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CHAPTER 1
SCOPE OF AGREEMENT
§ 1 Scope of agreement
This agreement applies to salaried employees who are members of Jusek,                                  
Civilekonomernas Riksförbund and Sveriges Ingenjörer or other federations affiliated 
to Saco and who are employed in companies which are affiliated to FAO, with the 
exemptions set forth in § 2.

 
§ 2 Exemptions from the agreement
The following categories of employee are exempted from this agreement:

1. Managing directors (presidents), senior management personnel, personnel   
 managers (heads of human resources) and, subject to local agreement, other   
 salaried employees.

2.  Temporary salaried employees under chapter 2, §3, item 2, who are employed for  
 no more than six months.

3. Pensioners.

4. Salaried employees whose average working hours during the year are less than   
 eight hours per week.

The collective agreement rules on temporary employment shall also be applied to tem-
porary salaried employees who are not otherwise coverd by the collective agreement 
(see chapter 2, §3).

§ 3 Local agreements
The company and the local organisation of the SACO Associations, can, where so 
permitted in the central collective agreement, reach local collective agreements which 
deviate from the provisions of this central agreement. Where the SACO Associations 
do not have a local organisation in a company, the individual employee shall be the 
party. However, such agreement requires the approval of Jusek.

§ 4 Right of association
Salaried employees who in accordance with § 2.1 are exempted from the application 
of this agreement, as well as the secretaries of such employees, may not participate 
in the local union activities of the SACO Associations in any representative position.
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CHAPTER 2
EMPLOYMENT
§ 1 Types of employment
Employment is either permanent or temporary. 

• Temporary employment may be in the form of 
• probationary employment, 
• general temporary employment, 
• substitute or 
• pensioner.

§ 2 Permanent employment
The employee is employed until further notice except where otherwise agreed on the 
basis of this agreement.

§ 3 Temporary employment 
On the conditions set forth below, agreement on temporary employment can be reached 
between the company and the job applicant. If such agreement is reached, local Saco 
organisation shall promptly be informed of the employment agreement.

The collective agreement rules on temporary employment shall also be applied 
to temporary salaried employees who are not otherwise covered by the collective                 
agreement under chapter 1, §2.

Item 1 - Probationary employment
1. Agreements on probationary employment may be reached between the employer  
and the applicant.

2. Probationary employment normally lasts no more than six months. It may be exten-
ded for a further period of no more than six months subject to agreement between the com-
pany and the local organisation of the SACO Associations. If the parties do not thereafter 
agree otherwise, probationary employment is converted into permanent employment. 
Probationary employment for employees in vocational categories for which the       
company stipulates a training period of longer than six months, may, subject to local 
agreement, last for up to 18 months.

3. When the period of probationary employment has expired, the employment either 
ceases or becomes permanent employment. If the company or the employee does not 
wish the employment to become permanent, the employee shall be notified by no later 
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than the date upon which the period of probationary employment expires. In this event, 
the company shall comply with § 31 in the Employment Protection Act (LAS).

4. Probationary employment may be terminated before the expiry of the period of 
probationary employment. In such cases, a mutual period of notice of one month app-
lies. In addition, the employer shall observe the rules on notification in LAS, § 31.

5. During the period of probationary employment, the employer shall regularly        
review whether the employer is suitable for continued employment and permanent 
employment. The review shall be made taking into account the demands that work for 
the company involves.

§ 31 Employment Protection Act
“An employer who intends to notify an employee that probationary employment shall 
be prematurely terminated or terminated without becoming permanent employment 
shall inform the employee of this fact at least two weeks in advance. If the employee 
belongs to a union, the employer shall at the same time notify the local organisation of 
the union to which the employee belongs.

The employee and the local union organisation are entitled discuss the notice with the 
employer.”

Item 2 - General temporary employment, substitute  and 
pensioner
Agreement on temporary employment may also be reached

1. for general temporary employment 

2. as a substitute which means that the employee 
 a)  replaces another or
 b) holds a vacant position for no more than six months or holds a position   
  pending appointment.

3. when the salaried employee is a pensioner.

If a salaried employee has been employed by an employer during the last five years
 − in general temporary employment for a total of more than two years or

 − as a substitute for a total of more than two years or

 − with a total period of employment of more than three years as substitute and/or   
 general temporary employee 
the employment shall become permanent.
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§ 4 Supervision of work
The employee shall comply with the rules and instructions that relate to work and 
discipline within the company that are issued in regulations and instructions or by 
supervisors.

§ 5 Secondary employment
The employee may not take on jobs or engage in activities that can have a detrimental 
effect upon the work in the position covered by this agreement. If an employee intends 
to take other jobs or secondary employment of a more extensive nature, he shall there-
fore consult the employer first. The employee is obliged upon request to provide such 
information as the employer deems to be necessary for judging whether or not the job 
or secondary employment can have a detrimental effect on the work associated with 
the employment position.

§ 6 Competence development
Development and increased competition in the insurance industry impose greater 
demands on the competence of personnel. Competence development promotes the           
development of the company, profitability and competitiveness – thus creating the 
ideal conditions for good profitability and otherwise for good conditions for the em-
ployees. 

The employer is responsible for the work being organised in such a manner that the 
salaried employee’s competence is developed. This can take place by providing the 
salaried employee with opportunities to try new duties as well as through education. 
When the salaried employee is given new duties he/she shall be given the opportunity 
to enhance his/her own competence by way of various efforts, so that the new com-
petence requirements can be satisfied. It is important that the work load is such that 
the salaried employee is afforded this opportunity. It is also important that the salaried 
employee’s possibilities for competence development continue during the term of their 
employment and do not come to an end because of age or a long period of employment.

