unless otherwise agreed 
between the employer and the employee.

Z days shall be granted as time off by the end of May in the following 
year.

When an annual working time system is used, it is possible to deviate 
from the foregoing method of granting time off if agreed between the 
employer and the employee.

The parties recommend that Z days be taken as a single period of 
leave, particularly at workplaces that experience substantial seasonal 
fluctuation.

5. The length of a Z day entered on the roster shall be at least 24 hours.

 In the three-week period during which a Z day is granted, the working 
time of a full-time employee shall be reduced by 8 hours. Extra days off 
shall not impact the other days off in the same period.

6.  Before entering Z days into the roster, the employer must ask the employ-
ee’s opinion on when the day should be taken.

 Accrued Z days must not coincide with annual leave or other periods of 
absence that were known when the roster was drawn up.

7.  Extra days off shall not impact the salary of an employee with an agreed 
monthly salary during the payroll period when they are taken.

8.  If an employee is required to work on a Z day, the employee shall be paid 
the normal pay plus 50%.

9.  At the end of the employment relationship, the employee shall be remu-
nerated for any outstanding Z days.

EXAMPLE

After a Z day, the next shift may begin no earlier than 24 
hours after the end of the shift before the Z day.

MonMon TueTue WedWed ThuThu FriFri SatSat SunSun

8 am–4 pm 7 am–3 pm 10 pm–6 am Z 6 am–2 pm X V
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Clause 11 Emergency work and standby
1. For maintenance and repair work that is essential to the company’s oper-
ations and that takes place outside working hours due to a call-out from 
the employer, the employee shall be paid for the actual time worked plus 
an extra two hours of the employee’s normal hourly rate. Travel expenses 
shall be subject to compensation in accordance with clause 19 of the collec-
tive agreement.

2. A local agreement shall be made concerning the remuneration for employ-
ees on standby.

Clause 12 Increased pay

1. Work on Sundays, public holidays and church holidays

The remuneration for work done on Sundays, other church holidays, May Day (1 
May), and Independence Day (6 December) shall be the pay scale rate plus 100%.  
The supplement for late working time shall also be increased accordingly.

1 b. Supplement for late working time

Employees shall receive a supplement for late working time for work done 
between 8 pm and 6 am according to the wage appendix.

However, the aforementioned supplement shall not be paid to employees 
who belong to a working time adjustment system that is locally agreed with 
the shop steward in accordance with section 9 a of the collective agreement, 
providing that an agreement has been made on the evening and/or night 
supplements payable to employees covered by the working time system.

2. Additional work

Additional work is work done in excess of the working hours marked in the 
roster, up to the limit of 120 hours.

Additional work is subject to the employee’s consent. The remuneration for 
additional work hours shall be the basic hourly wage.
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3. Overtime

Overtime is work done in excess of 120 hours in a three-week period. 
Overtime is subject to the employee’s consent.

 For the first 18 hours in excess of 120 hours, overtime is subject to remuner-
ation at

 • the normal pay plus 50% for the first 18 hours
 • and the normal pay plus 100% for working hours thereafter.

When the remuneration for overtime is calculated, the number of working 
hours in the period shall not include hours worked on X and Z days – these 
are subject to separate remuneration in accordance with clause 12.5.2 of the 
collective agreement.

4. Overtime in a partial three-week period

The amount of time for which overtime remuneration is payable for a period 
that is shorter than a full period due to sick leave or other causes which were 
known when the roster was drawn up shall include:

 • the number of hours by which the average working time is more than 
8 hours per working day

 • for the first two hours in excess of 8 hours: normal pay plus 50%

 • for subsequent hours: normal pay plus 100%.

If the three-week period is not complete for a reason not known before the 
roster was drawn up, no overtime shall be paid, on the condition that the 
number of working hours in a three-week period, if materialised, would have 
corresponded to the regular maximum working hours under the collective 
agreement, at the highest.

If a three-week period (including the period for supplements) is not com-
plete because the employment relationship has not yet lasted long enough, 
the time for which overtime remuneration is payable shall be determined in 
the same way.

However, the calculation rule for a non-complete period shall not apply to a 
period that is incomplete due to annual holidays. Instead, the provisions of 
clause 17(8) of the collective agreement shall apply.
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1. Work done on a weekly rest day (V)

An agreement must be reached between the employee and the employer 
regarding work done on a weekly rest day.

A 100% supplement shall be paid for work done on a weekly rest day.

Moreover, the Sunday supplement shall be paid in excess of the remunera-
tion for the weekly rest day if the work is done on:

 • a Sunday
 • another church holiday
 • May Day (1 May)
 • Independence Day (6 December)

2. Work done on an additional day off (X) and a Z day

A 50% supplement shall be paid for work done on an X day or a Z day.

Work done on an X day or a Z day shall not be subject to remuneration as 
periodic overtime for a second time.

An additional day off (X) that is not received due to a incomplete three-week 
period is subject to remuneration by paying an additional 50% for one work-
ing day. If the length of the working day varies, the remuneration is calcu-
lated on the basis of the average working hours.

6. Conversion of increased pay to days off

It is possible for the employer and employee to agree that the pay for addi-
tional work or overtime or work on X or Z days off can be converted into an 
equivalent period of time off, either in whole or in part, during the employ-
ee’s regular working time.

The length of the time off corresponding to overtime shall be calculated 
according to the foregoing provisions on increased pay.

The days off must be given within six months of the additional work or over-
time, unless otherwise agreed.

Efforts must be made to agree upon the timing of the days off. If no agree-
ment is reached, the employer will determine the time of the days off unless 
the employee requires compensation in money.
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Clause 13 Pay for period of sick leave

1. Conditions for payment of wages

The employer shall pay wages for a period of sickness if:

 • the employee’s employment has lasted at least for a month; and

 • the employee is prevented from working due to an illness or acci-
dent; and

 • the employee has not caused the incapacity for work intentionally or 
through gross negligence; or

1 a. If an employee is ordered into isolation or quarantine in accordance with 
the Communicable Diseases Act, the employee shall be compensated in full 
for loss of earnings in the period. The compensation shall also include the 
working hour supplements that would be paid to the employee according 
to the published roster. By paying compensation as described above, the 
employer becomes entitled to apply for the daily allowance for communica-
ble diseases that would otherwise be payable to the employee. The precondi-
tions for paying compensation are the same as for remuneration in periods of 
sick leave. The compensation shall be paid for similar periods as for sick pay.

2. Notification obligation and certificate 
of incapacity for work

If an employee falls ill, they shall be obliged to inform the employer of the 
illness and when it is expected to end without delay.

Upon request, the employee must present a medical certificate or another 
statement approved by the employer as proof of the loss of working capac-
ity or quarantine or isolation under the Communicable Diseases Act. If the 
employer designates a doctor to be consulted, the employer shall pay the 
costs of the medical certificate.

For illnesses lasting no longer than three calendar days, the attestation can 
also be a certificate from an occupational health care nurse, public health 
nurse or registered nurse, provided that

 • the illness in question is of epidemic nature (such as a cold or stom-
ach bug); and
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 • the employer has not organised occupational health care including 
medical services; and

 • despite requests, the employee has not been able to make an 
appointment with a public health doctor due to an urgent need for 
care or for any other compelling reason.

If the illness persists or recurs within 30 days of the end of the previous period 
of incapacity for work, a medical certificate must be presented upon request.

2a. Notification of absence due to illness by local agreement

A local agreement can be made in accordance with clause 26 on a procedure 
enabling employees to notify the employer of a short-term loss of working 
capacity and the reason for this without providing a certificate from a doc-
tor or nurse to confirm the loss of working capacity. Such a workplace-spe-
cific agreement may be used for absences of up to three calendar days due 
to illness and only for short-term illnesses that do not require medical treat-
ment (such as a cold or stomach bug).