It is incumbent upon the salaried employee to take responsibility and initiative for his/
her own competence development.

In conjunction with career appraisals, the employer and the salaried employee shall 
regularly review the salaried employee’s requirements and plan his/her competence 
development.

The parties are agreed on the importance of foresight and good planning in                    
changes to the extent and composition of the position. The parties are also agreed on 
the importance of maintaining and developing competence in the company and thus                       
competitiveness.
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§ 7 Period of notice
Subject otherwise to the provisions in the Employment Protection Act, the following 
shall apply:

Item 1 – Permanent employment salaried employee
In the event of termination by the salaried employee, the following applies, where 
employment has lasted*

 − no more than 18 months: 1 month’s period of notice

 − more than 18 months but not more than 30 months: 2 months’ period of notice

 − 30 months or more; 3 months’ period of notice.

In the event of termination by the employer, the following applies, where the employ-
ment has lasted* 

 − no more than 18 months: period of notice according to the Employment Protec-  
 tion Act, however at least 2 months

 − more than 18 months but not more than 30 months: 3 months’ period of notice

 − 30 months or more: 6 months’ period of notice.

*Calculation of the period of employment is governed by §3 of the Employment Pro-
tection Act.

Item 2 – Temporary employment salaried employee 
For probationary salaried employees specific rules apply in accordance with §3, item 
1, subsections 3-4. 

For other temporary salaried employees, a mutual period of notice of one month          
applies if the employment shall cease before the end of the agreed period of employ-
ment. In the event of termination due to redundancy, the periods of notice in item 1, 
paragraph 2 shall be applied.

Item 3 - Other periods of notice
Regardless of these provisions, a company and an employee whose annual salary for 
full-time employment exceeds eight times the applicable base amount at the beginning 
of the year, may reach an agreement on a longer period of notice.

The company and the salaried employee may additionally reach agreement on a three 
months’ period of notice for a salaried employee who changes employment within the 
same group when a six month period notice applies on the part of the employer.
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§ 8 Withholding of salary
If the employee gives up his employment without observing the applicable period of 
notice and no other agreement is reached, the company is entitled to withhold unpaid 
salary and other outstanding claims up to an amount corresponding to the wage due 
for the period of notice.

§ 9 Order of dismissal on termination due to redun-
dancy 
In the event of termination, the Employment Protection Act shall apply. The company 
and the local Saco organisation may reach agreement on another order of dismissal in 
the event of redundancy. 

If the company offers its salaried employees a reduction in working hours, the              
employee is entitled to retain his/her previous type of employment for a reasonable 
period of time. In determining this period of time, consideration shall be taken of the 
length of service of the salaried employee, his/her age and social situation.

§ 10 Adjustment support

Item 1 – Purpose
Adjustment support is intended to enhance the opportunity of the salaried employee, 
whose employment will be terminated due to redundancy, to gain new employment. 
Even where the company and a salaried employee reach agreement on the termination 
of employment, the salaried employee is entitled to adjustment support if termina-
tion of the employment is not henceforth disputed and the salaried employee requires       
adjustment support. 

Adjustment support is provided in the form of
 − adjustment program

 − non-deductible severance pay

 − extended period of notice and extended adjustment programme

 − salary supplement after period of notice.

The right to an adjustment programme and salary supplement after the period of notice 
does not apply in the event of a transfer of business between companies in the same 
town and within the same group if the salaried employee has declined employment 
with the acquiring party and thereafter in conjunction with the transfer of business 
is made redundant by the transferor. The local parties can, however, agree otherwise.

Local parties can agree on periods of adjustment support longer than those set forth in 
items 2-5.
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Item 2 – Adjustment programme 
Permanent salaried employees and temporary salaried employees, who have been     
employed for a total of at least six months at the time of termination and who have 
been dismissed due to redundancy are entitled to an adjustment programme. 

The programme can be provided in the form of outplacement support and/or support 
for employability in another form. The company shall also provide opportunities for 
supportive discussion. In conjunction with redundancy, the company and the local 
union organisation shall reach agreement on the detailed form of the adjustment pro-
gramme as well as the company’s staffing requirements during a transitional period. 
The contents and scope of the programme shall have as a basis the circumstances and 
requirements of the individual.

In order to defray the cost of the adjustment programme, the company shall set aside 
an amount of at least 1.5 price basic amounts for salaried employees who are dismissed 
due to redundancy.

The adjustment programme shall be provided during the period of notice and/or during 
the period which directly follows it, unless no special circumstances exist. It shall not 
be possible to convert the cost of the adjustment program to cash payments.

Together with the company, the local union organisation shall follow up the result of 
the adjustment programmes.

Item 3 – Non-deductible severance pay 
Permanent or temporary salaried employees, who have been employed in the com-
pany for a total of 30 months or more at the time of termination due to redundancy, 
are entitled to six months non-deductible severance pay and are freed from duties 
for a corresponding period. Salaried employees who participate in an adjustment                      
programme shall participate in this during their period of notice at the time they are 
freed from duties.

Item 4 – Extended period of notice and extended adjust-
ment programme
 Permanent and temporary salaried employees who have been continuously employed  
(employment periods with a break of a maximum of 14 days between such employ-
ment are counted as continuous employment) in the company for 30 months or more 
and who had their employment terminated due to redundancy but who have not gained 
new employment after six months on the adjustment programme get their period of 
notice extended by one month at a time and the adjustment programme extended by a 
maximum of six months.  

In addition thereto, the salaried employee, who at the time of termination has been 
employed in the company for at least ten years, will have his/her period of notice       
extended by one month at a time and the adjustment programme extended for a further 
three months at the most.
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One condition of the extension is that the person whose employment has been termi-
nated takes part in the adjustment programme and is registered as a job seeker at the 
employment centre (Sw. arbetsförmedlingen).