Loss of working capacity must be reported without delay in accordance with 
clause 13, subclause 2.

The employer may require the employee to provide a medical certificate as 
of the first day of absence if this is considered necessary for justified rea-
sons. Such reasons may be related to factors such as recurring short-term 
absences due to illness, the course of events in the workplace before the 
absence, or suspected substance abuse.

When agreeing on the procedure, the following may be taken into 
consideration:

 • The objectives of the agreement

 • Whom the agreement applies to: for example, the procedure does 
not apply to people covered by referrals for treatment or employees 
with pre-existing working capacity problems

 • How and to whom the notification should be made

 • How long an employee can be granted the right to an absence at any 
one time

 • The validity of the procedure during the trial period

 • Compliance with the procedure when the absence due to illness coin-
cides with days off or holidays
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 • The procedure to follow when the employer demands proof of the 
loss of working capacity and no such proof can be obtained from a 
health care service within a reasonable distance – for example, due 
to a weekend or a public holiday

 • Forecasting misuse and the option of removing an employee from 
the scope of the procedure or deviating from the grounds for paying 
wages for the period of illness in the event of misuse

 • What to do if the illness persists

 • How many times per year an employee can be absent using this 
procedure

 • This procedure cannot be used to extend an absence prescribed by a 
doctor

 • How the implementation of the agreement is monitored

2 b. If required by the employer, an employee must have other medical check-
ups with the employer’s own doctor or one nominated by the employer, and 
the employer shall pay the costs of obtaining the medical certificate.

2 c. When an employee is on sick leave, they must follow the treatment 
instructions they are given, ensuring that their actions do not delay the 
recovery of their working capacity.

3. Pay period during sick leave

During sick leave, wages shall be paid according to the dura-
tion of the preceding employment as follows:

Duration of employment 
at the onset of illness

Length of paid period

Less than 2 years Qualifying period under the Health 
Insurance Act, which is the day of onset 
of illness plus the next 9 weekdays

Over 2 years 21 calendar days

Over 5 years 35 calendar days

If an employee is unable to do their work as a consequence of an occupa-
tional accident that occurred while working, the employee shall be paid a 
wage for the period of absence due to loss of working capacity in deviation 
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from the foregoing table for a period of at least four weeks (28 calendar 
days) in accordance with the provisions stated herein, irrespective of the 
duration of employment. The daily allowance payable for this period accord-
ing to the law shall be no more than the amount of salary or wage paid by 
the employer to the employee.

4. Amount of sick pay

Employees with monthly salaries
An employee with a monthly salary shall be paid the basic monthly salary 
during the paid sick leave.

If the payment of the salary during illness is suspended or fully terminated, 
the pay for the partial month shall be calculated in accordance with clause 
7(4) of the collective agreement.

Employees with hourly wages
An employee with hourly wages shall receive the basic hourly wages for the 
hours of work marked in the roster.

If no roster has been drawn up for the period of sick leave, the wages will be 
based on the average working hours during the three full three-week periods 
preceding the illness, but no more than 8 hours per working day.

5. Payment of the wages during sick leave

The employer shall pay the wages for the period of sick leave directly to the 
employee and apply for the reimbursement of the employee’s daily allow-
ance after having obtained the necessary information and authorisation 
from the employee.

If the daily allowance under the Health Insurance Act or the Communicable 
Diseases Act is not paid for a reason attributable to the employee, or if it is 
paid in an amount that is less than normal, the employer’s obligation to pay 
wages shall be reduced by the unpaid amount.

Any compensation (daily allowance or equivalent) that the employee receives 
for the same loss of working capacity and the same period shall be deducted 
from the sick pay if the compensation was paid:
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 • by a sickness fund receiving the employer’s contribution

 • on the basis of the Accident Insurance Act, Employee Pensions Act or 
Statutory Motor Vehicle Insurance Act or

 • on the basis of another insurance policy paid for by the employer in 
whole or in part.

Under the law, daily sickness allowances are not paid to people aged over 68 
or under 16 years of age. People in these age groups receive the full pay for 
the period of sick leave if the other payment requirements are met.

6. Recurrent illness

If an employee falls ill with the same illness within 30 days of the end of the 
previous incapacity period, remuneration for the sick leave shall be paid as 
follows:

 • The absences shall be added together, and the wages shall be paid 
as if it were just one period of illness

 • However, wages are paid for the days of work, adjustment days off 
and Z days off that are shown on the roster and that coincide with 
the waiting period under the Health Insurance Act (which is, depend-
ing on the case, either the day of onset of illness or 1 + 9 weekdays).

Clause 14 Medical examinations

1. Medical check-ups and examinations

The employer shall pay for loss of earnings in the following cases, provided 
that the appointments for check-ups and examinations could not be made 
outside working hours and the arrangements have been made in an effort 
to avoid unnecessary loss of working hours:

 • A medical examination that is required to diagnose an illness and the 
associated laboratory tests or X-ray examinations prescribed by a 
doctor

 • Check-ups required to receive a pregnancy allowance and the medi-
cal examinations preceding childbirth

 • Breast cancer and cervical cancer screenings as per Government 
Decree 339/2011
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 • For procedures necessitated by a sudden dental disease, if the dis-
ease has caused the loss of working capacity and treatment is 
required on the same day or during the same shift. Incapacity for 
work and emergency treatment shall be attested by a certificate 
issued by the dentist.

 • The employee attends a medical examination due to a previously 
diagnosed illness. This applies to the following cases:

 • An illness has substantially deteriorated, and the employee must 
seek a medical examination

 • A chronic illness requires a medical examination by a specialist phy-
sician to determine the treatment

 • A necessary medical examination by a specialist physician to deter-
mine treatment, resulting in the prescription of a medical aid such 
as glasses

 • A necessary medical examination to determine the treatment for 
any other previously diagnosed illness if service is unavailable out-
side of working hours

 • Loss of working capacity caused by cancer treatment

2. Statutory check-ups

The loss of income is also reimbursed if the employee has the following stat-
utory check-ups and examinations:

 • The check-ups included in the adopted occupational health care 
action plan as per the government decision on statutory occupa-
tional health care.

 • Examinations related to the Young Workers’ Act or Radiation Act.

 • Examinations required by legislation and resulting from the 
employee transferring to a new position within the company.

The employer shall pay the employee’s direct travel expenses for these 
examinations or follow-up examinations, as well as a daily allowance if they 
are performed in another locality. If a check-up occurs during the employ-
ee’s free time, the employee shall be paid compensation for extra expenses 
in an amount corresponding to the minimum daily allowance in accordance 
with the Health Insurance Act.
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Clause 15 Pregnancy, parental and child care leave 

1. The employee’s right to pregnancy, parental and child care leave, as well 
as partial child care leave, is determined on the basis of the Employment 
Contracts Act and the Health Insurance Act.

2. If the employee is absent from work for longer than the statutory preg-
nancy or parental leave, the excess period of absence shall not be con-
sidered equivalent to working time when determining benefits tied to the 
duration of the employment relationship unless otherwise provided for 
by law or separately agreed.

Clause 15a Remuneration during pregnancy and parental 
leave

1. An employee entitled to a pregnancy allowance in accordance with 
chapter 9, section 1 of the Health Insurance Act shall be paid the differ-
ence between the employee’s basic remuneration and the pregnancy al-
lowance paid to them under the Health Insurance Act during their preg-
nancy leave for an uninterrupted period of 40 days of the pregnancy 
allowance from the start of the pregnancy leave. A parent entitled to a 
parental allowance in accordance with chapter 9, section 5, subsections 
1–3 of the Health Insurance Act shall be paid the difference between the 
basic salary of an employee and the daily allowance paid to them under 
the Health Insurance Act during their parental leave for the first 36 days 
of the parental allowance, if:

 • the employment has lasted for an uninterrupted period of at least 12 
months before the start of the pregnancy or parental leave and

 • the employee returns to work after the pregnancy or parental leave.

However, the employee shall only be entitled to remuneration in the 
event of adoption if the employee adopts a child under the age of 7.

2. The prerequisite for the payment of remuneration is that the employee 
presents a reliable account of the pregnancy or parental allowance pay-
able to the employee.

3. If the pregnancy or parental allowance is not paid to the employee for 
reasons attributable to that employee or the daily allowance is lower 
than the employee’s entitlement under the Health Insurance Act, the 
employer’s obligation to pay wages shall be reduced by the amount of 
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the pregnancy or parental allowance or part thereof that is withheld for 
a reason attributable to the employee.

4. The remuneration shall be paid to the employee on the company’s nor-
mal paydays once the pregnancy or parental leave has started. The 
remuneration during pregnancy or parental leave shall be calculated in 
the same manner as sick pay (clause 13 of the collective agreement).

5. If the pregnancy or parental leave begins less than one year after the 
employee returns to work following a period of family leave or other un-
paid leave lasting at least six months, the employer shall not be obliged 
to pay wages during the pregnancy or parental leave. 

6. If an employee who has received wages during pregnancy or parental 
leave does not return to work, the remuneration paid during the preg-
nancy or parental leave can be claimed back.

Clause 16 Temporary leave of absence

1. The employee shall be entitled to be temporarily absent from work 
without pay if their immediate presence is imperative for an unforesee-
able and compelling reason resulting from a sickness or accident in the 
family.

2. If a child of the employee or other child permanently living in the same 
household falls ill and the child is under 10 years of age, the employee 
shall be paid wages for a period of 1–3 calendar days in line with the sick 
pay provisions if:

 • a short absence is essential for caring for the child or organising 
care for the child; and

 • the employee has immediately informed the employer of the 
absence, and if possible, the duration thereof; and

 • documentation has been provided in accordance with the collective 
agreement.

The same right also applies to parents of children who do not live in the 
same household.

For employees who do not live alone with a child, the prerequisites for 
the payment of wages are that:
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 • the other person permanently living with the child has no possibility 
to organise the care or take care of the child due to work and work-
ing hours, military service, women’s voluntary military service or 
non-military service, mandatory military refresher course or man-
datory further service; and

 • information is provided, if requested, on why the other adult is una-
ble to take care of the child.

The foregoing also applies to disabled children over the age of 10 if the 
organisation or necessity of treatment so requires, and if the other fore-
going requirements are met.

3. Efforts shall be made to enable an employee to take a short leave of ab-
sence in the event of the death of a relative. The employer shall enable 
the employee to take a short leave of absence to attend the funeral of a 
relative. In this context, “relative” means a spouse, parent, grandparent, 
child, brother, sister or parent-in-law.

4. If a member of a municipal council or government or an election com-
mittee or commission established for national or municipal elections 
participates in meetings of the stated organs during working time, they 
shall be paid the difference between the wage and the compensation 
paid by the municipality for loss of earnings insofar as the compensation 
for loss of earning is less than the wage. The difference shall be paid 
when the employee has presented clarification of the compensation for 
the loss of earnings paid by the municipality.

5. An employee whose employment relationship has lasted for 12 months in 
one or more periods shall receive a paid day off on their 50th and 60th 
birthdays if the birthday falls on a working day.

6. The employee’s wedding day shall be a paid day off if the ceremony 
takes place on a working day.

7. A conscripted employee's participation in a military call-up event or vol-
untary national defence call-up shall not result in reduced earnings. With 
regard to the absence due to a medical check-up in relation to a military 
call-up, the provisions of clause 14 of the collective agreement concern-
ing essential doctor’s check-ups to verify an illness shall apply.

8. If an employee participates in a military refresher course for reservists, 
they shall be paid the difference between the wage and the reservist’s 
pay for the days of participation.
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9. The members of Service Union United PAM’s sectoral commission, com-
mittee, executive and council shall be entitled to participate in the meet-
ings of the said bodies and in the union assembly, unless a particularly 
weighty reason related to work arrangements prevents such participa-
tion. The employee should inform the employer of their participation, if 
possible before the roster is drawn up for the period in which the meet-
ing occurs, or as soon as possible, providing an appropriate account of 
the time required for the participation.

10. The employee must agree on the foregoing absences with the employ-
er. The absences under this clause shall not impact the annual holiday 
benefit.

Clause 17 Annual holiday and annual holiday pay

1. Annual holiday
Annual holiday benefits shall be determined in accordance with the Annual 
Holidays Act and the collective agreement.

2. Accrual of holidays
1. Employees shall accrue the following number of holiday days for each 

full holiday entitlement month when the employment has, by the end of 
the holiday entitlement year (1 April–31 March), continued for:

 • less than a year 2 weekdays
 • at least one year: 2.5 weekdays

When the length of a holiday is calculated, partial days become full hol-
iday days.

2. A holiday entitlement month is a calendar month in which:

a. the employee has worked for at least 14 days
b.  the employee has worked for at least 35 hours.

The employee earns holidays according to either option A or B.

Employees shall accrue holidays in line with option A if they work according 
to the employment contract for at least 14 days in every calendar month.
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3.  Days equivalent to working days

When the annual holiday entitlement is calculated, days equivalent to work-
ing days shall also be taken into account.

Such days include, for the purposes of annual holiday calculations, the days in 
which the employee has been on annual holidays as well as the days in which 
the employee has, according to the working hours system, had days off to 
adjust the average periodical working hours to match the maximum working 
hours under the collective agreement (adjustment days off).

For employees whose employment contracts require them to work on fewer 
than 14 days per month but at least 35 hours per month, the number of hours 
of annual holiday during which the employee would have worked according to 
the contract if they had not been on holiday shall be taken into consideration.

When calculating the length of the annual holiday granted on the basis of 
the holiday entitlement year, working days on which the employee was pre-
vented from working for the following reasons shall also qualify as days 
equivalent to working days:

a. Annual holidays taken by other employees in the workplace.

b. Refresher military service or extra service or supplementary training 
under section 37 of the Civil Service Act.

c. Illness or accident, but no more than 75 working days in total during the 
holiday entitlement year. If an employee remains unable to work after the 
end of the holiday entitlement year, a maximum of 75 working days in total 
for each such illness or accident shall qualify as equivalent to working days.

d. Medical rehabilitation if prescribed by a doctor to restore or maintain 
working capacity after an occupational disease or accident, but no more 
than 75 working days in total during the holiday entitlement year. If an 
employee remains unable to work after the end of the holiday entitlement 
year, a maximum of 75 working days in total for each such illness or accident 
shall qualify as equivalent to working days.

e. Medical examination under the Occupational Safety and Health Act or 
ordered by the employer or performed due to illness or accident.

f. A period of leave as defined in the Annual Holidays Act for pregnancy, 
special pregnancy or parental leave under chapter 4 section 1 of the 
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Employment Contracts Act, temporary childcare leave under section 6 of 
the Employment Contracts Act, or absence for compelling family reasons 
under section 7 of the Employment Contracts Act.

g. Municipal or other official public position of responsibility, or to testify 
in court as a witness with no right to refuse under the law or where refusal 
would only be permissible for a special reason as stated in the law.

h. Order issued by the authorities to prevent the spread of a disease.

i. Travel required by the work, unless such travelling days would otherwise 
not be regarded as the employee’s working days.

j. Absence for other reasons if the employer has been obliged under the law 
or the collective agreement to pay the wages of the employee for the day 
irrespective of the absence (such as Z days).

k. Lay-off, up to a maximum of 30 working days at a time.

l. Periods of shortened working weeks equivalent to lay-offs or other com-
parable working time arrangements, up to a maximum of six months at a 
time. If such a working-time arrangement continues uninterrupted after 
the end of the holiday entitlement year, the calculation of the new six-month 
period shall start again at the beginning of the new holiday entitlement year.

m. Study leave under the Act on Study Leave (237/1979), providing that the 
employee returns to work assigned by the employer immediately after the 
study leave, up to a maximum of 30 working days in a holiday entitlement 
year.

n. Participation in theoretical training required by a valid apprenticeship 
agreement.

o. Participation in training required for the job with the consent of the 
employer, with the restriction that only 30 days can be agreed to count as 
equivalent to working days at one time.

p.  Participation in meetings of Service Union United PAM’s council, executive 
board, commissions and committees.