Item 5 – Salary supplement after period of notice
A salaried employee who has been dismissed due to redundancy and then gained new 
employment at a salary lower than his/her salary at termination, is entitled to a salary 
supplement in accordance with the following:

 − A salaried employee who has been continuously employed in the company for 30  
 months or more receives a salary supplement for a maximum of six months after   
 the end of the original period of notice (i.e. no more than six months salary   
 supplement after six months’ period of notice).  

 − In addition thereto, the salaried employee who at the time of termination has been  
 continuously employed in the company for at least ten years receives a salary   
 supplement for a further three months at the most.

In the event a salaried employee, who receives commission-based variable salary in a 
new position, requests a salary supplement from the previous employer, the salaried 
employee and their new employer shall certify the fixed salary and variable salary 
which the salaried employee is expected to earn in their new position irrespective of 
whether payment of the variable salary takes place at a later point in time. 

A precondition for a salary supplement to be considered for a salaried employee who 
starts his/her own business is that the business is able to support the employee within 
twelve months. A salary supplement can be provided at a maximum of 50% of the 
salaried employee’s fixed monthly salary at termination provided the local parties do 
not agree otherwise.

Item 6 – Situations in which the right to adjustment support 
does not exist 
A salaried employee 

 − who has been summarily dismissed

 − who has been dismissed for personal reasons and the local parties agree that there  
 are reasonable grounds for the dismissal

 − whose employment was terminated pursuant to §33 of the Employment Protec-  
 tion Act

 − who resigned 
is not entitled to adjustment support.
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CHAPTER 3
WORKING HOURS

§ 1 Introduction
This chapter replaces the whole of the Working Hours Act.

The local parties can reach agreements on aspects of working hours that are not regula-
ted in this chapter, such as shift work, standby duty, flexible working hours, staggered 
working hours, on call duty and what is known as summer time.

At companies without a local organisation, the company and the employee can reach 
an agreement on shift work, standby duty, flexible working hours, staggered working 
hours, on call duty, and what is known as summer time. If the agreement applies to a 
member of SACO, Jusek shall be given an opportunity to approve it.

The chapter does not apply to work carried out in such circumstances that it cannot be 
regarded as the duty of the employer to oversee the organisation of the work.

§ 2 Normal working hours
Regular working hours, including holidays, shall amount on average during the year to 
38.75 hours per week without public holidays. 

Regular working hours can be arranged between 6.00 a.m. and 10.00 p.m. The detailed 
disposition is decided

 − by the employer, as regards Mondays to Thursdays, with no public holidays and   
 which are not free from work under chapter III, § 3, paragraph 2, between   
 7.30 a.m. and 8.00 p.m.

 − by the employer, as regards Fridays with no public holiday and which are not free  
 from work under chapter III, § 3, paragraph 2, between 7.30 a.m. and 7.00 p.m,

 − in accordance with local agreement, as regards other times.

If a local agreement cannot be reached, the question is deemed to be an unresolved 
conflict of interest. A local working hours agreement that is cancelled shall continue to 
apply until such time as negotiations on a new agreement have been completed. 

The employer shall notify the employee of the disposition of working hours well in 
advance of the commencement of service, however no later than four weeks prior to 
that time. When the working hours are arranged, the employer shall take the needs of 
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the employee as well as the needs of the business into account. The aim should be to 
ensure that, as far as possible, the employee is given an opportunity to combine work 
with family life and other social life.

For a salaried employee who is not obliged to travel, who has duties which entail      
frequent travel in service, it is incumbent upon the employer to ensure that the salaried 
employee is allowed reasonable time to recover and rest.

Remarks
If part-time employees are frequently required to work for longer than their                   
contractual working hours, the question of increasing the contractual working hours 
should be considered. 

The employer shall provide grounds for changing the disposition of working hours and 
for arranging them on another day than Monday to Friday. The possibility of reaching 
local agreements on the disposition of working hours as set out in paragraph 2, dash 3 
above, shall be handled with great care and taking into account the individual circum-
stances of the personnel, and safety and security, where relevant.

§ 3 Non-working days 
The following applies, except where otherwise agreed in local collective agreements:

Epiphany Eve (January 5th), the day after Ascension Day, Midsummer’s Eve,         
Christmas Eve and New Year’s Eve are non-working days.

Additionally, each employee is entitled to three further non-working days to be                
arranged according to the employees’ wishes, provided this does not significantly     
disrupt the business of the employer. Such days shall be arranged during the calendar 
year. If the employment does not last throughout the calendar year and, as concerns 
leaves of absence (as set out in legislation or collective bargaining agreements) the 
number of non-working days shall be proportionate to the relevant number of days 
the employee has been employed and not on leave on absence on Maundy Thursday, 
Walpurgis Eve and the day before All Saints Day. Paid leave shall be deemed as time 
employed.

§ 4 Overtime

Item 1 – Definitions
Overtime means such work as is carried out outside the scope of daily working hours 
for fulltime employees and which has been ordered. 
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Conferences, training and information meetings are normally scheduled during normal 
working hours. Provided the local parties do not agree otherwise, the following shall 
also apply:

 − If the conference, training or information meeting is scheduled outside  normal   
      working hours or on a non-working day, such work during such time is deemed     
 to be overtime (or extra time).

 − However, work during a conference, training or information meeting which   
 is conducted during a full working day or which impinges on two or more   
 working days, is not deemed to be overtime. 

Working hours which constitute the accrual of agreed time off during normal working 
hours are not deemed to be overtime. Time which is subject to travel time does not 
constitute overtime.

Time off pursuant to law or collective agreement is deemed, in this context, to              
constitute worked time.

Item 2 - General overtime
Over and above the monthly or weekly working hours that apply at the company,        
general overtime may be worked for up to 50 hours per working hours during a         
working hours period of four weeks, one month or five weeks, subject to a maximum 
amount of 200 hours per year.

However, the company and the local organisation of the SACO Associations at the 
company can reach an agreement relating to a full-time employee as well as a part-time 
employee,

 − to work more general overtime than 50 hours during a working hours period   of   
 no more than five weeks,

 − to require 100 hours per year more overtime than the otherwise applicable 
   annual maximum.

Should further overtime be needed, an agreement between FAO and Jusek is necessary.

Item 3 - Emergency overtime
In the event of a natural disaster or incident or other similar circumstances that could 
not be foreseen by the company, causing an interruption to the business or involving 
an imminent danger of such an interruption or injury to life, health or property, over-
time may be required for work to the extent required by the circumstances (emergency 
overtime).

When emergency overtime is to be worked, the local organisation of the SACO           
Associations shall be informed.
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Item 4 – Settlement
Overtime compensated with leave in lieu will reduce the balance of worked overtime. 
When calculating the balance reduction, one hour of leave in lieu corresponds to one 
hour of overtime.

§ 5 Extra time in case of part time employment 

Item 1 – Definitions
Extra time means work which has been ordered for a part-time employee and exceeds 
the employee’s normal working hours stipulated in the employment agreement.

Extra time shall not include working hours which are part of extra work performed 
during normal working hours to increase the period of leave.

In these respects, leave as set out in legislation or collective bargaining agreements 
shall be deemed to be time of work.

Item 2 – General extra time
A maximum of 200 hours general extra time may be taken out per year.

However, agreement can be reached between the company and the local Saco                  
organisation at the company on utilisation of 100 hours per year in addition to the      
annual maximum which otherwise applies.

Any need for further utilisation of extra time requires agreement between FAO and 
Jusek.

Item 3 – Emergency extra time
In the event of a natural disaster or incident or other similar circumstances which could 
not be foreseen by the company, causing an interruption to the business or involving 
an imminent danger of such an interruption or injury to life, health or property, extra 
time may be required for work to the extent required by the circumstances (emergency 
extra time).

When emergency overtime is to be worked, the local organisation of the SACO           
Associations shall be informed.

§ 6 Definition of standby time and time on call
Except where otherwise agreed locally, the following definitions shall apply:

Standby time means time where the employee is at the employer’s disposal at the work 
place in order to carry out work if necessary. Standby time does not include time where 
the employee carries out work on the employer’s behalf.
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Time on call means time where the employee does not need to be present at the work 
place, but is ready to come to work on short notice should it be required. Time on call 
does not include time where the employee carries out work on the employer’s behalf.

§ 7 Log
The employer shall keep a log over standby time, overtime and extra time. Overtime 
shall be recorded regardless of whether the employee is entitled to remuneration for 
possible overtime or not.

§ 8 Calculation of absence
In the event of sickness, vacation or other leave for a whole day, the leave shall be 
deemed to amount to the daily period of working hours that applies at the company.

In the case of absence for part of a day, only the hours of absence are deducted up to 
the regular daily working hours.

§ 9 Aggregate weekly working hours
The aggregate weekly working hours during each period of seven days may be a maxi-
mum of 48 hours on average during a calculation period of no more than twelve months. 
The expression weekly working hours means normal working hours, overtime, extra 
time and standby time. When determining the weekly hours, vacation and sick leave 
when the employee should have been working shall be equal to hours worked.

§ 10 Weekly rest
The employer shall have at least thirty six hours of undisrupted leave during each 
seven day period (weekly rest). Weekly rest does not include time when the employee 
is working normal working hours, overtime, extra time, standby time or time on call.

As far as possible, the weekly rest shall be scheduled for weekends.

Temporary digression from the first paragraph is allowed, if it is caused by a particular 
circumstance which the employer could not foresee. Such digression is only allowed if 
the employee is given a corresponding leave in lieu.

§ 11 Night rest
The employee shall have at least eleven hours of undisrupted leave during every 
24 hour period (night rest). Night rest does not include time when the employee is 
working normal working hours, overtime, extra time, standby time or time on call.                  
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Temporary digression is allowed, if it is caused by a particular circumstance which the 
employer could not foresee, provided the employee is given a corresponding leave in 
lieu.

Night rest shall include the hours between 12 midnight and 5.00 a.m. Digression is 
only allowed if the work, due to its type, the requirements of the general public or other 
special circumstances must be carried out between 12 midnight and 5.00 a.m.

§ 12 Night work
Night worker means someone who normally performs at least three hours of his/her 
work period during the night, or is likely to perform at least one third of his/her annual 
work period during the night. Night means the period between 10.00 p.m. and 6.00 
a.m.

The working hours for a night worker may not exceed, during each period of 24 hours, 
an average of eight hours during a calculation period of no ore than four months. 
When calculating the average a period of twenty four hours shall be deducted from              
each initiated period of seven days. Vacation and sick leave during times when the 
employee would otherwise have been working, shall be equal to time worked.

However, night workers whose work comprises particular risks or great physical or 
mental burden, may not work more than eight hours during each period of twenty four 
hours that they perform work during a night. Temporary digression is allowed, if it is 
caused by a particular circumstance which the employer could not foresee, provided 
the employee is given a corresponding leave in lieu.

§ 13 Breaks
Breaks are such pauses in the daily working hours where the employee is not required 
to remain at the work place. Breaks are not included in the normal working hours.