For an employee working fewer than 14 days but at least 35 hours a month, 
the days equivalent to working days include, in the cases under items b) and 
c), a maximum of 105 calendar days in a holiday entitlement year, and in 
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cases under item j), 42 calendar days at a time, and in cases under item l), 42 
calendar days in a holiday entitlement year.

When the time of absence is calculated, the absence shall be considered to 
start on the first day on which the employee was away from work and to 
end on the day on which the reason for the absence no longer existed if an 
advance agreement was made concerning the date or an order on the date 
has been given, and in other cases, the day preceding the day on which the 
employee returns to work. In this case, the hours that the employee would 
have worked under the employment contract if they had not been absent 
shall qualify as hours equivalent to working hours.

4. Transfer of annual holiday benefits

The employee’s right to transfer (save) annual holidays is determined accord-
ing to section 27 of the Annual Holidays Act (162/2005).

5. Granting annual holidays and marking them on the roster

1. The summer holiday season runs from 2 May to 30 September. The win-
ter holiday season runs from 1 October to 30 April. When annual holiday 
is granted, efforts shall be made to take school summer holiday times 
into account if the development of the company’s business into a year-
round enterprise does not present practical obstacles to this.

2. The employer determines the time of the holidays during the holiday 
season. Before setting the time of the holidays, employees must be given 
the opportunity to express their opinion on the holiday times.

3. With the consent of employees, holidays can be granted no later than 
the beginning of the following holiday season. Insofar as is possible, 
annual holidays must be organised in a rotating manner, treating all em-
ployees equally.

4. As a rule, annual holidays should be granted as a single period. With the 
consent of the employee, annual holidays in excess of 12 weekdays of 
summer holidays can be granted in one or more periods. Winter holidays 
can only be divided up with the employee’s consent.
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5. If possible, the employer must inform the employees of the timing of 
annual holidays one month in advance and no later than two weeks be-
fore the beginning of the holiday or part thereof. In the case of holidays 
postponed due to illness, childbirth or accident, the advance notice time 
is two weeks, and if this is not possible, at least one week. When the tim-
ing of a holiday has been set and communicated, the employer cannot 
alter the timing without the employee's consent.

6. Sundays, church holidays, Independence Day, Midsummer’s Eve, May 
Day, Christmas Eve and Easter Saturday are not holiday days.

7. The beginning or end of the holiday must not be marked in such a way 
that days off that have been or will be earned overlap with the annual 
holidays.

8. It is possible to deviate from a rotating or fixed system of days off.

9. Each day regarded as an annual holiday day between Monday and 
Friday will shorten the periodic working hours in a 120-hour working 
hours system by 8 hours. For employees in another working hours system 
and for part-time employees, the impact of the annual holidays shall be 
calculated using the foregoing criteria in proportion to the employee’s 
working hours.

10. If the last day of an annual holiday is a Saturday, the following Sunday 
must be a day off. This day off shall not reduce the earned days off or 
those to be earned.

EXAMPLE

The last day of annual holiday is a Saturday, so the Sunday following the end of 
the holiday is given as a day off.

Tue Fri Sat Tue Fri Sat Tue Fri Sat

AH AH AH AH AH AH AH AH AH AH AH AH - V X W W W W W
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6. Annual holidays and days off

If the employee has worked for 5 working days in a week (Monday to Friday), 
the annual holidays must not be marked to start on a Saturday but Saturday 
and Sunday must be made into V and X days. The first holiday day is Monday.

Mon Tue Wed Thu Fri Sat Sun Mon Tue Wed Thu Fri Sat Sun Mon Tue Wed Thu Fri Sat Sun

W W W W W V X AH AH AH AH AH AH AH AH AH AH AH AH

If the holidays start on Friday at the latest, no days off have been earned.

Mon Tue Wed Thu Fri Sat Sun Mon Tue Wed Thu Fri Sat Sun Mon Tue Wed Thu Fri Sat Sun

W W W W AH AH AH AH AH AH AH AH AH AH AH AH AH AH

If the last day of an employee’s annual holiday is a Monday, the employee 
shall earn two days off in the same week.

Mon Tue Wed Thu Fri Sat Sun Mon Tue Wed Thu Fri Sat Sun Mon Tue Wed Thu Fri Sat Sun

AH AH AH AH AH AH AH AH AH AH AH AH AH W W W W V X

If the employee’s last annual holiday day is Tuesday, the employee shall earn 
one day off for the week in question. 

Mon Tue Wed Thu Fri Sat Sun Mon Tue Wed Thu Fri Sat Sun Mon Tue Wed Thu Fri Sat Sun

AH AH AH AH AH AH AH AH AH AH AH AH AH AH W W V W W

If the last day of annual holiday is a Wednesday or later, no days off will be 
earned for the week in question.

Mon Tue Wed Thu Fri Sat Sun Mon Tue Wed Thu Fri Sat Sun Mon Tue Wed Thu Fri Sat Sun

AH AH AH AH AH AH AH AH AH AH AH AH AH AH AH W W W W
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EXAMPLE 1

12 days of summer holiday and regular working time of 120 hours every three 
weeks.

Mon Tue Wed Thu Fri Sat Sun Mon Tue Wed Thu Fri Sat Sun Mon Tue Wed Thu Fri Sat Sun

AH AH AH AH AH AH AH AH AH AH AH AH - V X W W W W W

There are 10 days of annual holiday falling on weekdays (Monday 
to Friday) in this period. Therefore, the working hours in this period 
are shortened by 10 x 8 hours = 80 hours in total. The remain-
ing working hours in the period are 120 - 80 hours = 40 hours.

EXAMPLE 2

24 days of summer holiday and regular working time of 120 hours every three 
weeks.

W W W W W V X AH AH AH AH AH AH AH AH AH AH AH AH

AH AH AH AH AH AH AH AH AH AH AH AH - W W W W W V X

There are 20 annual holiday days in total between Monday and 
Friday in these periods, so the total working hours in these peri-
ods are shortened by 20 × 8 hours = 160 hours in total. The remain-
ing working hours in the periods are (240-160) hours = 80 hours.

EXAMPLE 3 (EASTER)

Mon Tue Wed Thu Fri Sat Sun Mon Tue Wed Thu Fri Sat Sun Mon Tue Wed Thu Fri Sat Sun

AH AH AH AH - - - - AH AH W W W W X W W W W W V

There are 6 annual holiday days in total between Monday and Friday in this 
period, so the working hours in this period are shortened by 6 × 8 hours = 48 hours 
in total. The remaining working hours in the period are 120 - 48 hours = 72 hours.
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8. Overtime during a working time period that includes an-
nual holiday

During a period of annual holiday, if the working hours are shortened and 
the total amount of realised working time exceeds 120 hours, remuneration 
shall be paid for the hours worked in excess of 120 hours during the period 
at the normal rate plus 100%.

If a working time adjustment system is in use, the employee shall be compen-
sated for the hours in excess of the regular maximum working hours in the 
three-week period in the system at the normal pay plus 100%.

9. Changing the time of the annual holidays

Annual holidays shall be postponed at the request of the employee if the 
employee is incapacitated due to

 • sickness
 • accident or
 • childbirth.