The  employer shall stipulate the length and distribution of the breaks in advance, in as 
much detail as the circumstances require.

The breaks shall be organised so that the employee does not work for more than five 
consecutive hours. The number of breaks, their length and when they are scheduled 
shall be satisfactory considering the working conditions.

§ 14 Pauses
The employer shall organise the work so that employees can take the pauses that are 
necessary in addition to the breaks. The employees are not allowed to leave the work 
place during a pause. Pauses are included in the normal working hours.
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If the working conditions are such that pauses cannot be taken in a natural way,           
particular work pauses may be scheduled. In such cases, the employer must specify the 
length and time of work pauses in advance, in such detail as the circumstances require.

§ 15 Overtime charges
If an employer is in breach of the rules on general overtime and emergency                       
overtime according to chapter III, without first having received necessary dispensation 
from Jusek, then the employer shall pay overtime charges to Jusek, the Association of 
Graduates of the School of Economics and the National Association of Civil Engineers 
as a joint party.

These charges comprise, for each unauthorised hour of overtime and employee, 0.5% 
of the price base amount pursuant to the National Insurance Act (SFS 1962:381) at the 
time of the breach.
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CHAPTER 4
WAGES

§ 1 Common values to steer setting of local salaries 
To the individual company, wages are an important method of control to achieve 
a productive and efficient business. This applies in particular to employees with a               
specialised or key roll which puts great demands on involvement in the work duties. 

The wages shall encourage the individual to improve his or her work performance, to 
assume greater responsibility, to achieve a higher level of competence and to develop 
the business. The principles governing the determination of an employee’s salary shall 
be the same for women and men, younger and older and those who have been absent 
for a long time, for example employees on parental leave. The company shall seek to 
achieve a wage structure which is perceived to be fair and objective by the employees.

The company’s wage policy and the principles for wage formation and wage determi-
nation shall be well known and firmly established among the employees.

This agreement is based on the use of the salary discussion model for review of sala-
ries. The company and management are bearers of the collective agreement and are 
responsible for salary discussions being carried out in a professional manner and in the 
spirit of the agreement. The starting point for the quality of the salary discussion is the 
joint-party recommendations on the salary discussion model. See inside of cover flap. 
The company cannot replace salary reviews with distribution of bonuses, result-based 
salary or the like.

Remarks
It is incumbent upon the employer to work continually to achieve equality in salaries. 
Pursuant to the Discrimination Act, employers, at least each third year, must map 
and analyse provisions and practice regarding salaries and other employment terms, 
as well as salary differences between men and women who carry out work which is 
deemed to be the same or equivalent. The mapping of salaries can be an instrument to 
identify unreasonable salary differences so that these can be corrected. At least once 
every third year, the employer must additionally prepare a plan of action for equal 
salaries and in which, inter alia, results of the mapping and analysis of salaries are 
reported. The employer shall provide the local Saco organisation with the informa-
tion needed for the organisation to be able to cooperate in the mapping, analysis and 
preparation of the plan of action. If the information pertains to particulars on salary 
or other circumstances which relate to an individual employee, the rules on confiden-
tiality and damages in §§ 21, 22 and 56 of the Co-determination Act shall apply.
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§ 2 Levels of wage increases in the company
The level of aggregate wage increases for the SACO Associations’ members at the 
company may vary between different times of negotiation. Primarily, the levels of the 
individual company are directed by 

• growth in productivity, force of development and profitability,
• the extent to which the members have achieved goals set up,
• the market situation of the company and its competitive power,
• the competence of the members and its improvement, see chapter II, § 9 Compe-  
 tence Development,
• supply and demand of a certain competences on the labour market
• wage levels on the local labour market.

§ 3 Wage development of individuals
Wages shall be individual and differentiated and should increase as responsibility and 
difficulty levels grow. On the basis of the wage policy of the company, individual     
salaries are controlled by

• the type of work, responsibility and the amount of work put in by the individual   
 member and his or hers ability to achieve demands and goals,
• individual competence and skill,
• ability to develop the company and other members’ competency,
• leadership skills and financial responsibility

In addition, wages might be influenced by general wage level on the local labour      
market.

§ 4 Salary review - order of negotiation

Item 1 – General
The central parties have chosen not to fix a general supplement or a guarantee in the 
event of a certain lowest outcome for the individual in the local negotiations. However, 
the construction of the agreement is based on the view that the salary of a member who 
has performed his work duties satisfactorily shall increase.

In cases where an individual member has had a salary development which                            
markedly falls below the salary development within the company for a continual three 
year period, this shall be noted and analysed in planning discussions or in another                    
manner. The member of staff shall also be informed at that point what is required for 
a positive development in his/her salary. Measures such as raised salary, new duties, 
new placing within the organisation or certain competence development shall be tried. 
Agreed measures shall be documented and evaluated within six months. The local 
Saco organisation is to be informed of the case.
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In the co-determination negotiations, the company and the local organisation of the 
SACO Associations shall agree how the wage review at the company shall be carried 
out. With the starting point in the principles of this agreement, the parties may, for 
example, discuss the wage review period and other terms which are not mandatory.

Provided that the local parties do not agree otherwise, the following applies: The wage 
review shall be effective as of 1 January each year during the period of the agreement. 
Wage discussions should be carried out as close as possible to the date of revision and 
shall be completed before the expiry of the month of March.

If there is no local SACO organisation, a different date of wage review may not be 
applied without the approval of Jusek.

With the exception of personnel exempt from the agreement under chapter I §2, the 
company shall provide an account of the following before the wage review:

 − the company’s aggregate salary volume,

 − the company’s salary volume relating to members of SACO organisations,

 − individual salaries of each SACO member at the company. 