The employer is obliged to change the time of the annual holidays under the 
following conditions:

9.1.   Full or partial incapacity for work before the start of the annual 
holidays

 • An employee informs the employer that they are incapacitated 
before the start of an annual holiday; and

 • The employee requests the postponement of the annual holiday 
before it starts; and

 • The incapacity for work was diagnosed before the beginning of the 
holiday. At the request of the employer, the employee is obliged to 
provide a medical certificate to prove the incapacity for work.

If the employee had a legal impediment that caused them to be unable to 
provide information on the incapacity for work before the beginning of 
the holiday and ask for the holiday to be postponed, the employer shall be 
obliged to consider the information and a request made at a later stage. The 
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precondition for the above is that the employee does not delay in providing 
the information after the impediment ceased.

Under the foregoing conditions, the employee shall be entitled to have the 
holiday postponed if it is known at the beginning of the holiday that during 
the holiday they must be hospitalised or undergo equivalent treatment due 
to the incapacity for work.

This applies to the holidays or partial holidays already scheduled.

9.2.   Incapacity for work during the annual holidays

In accordance with the Annual Holidays Act, an employee shall be entitled 
to transfer days of illness falling during a period of annual holiday when the 
employee has lost the capacity to work during the annual holiday.

Without undue delay, the employee must ask the employer to postpone the 
holiday days and, if requested, provide the employer with a medical certif-
icate of the incapacity for work.

After the period of incapacity for work, the annual holidays continue reg-
ularly, and the holiday days requested to be postponed will be transferred 
to a later time.

For the period of illness, the employee shall be entitled to receive sickness 
pay in accordance with clause 13 of the collective agreement.

9.3. Granting postponed annual holidays

Postponed summer holidays must be granted by the end of the holiday sea-
son, and winter holiday must be granted before the beginning of the next 
holiday season.

If it is not possible to grant holiday in this way, the holiday must be granted 
during the holiday season in the next calendar year, and the holiday must be 
granted by the end of the calendar year concerned.

If it is not possible to grant holiday as referred to above due to the continued 
incapacity for work, the employee shall receive paid holiday compensation 
in lieu of the holiday that was not taken.
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10.  Annual holiday pay

Annual holiday pay shall be paid out before the holidays start.

Alternatively, the annual holiday pay can be paid on the company’s regular 
payday unless the employee asks for the holiday pay to be paid before the 
start of the holidays.

1. Employees with monthly salaries

During holidays, the daily wage of an employee with a monthly salary is cal-
culated by dividing the monthly salary that applied when the holiday began 
by 25. The daily wage shall be multiplied by the number of days of holiday 
accrued.

The holiday pay calculated on the basis of the basic monthly salary shall be 
adjusted on the following regular payday.

The holiday pay for an employee with a monthly salary shall be increased by 
9% or 11.5% (if the employment relationship has lasted at least one year by 
the end of the holiday entitlement year) of the sum of the pay supplements 
and remuneration for work done on Sundays as was paid during the holiday 
entitlement year.

EXAMPLE OF CALCULATING HOLIDAY PAY

Calculating holiday pay
The monthly salary at the beginning of the holiday was €1,900 + the hourly 
supplements during the holiday entitlement year totalling €800 (11.5%).

At the beginning of the 24-day summer holiday, the following shall be paid:

Basic wages  €1,900 / 25 x 24 = €1,824 
Supplements 11.5% × €800 = €92
Summary holiday pay €1,824 + (€92 / 30 x 24) = €1,897.60 

Atthe beginning of the 6-day summer holidays, the payment is as follows:

Basic wages  €1,900 / 25 x 6 = €456
Winter holiday pay €456 + (€92 / 30 x 6) = €474.40
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2.  Employees with hourly wages

Calculated on the basis of earnings in the holiday entitlement year (1 April 
–31 March):

 • 9% if the employment relationship has lasted for less than a year 
before the end of the holiday entitlement year

 • 11.5% if the employment relationship has lasted for a year or more 
before the end of the holiday entitlement year

The holiday pay shall be a percentage of the earnings for the holiday enti-
tlement year, consisting of:

a.   the wages paid for the working days (excluding the supplements for 
overtime and emergency work) as well as

b.     the following elements of pay calculated for absences that accrue 
annual holiday:

 • in addition to the remuneration paid during sick leave, up to a total of 
75 working days

 • due to medical rehabilitation if received upon the prescription of a 
doctor to restore or maintain the working capacity after an occu-
pational disease or accident, for no more than the total of 75 work-
ing days

 • for the period in which work was prevented due to an order by the 
authorities to prevent the spread of disease

 • for periods of pregnancy, special pregnancy, parental, and tempo-
rary childcare leave and absences for compelling family reasons

 • for periods of lay-off lasting up to 30 working days per lay-off; and

 • for periods of temporary absence and medical examinations as per 
the collective agreement

For employees working fewer than 14 days but at least 35 hours per month, 
the calculated pay shall be increased by a maximum of 105 calendar days 
in a holiday entitlement year in addition to the sick pay already paid for the 
period of sickness or rehabilitation, and a maximum of 42 calendar days for 
each lay-off.

The calculated wages shall be determined on the basis of the hourly wages 
at the beginning of the absence and the agreed average number of hours 
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per three-week period or, in the absence thereof, on the basis of the actual 
working hours in the three full three-week periods preceding the absence. 
Any pay rises that take place during the absence shall also be taken into 
account.

EXAMPLE

A part-time employee has an hourly wage of €10 and a minimum working time of 
50 hours per three weeks. 
Holiday entitlement: 2.5 days x 12 months 
In the holiday entitlement year, wages of €8,000 were paid for work. 
Sick pay was paid for four weeks, totalling €670, and there were  
seven days of unpaid sick leave.

Earnings during the holiday entitlement year:  
€8,000  
+ €670 
+ €233 (calculated pay for 7 unpaid sick days) 
= €8,903

Holiday pay €8,903 x 11.5% = €1,023.85

11.  Annual holiday compensation

a. Annual holiday compensation when employment continues

If an employee works in accordance with their employment contract for so 
few days or for such a short time during the holiday entitlement year that 
no full holiday entitlement months are accumulated, they shall be entitled to 
receive holiday compensation corresponding to the holiday pay.

If the employee is not entitled to annual holidays, they shall be entitled to 
receive holiday compensation by 30 September.

When an employee leaves for military service, voluntary military service or 
civilian service, they shall be paid the holiday compensation corresponding 
to the number of days of holiday accrued.

b.  Annual holiday compensation at the end of employment

At the end of employment, the employee shall be entitled to receive annual 
holiday compensation in lieu of the annual holiday pay.
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In the months in which the employment started and ended, if the employee 
worked for at least 14 days or 35 hours in total and did not receive any holi-
day or holiday compensation for such periods, they shall be added together 
to make one full holiday entitlement month.

If an employee has not accumulated any annual holiday entitlement based 
on either of the rules for accruing annual holidays, the employee shall be 
paid holiday compensation amounting to 9% of the total earnings during the 
employment (with the exception of supplements for overtime or emergency 
work). If the employment relationship has lasted at least one year, the com-
pensation shall be 11.5%.

12.   Keeping records of annual holidays
The employer must keep annual holiday records, including the following 
information:

 • The timing and lengths of annual holidays
 • The criteria for calculating the lengths of each employee’s holi-

days, such as the number of holiday entitlement months, duration of 
employment etc.

 • specification of annual holiday pays, indicating the basic monthly 
wages and the supplements paid, and for employees with hourly 
wages, also eventual overtime and remuneration for eventual meal 
benefit, and the amount of the final annual holiday pay or holiday 
compensation.