Item 2 – Individual salary discussions
Individual wage discussions are the first step in the procedure of determining wages 
at the company. Each year, the manager is obliged to initiate the wage discussion and 
the employee is entitled to such a discussion. This also applies to employees who are 
absent from work during a longer period, for example an employee on parental leave.

The purpose of the wage discussion is to

 − clarify the company’s wage policy and criteria for individual wage determination,

 − evaluate and set up goals for the individual’s work performance,

 − provide the individual employee with an opportunity to describe the work duties   
 and results achieved,

 − discuss the salary in relation to the work situation and thereby to discuss, for   
 example, new work duties and new areas of responsibility required for a salary   
 increase, 

 − agree on the salary.

The salary discussion shall either be conducted separately or in conjunction with the 
planning discussion. Even where a member of staff does not receive any raise in salary 
in conjunction with a salary discussion, his/her manager shall provide a justification. 
The result of the salary discussion shall be documented in writing.

If the quality of the salary discussion or the justification of the new salary has not 
been satisfactory and the manager and member of staff thus unable to agree on the 
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new salary, the member of staff can request a substantiated salary discussion. At                        
such substantiated salary discussion, the member of staff is support by local union re-
presentation and the manager responsible for setting salaries by an additional employer 
representative. The substantiated salary discussion shall be requested in writing within 
one week from the ordinary salary discussion and shall contain a written explanation as 
to why a substantiated salary discussion is required. A substantiated salary discussion 
can only be requested at a workplace which has a local Saco organisation. 

If the manager and the employee do not agree on the new salary, the matter can, at the 
request of the member, be referred to local negotiations.

Item 3 – Account of wage review
After completion of the wage discussions the company shall provide the local                  
organisation of the SACO Associations with an account of the wage review in respect 
of each SACO member at the company.

Item 4 – Local negotiations
In companies with a local Saco organisation, salary discussions wherein agreement has 
not been reached are dealt with at a local negotiation. The parties thereafter reconcile 
the total salary result for Saco members and discuss any questions on salary structure 
and salary processes. In the local negotiations, minutes shall always be kept.

If agreement has not been reached at local negotiation regarding the total salary result, 
either party can convene a central negotiation within two weeks of the signing of the 
minutes of the local negotiation. 

Where there is no local organisation at the company, the individual employee will       
instead become the party in the local negotiation, and the local negotiation may only 
cover the wage outcome of the individual member. Minutes must always be kept 
during the local negotiations. If consensus is not reached during local negotiations, 
both the employee and the company have the right to refer the issue to central negotia-
tions within two weeks from completion of the local negotiation by way of reviewed 
minutes.

Item 5 – Central negotiations
In such negotiations, the central parties shall, in addition to §§ 1-3, observe the le-
vels other wage discussions have reached within the business areas of the insurance        
companies.    

Central negotiations apply to all members of the SACO Associations in the work place, 
regardless of which the local party was.

If the central parties cannot agree, either party may refer the issue to an independent 
arbitrator within two weeks from completion of the central negotiations by way of 
reviewed minutes.
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Item 6 – Arbitration
The parties appoint an arbitrator jointly. The arbitrator so appointed shall choose one 
of the final offers made by the parties in regard to the percentage level of the members’ 
aggregate increases and is therefore not entitled independently to make a compromise 
between the two positions. Thereafter, the level established by the arbitrator will be 
allocated by the employer.

Item 7 – Evaluation of salary review 
No later than September, the local parties shall annually assess the salary reviews 
which have been carried out and evaluate

 − the salary process

 − salary discussions

 − climate of negotiations 
with the aim of improving the salary process in the company. 

No later than October, the central parties shall evaluate the salary agreement and salary 
discussion model to safeguard the continued quality of the salary discussion model in 
the branch.

§ 5 Guaranteed income
Local collective agreements, which include provisions on variable salaries/variable 
salary components in which the variable salary constitutes at least 25% of the entire 
income, shall contain agreements on a certain level of guaranteed income to protect 
against substantial loss of income.

If the company and the local organisation do not agree otherwise, the following shall 
apply:

Guaranteed Income for salaried employees who were ordinary field salaried     
employees as of 31 December 1993

Salaried employees who were ordinary field salaried employees on 31 December 
1993, are assured an annual guaranteed income corresponding to 75% of the average 
of income for the three immediately preceding years. The guaranteed income can,     
however, amount to no more than 12.5 times the base amount as applies at the begin-
ning of the year. The annual incomes which are included in the determination of the 
average shall not, for any year, be included at amounts higher than the sum of the 
incomes for the two other years.

Fixed salary, variable salary and compensation for absence received from the company 
and social security shall be included in the basis for determining the average income 
and guaranteed income. In that part of the basis which relates to income before 1994, 
any guarantee supplement shall be included.
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If a salaried employee has not, for example as a result of illness, worked at the            
company for the entire three year period, reasonable consideration shall be taken of 
this in determining the average salary.  

§ 6 Rule for calculation of annual income
When calculating the annual income of an employee whose wage consists                           
predominantly of variable wage components, the following shall apply except where 
otherwise agreed in local collective agreements:

100% of wage components up to 15 base amounts are included
90% of wage components between 15 and 20 base amounts are included
85% of wage components between 20 and 25 base amounts are included
75 % of wage components between 25 and 30 base amounts are included
65% of wage components above 30 base amounts are included

§ 7 Hourly wage
An employee normally receives compensation by way of monthly wage and, where 
required, by way of hourly wage.