Clause 18 Holiday bonus

1. Conditions for payment

An employee shall be entitled to receive the holiday bonus:

 • when the employee starts the holidays as stated and agreed; and

 • returns to work immediately after the end of the holidays; and

 • when transferring from holiday pay and holiday bonus to old age, 
disability, individual early or early old-age pension.
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Absences for the following reason are equivalent to a return to work:

 • Reasons as stated in section 7 of the Annual Holidays Act

 • Employer’s consent

 • Pregnancy, special pregnancy and parental leave

 • Force majeure (broken-down public transport vehicle)

 • Annual holidays of other employees in the workplace

 • Military refresher course or extra military service

 • Illness or accident

 • Position of responsibility in a municipality which cannot be declined 
by law

 • Order issued by the authorities to prevent the spread of a disease

 • Other reasons if the employer has been obliged, under the law or the 
collective agreement, to pay the wages of the employee for the day 
irrespective of the absence

 • Lay-off

 • Participation in theoretical training required under a valid appren-
ticeship agreement

 • Absence in accordance with a training agreement

It is sufficient for one of the above reasons to apply on the day when the 
employee would have returned from holiday.

The employee on study leave, job alternation leave or childcare leave at 
the moment of the end of the holidays will be paid the holiday bonus at the 
return to work in accordance with the statutory advance notification or later 
change to it, made under the reasons listed in the Law, or based on an agree-
ment with the employer.

Employees returning from military service, voluntary military service or civil 
service will be paid the holiday bonus on the annual holiday pay and/or holi-
day compensation paid before the beginning of the service in question.

If an employee is dismissed for a reason not attributable to the employee and 
the employment relationship ends during the annual holiday with the effect 
that the employee cannot return to work following the annual holiday, the 
employee shall be entitled to receive the holiday bonus for the annual holi-
days that were taken or agreed upon.
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The holiday bonus shall be 50% of the holiday pay calculated in accordance 
with the collective agreement.

The holiday bonus shall be calculated on the basis of the holiday pay, taking 
into account any fringe benefits paid in cash, such as meal benefits. Other 
fringe benefits received during the holidays are not taken into account.

When an employee receives holiday pay in percentage terms, they shall be 
entitled to receive a holiday bonus only for the share of the annual holiday 
pay corresponding to the days of holiday.

EXAMPLE

An employee has a 35-hour contract, and the employment relation-
ship began on 5 April in the previous year. In two months, the employee 
worked less than 35 hours. Therefore, the employee is entitled to have 
10 x 2 = 20 days of holidays. The wages paid in the holiday entitlement 
year amount to €6,000. The holiday pay is 9% of €6,000 = €540.

Holiday bonus:
50% x €540 x 20 (the number of days of holiday) ÷ 24 (the maximum number of 
days of holiday)  
= €225

3. Time of payment

The holiday bonus shall be paid on the payday following the end of the 
holidays.

If the annual holiday is taken in more than one period, and this makes it dif-
ficult to divide the holiday bonus, the holiday bonus can be paid as a one-
off item after the main part of the holiday has been taken. If the payment 
conditions are not fully met, any excess holiday bonus paid shall be deducted 
from the employee’s pay.

Under clause 26 of the collective agreement, an agreement can be made in 
the workplace to pay the holiday bonus at a different time or grant paid days 
off in lieu of the holiday bonus.
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Clause 19 Travel expenses

1. Travel expenses
If the employee needs to travel at the employer’s orders, the travel expenses 
will be reimbursed alternatively:

 • according to the company’s travel policy; or in the lack thereof
 • in line with the decision by the National Board of Taxes.

2. Company travel policy

In the company travel policy, the payment criteria and the sums of the 
daily allowances and other reimbursements for travel expenses shall be 
determined in accordance with the applicable guidelines issued by the Tax 
Administration.

The company’s travel policy may deviate from the Tax Administration’s 
guidelines in the following cases:

1. The employee travels within a company that is geographically limited 
but operates within several municipalities.

In other companies, the daily allowance shall be paid when business 
travel takes place outside the company’s regular locality of business, its 
vicinity or the supervisor’s regular working locality.

2. When the employee attends internal training in the company or group of 
companies, and the employer pays for meals and other expenses.

However, if an employee travels from another locality or outside the 
company’s operating area to attend training, the daily allowance shall 
be paid for the time spent travelling.

Clause 20 Workplace meals
Employees must be provided with the opportunity to eat a meal if the unin-
terrupted working time during the day exceeds six hours. If the employer is 
able to arrange meals and has premises suitable for eating, the employee 
shall be charged no more than an amount corresponding to the taxation 
value.
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1. The employer shall acquire and take care of uniforms suitable for work-
ing when work is done outside and the conditions demand it. The same 
applies to protective clothing required for maintenance work indoors. 
Otherwise, the prerequisite for acquiring and taking care of suitable 
workwear is that the employer requires a uniform to be worn. Workwear 
may include overalls, footwear, gloves and sun visors/driving glasses. 
The use of workwear outside working hours must be agreed with the 
employer. Workwear must be personal. For short employment relation-
ships, it is possible to deviate from this in individual workplaces.

2. The employer shall reserve the mandatory helmets and necessary un-
der-helmet headwear for employees. The employer and employee may 
make a local agreement to use a personal helmet.

Workwear and the suitability and use of workwear shall be negotiat-
ed in the workplace by a representative of the employer and the shop 
steward.

Any footwear (including summer shoes) that is necessary with regard to 
occupational safety and other occupational safety matters related to 
movement and circulation (anti-slip devices) are within the scope of co-
operation on health and safety in the workplace.

Clause 22 Group life insurance
The employer shall take care of group life insurance covering the employ-
ees at its own expense as agreed between the labour market organisations.
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Clause 23 Shop steward and occupational safety 
representative

1. Compensation and job release time

The chief shop steward and the occupational safety representative shall be 
granted regular release from work and paid compensation for tasks per-
formed outside of working hours as of 1 February 2020 as follows:

Employee number Job release time 
/ 3 weeks

Compensation €/month 
as of 1 May 2023

25–50 6 78

51–70 9 78

71–90 12 78

91–110 14 78

111–150 20 78

151–200 25 78

201–300 38 116

301–400 50 146

More than 400 64 177

As an exception to the minimum limit of employee numbers in the table, the 
occupational safety representative is entitled to use a maximum of 3 hours 
of job release time in each three-week period.

If there are no more than 24 employees, the employer and the shop steward/
occupational safety representative may reach a local agreement on any job 
release and compensation.

2. Calculation of employee numbers

The number of employees shall be calculated by 

 •  dividing the number of working hours done in the preceding calen-
dar year (excluding hours of additional work and overtime) by 12 and 

 • dividing the result by 172. 
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The figure thus obtained corresponds to the imputed average number of 
full-time employees.

Clause 24 Trade union membership fees
With the employee’s authorisation, the employer can deduct the member-
ship fees payable to Service Union United PAM from the remuneration on 
payday and issue a certificate of the deducted sum at the end of the year 
for tax purposes.

Clause 25 Meetings in the workplace
The associations affiliated with Service Union United PAM and the branches 
or equivalent organisations in the workplace may hold meetings related to 
employment issues outside working hours on the following conditions:

 • An agreement is made with the employer on the meeting in the 
workplace or in a separate location as per this clause, three days in 
advance if possible

 • The employer designates an appropriate venue controlled by the 
employer

 • The organiser takes responsibility for the order and tidiness of the 
meeting premises

The organisers are entitled to invite representatives of the union and asso-
ciations affiliated to the union that is a party to the collective agreement, as 
well as the representatives of the central labour market organisations, to 
attend the meeting.
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Clause 26 Local collective bargaining
The following provisions apply to the agreements made at the workplace 
level, unless the employer federation and PAM otherwise agree:

1. The parties to an agreement can be the employer or the employer’s 
representative on one side and an employee, several employees or the 
shop steward on the other side, unless otherwise agreed in the relevant 
provision of the collective agreement.