For employees with monthly wages the hourly compensation is determined as the  

Annual wage
       159

§ 8 Wages for part of a month
When employees begin or complete their employment or change their occupancy level 
during a running calendar month, the monthly wage shall be calculated according to 
the following formula:

Wage for part of a month = A x B
                                                   C

Where
A = applicable monthly wage
B = the number of calendar days of the employment /occupancy level during the rele- 
 vant month
C = total number of calendar days during the relevant month

Changes in occupancy level shall be determined separately for each period of                 
occupancy level.
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§ 9 Salary adjustment during learning period and   
after longer parental leave
Item 1
Certain positions require a period of training. In these cases, the employee’s wage 
should be reviewed with the object of avoiding lack of balance between the wage and 
the nature and degree of difficulty of the position. 

Item 2
Salaried employees who are on parental leave are also entitled to, and shall be offered, 
an annual salary discussion and to receive the corresponding salary growth as if s/he 
had not been on leave. A salaried employee who is on parental leave  who is not inclu-
ded, for any reason, in the most recent salary review shall be given, on her/his return to 
work, special attention concerning possible adjustments to their salary.

Item 3
Reviews under Item 1 and 2 shall be carried out in co-operation with the local labour 
organisation where they relate to members of SACO Associations. Any wage adjust-
ments take place in parallel to the annual wage review.

§ 10 Compensation for overtime work

Item 1
Compensation shall be paid for overtime work in accordance with Chapter 3 § 4.

Item 2
The following salaried employees are not entitled to compensation for overtime work:

 − Salaried employees with duties which normally entail extensive travel in service   
 (i.e. are obliged to travel) e.g. inspectors, sales managers, sales staff and   
 the like. 

 − Salaried employees who, with regard to their duties, have a special position of   
 responsibility in respect of working hours.

 − Salaried employees who have agreed with the employer that compensation for   
 overtime work will be payable in another form (in addition to the five extra days   
 holiday in accordance with chapter 7, §1 item 1). Such agreements should not be  
 reached with salaried employees who have been employed in the    
 company directly following completion of studies.
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Item 3
Compensation for overtime work pursuant to chapter III, § 4, shall be provided either 
as cash compensation, or in the form of time off (leave in lieu) should the employer so 
wish and the employer, after consultation with the employee, decides that this can be 
done without inconveniencing the activities at the company.

For salaried employees who work part time, the annual salary is recalculated on a full 
time basis.

Example
At 40% service, the recalculation is annual salary/0.4.

Item 4
Except where otherwise agreed in local collective agreements, cash compensation 
shall amount to:

 − for overtime work between 6.00 a.m. and 8.00 p.m. Mondays-Fridays without   
 public holidays and which are not non-working days under the terms of this   
 agreement: 150 % of the hourly wage

 − overtime work at other times: 200 % of the hourly wage.

 − overtime work at times which exceed 200 hours per year: 200 % of the hourly   
 wage.

Item 5
Leave in lieu for overtime work is calculated in a corresponding manner at 1.5 hours 
and 2 hours respectively for each hour of overtime work.

Item 6
Part-time salaried employees who work for longer than their daily working hours     
(extra time) receive for up to the relevant daily working hours for full-time work     
compensation corresponding to the hourly wage per worked hour. Compensation for 
extra time can only be provided after this time.

Note in the minutes
If special circumstances apply, an employee who is not entitled to compensation 
for overtime and who does not fall under a local collective bargaining agreement               
regarding variable salary (commission) shall receive a special compensation for            
inconvenient overtime during a certain period.
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§ 11 Compensation for inconvenient working hours
Inconvenient working hours mean normal working hours pursuant to chapter 3, § 2 
scheduled to another time than Monday to Thursday between 7.30 a.m. and 5.00 p.m., 
Friday between 730 a.m. and 5.00 p.m. and after 3.00 p.m. on Maundy Thursday,    
Walpurgis Eve and the day before All Saints Day.

However, where flexi-time applies, working hours within flexi-time shall not be           
regarded as inconvenient. Compensation for inconvenient working hours and overtime 
compensation cannot be paid at the same time.

In respect of inconvenient working hours which fall on a Monday to Friday with no 
non-working time pursuant to chapter III, § 3, paragraph 2, the employer shall pay 
an hourly inconvenience allowance equal to 30% of the hourly salary between 5.00 
p.m. and 8.00 p.m. on a Monday – Thursday and between 5.00 p.m. and 7.00 p.m. on 
Fridays.

The employer shall pay an hourly inconvenience allowance equal to 30% of the hourly 
salary for inconvenient working hours

between 3.00 p.m. and 8.00 p.m.
 − on Maundy Thursday

 − on a Walpurgis Eve which falls on an Monday to Thursday between 3.00 p.m.   
 and 7.00 p.m. 

 − the day before All Saints Day

 − on a Walpurgis Eve which falls on a Friday

For employees on a monthly salary, the hourly salary shall be calculated as the monthly 
salary/159. For part-time employees the relevant salary will be adjusted upwards to 
full-time work.

Example: 
For someone who works 40% of full-time, the adjustment equals the monthly sala-
ry/0.4.

§ 12 Travel time compensation
Travel time means time during an ordered work trip which is spent on actual travelling 
to/from the destination and which does not fall within the normal daily working hours. 
The destination shall be located outside of the area in which the work place is located.

Employees who are not entitled to compensation for overtime are not entitled to com-
pensation for time spent travelling, except where otherwise agreed between the local 
parties in particular cases.
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The trip shall be deemed to have commenced and finished in accordance with the 
relevant company’s rules on calculation of subsistence allowance or similar. If the 
employer pays for accommodation on a train or ship between 10.00 p.m. and 8.00 a.m. 
this time shall not be included. Only full half hours shall be included in the calculation.