2. The agreement must be made in writing.

3. The agreement can be made for an indefinite or fixed period.

Indefinite agreements can be terminated with three months’ notice. Fixed-
term agreements that have been in effect for more than 9 months can be 
terminated in the same way as for indefinite agreements. When an agree-
ment that overrides provisions of the collective agreement comes to an end, 
the provisions of the collective agreement shall apply.

If an agreement has been made for an arrangement to cover a specific 
period of time, the arrangement shall continue until the end of the period 
in every case.

Clause 26 a Prevention of violence

1. Danger assessment
The danger assessment for which the employer is responsible as per the 
Occupational Safety Act must also include an assessment of the threat of 
violence targeted at the workplace.

In particular, the assessment must focus on

 • working alone, particularly in the evening and at night

 • acts of violence towards the workplace and in the vicinity of the 
workplace;

 • handling of money or valuables.

2. Prevention and debriefing
The threat of violence must be prevented through at least the following 
measures:
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 • Drafting guidelines on procedures to follow in the event of incidents 
of violence

 • Providing employees with adequate guidance or training in the secu-
rity and alarm systems in use

 • Designing workstations to provide structural security

 • Considering the threat of violence in manning and planning shifts 
and working hours

 • Ensuring contact with the police or private security guards, for 
example by telephone

If an employee faces a violent situation or the threat of violence, the employer 
must provide a debriefing, which may take place through the occupational 
health care service.

Clause 26 b Promoting occupational well-being

Occupational well-being refers to conditions in which work is pleasant and 
can be done effectively in a safe working environment and working com-
munity that promotes the health and careers of employees. Research shows 
that promoting occupational well-being may also increase productivity. The 
entire working community contributes to occupational well-being.

Regular performance appraisals are an integral element of the promotion 
of occupational well-being. Performance appraisals focus on the employ-
ee’s career and coping at work from the perspectives of physical and mental 
strain, taking the employee’s individual characteristics into account. At the 
same time, it is possible to look at any impacts that the employee’s advanc-
ing age may have on working capacity and work duties.

It is recommended that the company collaborates with employees to draw 
up a company-specific occupational well-being programme or measures 
to promote such well-being. These measures can also be addressed during 
performance appraisal meetings.

The measures may focus on the following example areas:

 • Ensuring a good command of the work and competence

 • The importance of managerial and supervisory work in creating a 
good work atmosphere and maintaining working capacity.
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 • The importance of arranging working time and shift patterns in 
terms of coping with work

 • Decreasing the strain imposed by night and shift work

 • The opportunities offered by voluntary part-time work, alternation 
leave and part-time retirement

 • The opportunities to adapt the work, make it easier and enable job 
rotation

 • The services offered by occupational health care

 • Improving the physical work environment and ergonomics

 • The importance of a healthy lifestyle in terms of well-being

More detailed instructions for drawing up a work-related wellbeing pro-
gramme are available at the sites of the collective agreement parties: (www.
mara.fi and www.pam.fi)

Clause 26 c Calculating the maximum working time

The adjustment period in accordance with section 18 of the Working Hours 
Act (1 January 2020) is 12 months.

Clause 27 Industrial action
All measures that target this collective agreement as a whole or any individ-
ual part thereof are prohibited.

Clause 28 Negotiation procedure
Any disputes related to the collective agreement shall first be negotiated 
between the employer and the employees in line with the agreement on 
shop stewards.

If the dispute cannot be resolved, it is recommended that a memorandum of 
dispute be drawn up in two copies (see the appendices).
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The local parties must submit the dispute to the central labour market organ-
isations for resolution.

The local negotiations must be launched no later than a week from the day 
in which the case has been brought up, and negotiations between the cen-
tral labour market organisations must start after two weeks at the latest.

Any dispute that cannot be settled by negotiation between the central labour 
market organisations may be brought before the Labour Court.

Clause 29. Period of validity of the agreement

1. This agreement shall remain in force until 31 March 2025.

2. The agreement shall continue for one year at a time unless it is terminat-
ed in writing no later than two months before its expiry

3. The notice of termination shall include detailed written proposals for 
amending the agreement. Otherwise, the notice of termination shall be 
invalid.

4. The provisions of this agreement shall remain in force until a new agree-
ment has taken effect or either of the negotiating partners has declared 
that the negotiations between the parties have ended.

Helsinki, 20 April 2023

Finnish Hospitality Association MaRa  
Service Union United PAM
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Adventure Services Sector in companies
The parties to the collective agreement have identified some problems in 
reconciling the wage system used by companies with the wage system under 
the new collective agreement. These problems are due to factors such as 
differing forms of wage payment, remuneration for working time, compen-
sation for expenses, remuneration for holidays, and the grounds for these.

The parties to the collective agreement have agreed the following:

1. The wages, remuneration for working time, and pay and compensation for 
holidays must, at the very least, meet the minimum standard in the collective 
agreement in their entirety.

2. The introduction of the collective agreement must not lead to a decrease 
in overall earnings in existing employment relationships, provided that work-
ing time is remains the same. The overall earnings are calculated as the 
remuneration for actual working time, supplements for working time, and 
pay and compensation for holidays.

 

Helsinki, 6 November 2013

Finnish Hospitality Association MaRa  
Service Union United PAM
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Job requirement grades

A  Assisting B  Ordinary C  Demanding
The duties consist of 
assisting tasks.  The 
knowledge and skills 
required can be learned in 
a short period of instruc-
tion. Work is performed 
in accordance with 
clear operating proce-
dures and work routines. 
Supervision is based on 
monitoring performance.

The duties are typical pro-
fessional tasks in the sec-
tor. The duties require 
professional knowledge 
and command of work-
ing methods based on 
vocational education 
or professional experi-
ence. The work is inde-
pendent in nature. 

The duties include respon-
sibility for a certain area 
or function. The duties 
require a strong com-
mand of knowledge and 
skills based on vocational 
education or good pro-
fessional experience. 

Instructions for placing employees in job requirement grades

Assistant guide 70% of the lower threshold for A
 • Usually a minor or a student

A 
Junior safari guide with less than one year of work experience

A–B 
Senior safari guide with less than three years of work experience. 

Field employee with less than three years of work experience. 

Clerical employee with less than three years of work experience.

B 
Senior safari guide with more than three years of work experience and inde-
pendent responsibility.

Field employee with more than three years of work experience and inde-
pendent responsibility in maintenance operations or customer service.

Clerical employee with more than three years of work experience or voca-
tional education in the sector and two years of work experience.

C 
Leading safari guide with responsibility for large groups or adventure ser-
vice packages.

Clerical employee with more than three years of work experience and inde-
pendent responsibility for production, sales or operations, and related plan-
ning and pricing.
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Pay scales for the adventure services sector,  
1 January 2024

Initial level Over 3 years Over 7 years 

A 1646 (9.57) 1873 (10.88) 1986(11.55)

B 1986(11.55) 2103 (12.23) 2216 (12.88)

C 2216 (12.88) 2334 (13.57) 2447 (14.22)

Working conditions supplements, 1 January 2024

Supplement for late working hours (8 pm–6 am)   €1.28/hour 

Pay scales for the adventure services sector,  
1 May 2023

Initial level Over 3 years Over 7 years 

A 1590 (9.24) 1809 (10.52) 1919 (11.16)

B 1919 (11.16) 2032 (11.81) 2141 (12.45)

C 2141 (12.45) 2255 (13.11) 2364 (13.74)

Working conditions bonuses

Supplement for late working hours (8 pm–6 am)   €1.24/hour
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Protocol on reforming the Collective Agreement 
for the Adventure Services Sector

Date: 	 	7 June 2023

Venue: 	 Office of the Finnish Hospitality Association MaRa.

Present: Representatives of Finnish Hospitality Association (MaRa) and  
 Service Union United (PAM).

Clause 1 Contractual period
This agreement shall be valid from 1 November 2022 to 31 March 2025.

Clause 2 Method, timing and amount of wage reviews
2023

The personal hourly wages, monthly salaries and pay-scale wages of 
employees in employment relationships shall by increased with a general 
pay rise of 3.5% as of 1 May 2023.

The compensation paid to the main shop steward and the occupational 
safety representative for duties outside working hours shall be increased by 
6% as of 1 May 2023.

2024

The personal hourly wages, monthly salaries and pay-scale wages of 
employees in employment relationships shall by increased with a general 
pay rise of 3.5% as of 1 January 2024.

Clause 3 Lump sum compensation

Employees with an employment relationship on 1 June 2023 shall receive a 
one-off payment of €150 in connection with their wage or salary for June 
2023. If an employee is on an unpaid absence on 1 June 2023, the lump sum 
shall be paid on the payday following their return to work.
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The supplement for late working time in accordance with the collective 
agreement shall be increased with a general rise of 3.5% as of 1 May 2023.

The supplement for late working time in accordance with the collective 
agreement shall be increased with a general rise of 3.5% as of 1 January 
2024.

Clause 5 Amendments to the text

The parties have agreed on amendments to the text of the provisions on 
family leave (Appendix 1).

A separate interpretative protocol has been prepared for the entry into 
force of this provision (Appendix 2).

Clause 6 Working groups

The parties shall establish a working group for the duration of the agree-
ment. The working group shall be tasked with assessing the functioning of 
the collective agreement and any necessary changes.

Helsinki, 7 June 2023

Finnish Hospitality Association MaRa  
Service Union United PAM
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Memorandum of negotiations on a dispute related to the interpretation of the col-
lective agreement/employment relationship
Company Name

Address and telephone no.

Place of business Place of business
Address and telephone n.

Date

Participants Representatives of the employer
Representatives of employees

1. 
Cause of dispute

2. 
Reasons given by 
employer

3.
Reasons given by 
employee

4.
It was agreed that

5. This memorandum was drawn up in two identical copies, one to be submitted by 
the employer’s representatives to the Finnish Hospitality Association MaRa and one 
by the employees’ representatives to Service Union United PAM.

Locality and  
date

Signatures Employer or employer’s representative

Employee’s representative

Note:  Please use a separate sheet of paper to be appended to the form if necessary.

Template for the memorandum of dispute
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1. PARTIES TO THE 
EMPLOYMENT 
CONTRACT

Employer Place of business or domicile

Employee Personal ID code

The above employee undertakes to work, against remuneration, for the above employer 
under the employer’s direction and supervision on the following terms:

2. VALIDITY OF 
THE EMPLOYMENT 
CONTRACT

The employment contract enters into force:

The employment contract is in force
      
       Indefinitely                     Until ___________________________

Grounds for the fixed-term employment contract

       Seasonal nature               Employee’s own request

       Deputising                       Training          Other:        __________________________

3. TRIAL PERIOD For indefinite employment relationships, the trial period begins on the first day of the 
employment and can last a maximum of six months, during which this contract can be 
cancelled by either party. For fixed-term employment relationships, the trial period must 
be no longer than half of the term of employment and a maximum of six months.

Length of the trial period: _____________  Final day of the trial period: ____________

4. IMMEDIATE  
SUPERVISOR

5. WORKING 
HOURS, ADDITION-
AL WORK AND 
OVERTIME

       Full-time: 120 hours per 3 weeks (monthly salary)

       Part-time: working time_________ hours per 3 weeks (hourly wages)

       Other: _____________________________________________________________

The provisions of the law and the collective agreement shall apply to the assignment of 
and remuneration for additional work and overtime.

6. DUTIES

7. REMUNERATION At the beginning of employment, the pay of the employee is determined as follows:

Job requirement grade: __________ Amount of wages (€/month/hour): 
_______________

At the beginning of the employment, the time entitling the employee to an experience 
increase amounts to ______ years and ______ months.

8. APPLICABLE 
COLLECTIVE 
AGREEMENT

As regards the wages and working conditions applying to the employment relationship, 
the parties shall adhere to the law and the Collective Agreement for the Adventure 
Services Sector signed by the Finnish Hospitality Association MaRa and Service Union 
United PAM unless this contract provides for more favourable terms for the employee.

9. OTHER TERMS 

10. DATE AND SIG-
NATURE

This agreement has been made in two identical copies, one for the employer and one for 
the employee.

Locality Date

Signature of the employer’s representative Employee’s signature

Clarification: In accordance with chapter 2, section 4 of the Employment Contracts Act, the employer states the following 
in regard to the key terms of employment:  
the employer shall specify the place of work at any given time within the following framework (e.g., specific places of 
business of the company or all places of business of the company or particular area(s) where work is performed):

Employment contract template
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Agreement on the introduction  
of a working time bank 
Employees in the adventure services sector

1. PARTIES TO 
THE AGREE-
MENT

Employer Place of business or domicile

Shop steward/member of Service Union United PAM elected by the personnel

The parties agree on the introduction of an annual working time system in accordance with 
clause 9 b of the Collective Agreement for the Adventure Services Sector.

2. ADJUSTMENT  
PERIOD

The length of the adjustment period is ___________ weeks/months (maximum one year)

The first adjustment period begins on _______ _______ 202__

3. VALIDITY The agreement shall remain in effect indefinitely. Either party can terminate the agreement 
with 3 months’ notice. At the end of the period of notice, the ongoing system shall be followed 
until the end of the adjustment period.

4. DATE AND 
SIGNATURE

This agreement has been made in two identical copies, one for the employer and one for the 
shop steward/member of Service Union United PAM elected by the personnel.

Any agreement other than one made by a shop steward must be delivered to Service Union 
United PAM and the Finnish Hospitality Association MaRa.

Locality Date

Signature of the employer’s representative Signature of the shop steward/member of 
Service Union United PAM elected by the 
personnel
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Employees in the adventure services sector

1. PARTIES TO THE 
AGREEMENT

Employer Place of business or domicile

Employee Personal ID code

The parties agree that the annual working time system under clause 9 b of the Collective 
Agreement for the Adventure Services Sector shall apply to the employee’s employment 
relationship.

The introduction of the system was agreed by the shop steward/member of Service Union 
United PAM elected by the personnel on ______ ______ 202___

2. ADJUSTMENT  
PERIOD

The adjustment period for the employment relationship is ______ weeks, within which the 
working hours are balanced to an average of 120 hours per 3 weeks.

The first adjustment period under this agreement starts on ______ ______ 202___

3. MAXIMUM WORK-
ING HOURS

The parties agree agreed that the maximum working time in one single three-week period 
during the adjustment period is

______ hours / 3 weeks 

4. SUMS OF MONEY 
DEPOSITED IN THE 
WORKING TIME 
BANK

The following sums of money are converted into hours and are given to the employee as 
adjustment days off:

        Sunday supplement              Overtime supplement                Remuneration for Z days

        Remuneration for additional work                Basic hourly rate for overtime                                         
        
        Other: _______________________________

        Holiday bonus in full/half

5. TIMING OF AD-
JUSTMENT  
DAYS OFF AND Z 
DAYS OFF

As far as possible, the adjustment days off and Z days off accrued in the working time 
bank shall be given to the employee between
       
________________________ and ________________________

6. VALIDITY The agreement shall remain in effect indefinitely. The parties can give three (3) months’ 
notice of the system, and the ongoing system will be followed until the end of the adjust-
ment period.

7. DATE AND  
SIGNATURES

This agreement has been made in two identical copies, one for the employer and one for 
the employee.

Locality Date

Signature of the employer’s representative Employee’s signature

 