If the travel time is scheduled

 − from 6.00 p.m. on a day before a non-working day to 6.00 a.m. the following   
 working day, the employer shall pay hourly compensation for time spent   
 travelling equal to the monthly wage/190 (days which are free under chapter III,   
 § 3, paragraph 3 are not non-working days, unless they have been scheduled   
 to Maundy Thursday, Walpurgis Eve or the day before All Saints Day pursuant to  
 a local collective agreement).

 − during other times, the employer shall pay hourly compensation for time spent   
 travelling equal to the monthly wage/240, albeit at the most six hours per   
 calendar day and night.

For part-time employees the relevant salary will be adjusted upwards to full-time work.

Example: 
For someone who works 40% of full-time, the adjustment equals the monthly                 
salary/0.4.

Note in the minutes
If special circumstances apply, an employee who is not entitled to travel time                
compensation and who does not fall under a local collective bargaining agreement    
regarding variable salary (commission) and is not obliged to travel under the defini-
tion in chapter IV, § 8, item 2 shall receive special compensation for inconvenient 
travel time during a certain time after local negotiations.

§ 13 Deduction for leave of absence
Except where otherwise agreed in local collective agreements, a deduction of 1/252 of 
the fixed annual wage shall be made when leave is taken.

For employees who do not work every day of the week, the deduction for leave of 
absence shall be calculated as 1/252 of the annual salary adjusted pro rata to full-time. 

If the period of leave extends for a full calendar month, the deduction shall correspond 
to the fixed monthly salary.

During ongoing leave, employees on monthly salary may be compensated hourly in 
the event of temporary work during part of a day.
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§ 14 Meal benefits
Provided local parties do not agree otherwise, a salaried employee who works at 
least five hours in conjunction with a meal break at the company are entitled to meal            
benefits.

Employees shall pay a meal charge for meals provided by the employer. The fee shall 
be 35 per cent of the average price established by the National Tax Board on a national 
basis for a normal lunch.

The meal charge shall also be paid for during temporary periods of absence and during 
vacations.

Except where otherwise agreed locally, the employee shall pay the charge by way of a 
deduction from the monthly salary. The deduction shall then amount to 220/12 of 35 
per cent of the price established by the National Tax Board.

When the employee has not eaten the meal provided by the company on account of 
absence that gives rise to a wage deduction for a full working day, no meal charge shall 
be paid.

An employee may decide not to have subsidised lunches. In such a case, no meal 
charge shall be paid. Notification of the above shall, except where otherwise agreed 
locally, be given before the turn of the year and shall be for a full calendar year.

Remarks
The new wording in the agreement 2003 shall not result in that those who were entitled 
to the benefit when the agreement was entered into will be worse off.
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CHAPTER 5
SICK LEAVE
Over and above the provisions of the Sick Pay Act, the following rules apply in          
connection with sickness, if the employee is unable to work on account of an accident 
or occupational injury or if the employee has to stay away from work on account 
of the risk of contagion under the terms of the Act on Compensation to Carriers of               
Contagious Diseases.

§ 1 Obligation to send a report
The employee shall report the case off sickness to the company as soon as possible. 
Employees shall also provide a written assurance that they have been sick and to what 
extent their capacity to work was reduced on account of the sickness.

If the sickness continues after the sick pay period, the company can require the           
employee to take over the obligation to report the sickness to the National Insurance      
Office. This report shall be submitted within seven calendar days.

The term sick pay period refers to the first day when the employee is away from work, 
for the whole or part of a day, on account of sickness, and the following 13 calendar 
days.

By sickness benefit period is meant the period of sickness that follows the sick pay 
period.

§ 2 Medical certificate
From and including the seventh calendar day after reporting sick, the salaried                
employee shall always verify illness with a medical certificate. 

With regard to the company’s responsibility for the employee’s rehabilitation, it is 
important that the reason for the inability to work is clarified as soon as possible. In the 
event of repeated short-term absence or if the circumstances so require, the company 
can request that the salaried employee verifies his/her absence, during future periods 
of sickness, with a medical certificate from the first day of absence. In such a case, the 
company has the right to appoint a specific doctor.
 
The right to appoint a specific doctor exists even during an ongoing period of sickness 
in conjunction with the determination by Försäkringskassan of whether sick leave shall 
continue.

The company shall pay for the cost of a medical certificate issued by the appointed 
doctor, if the cost is not recompensed by Försäkringskassan.
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§ 3 Period of compensation
In the event of absence due to sickness, employees receive compensation during the 
calendar month in which the sickness occurred and for the three following calendar 
months. However, if the sickness occurs on the first of the month, compensation is 
paid for no more than three calendar months. In the event of recurrent case of sickness 
during a 12-month period, each period of absence that lasts for at least 30 calendar 
days is included in the three calendar months.

When the period of compensation has expired as set out above, the company shall no 
longer pay sick pay. After this time, sickness pension may be paid by the pensions 
institution.

§ 4 Definitions
Provided nothing else is agreed in a local collective agreement, in this chapter the       
following meanings apply:

Fixed annual salary
12 x salaried employee’s fixed monthly salary and any fixed salary supplement in       
addition thereto.

Compensation basis for commission-based variable salary, where this is                       
estimated to constitute at least 25% of the entire annual income
The basis for estimated shortfall in commission-based variable salary due to illness is 
calculated in the following manner: The median of income for the three immediately 
preceding years is corrected with the ratio between the guaranteed income for the year 
and the guaranteed income for the year before. Correction shall not, however, take 
place in the event of a quotient of less than 1.0. The amount shall be capped at 24 times 
the price base amount applicable at the start of the business year. The amount thus 
calculated is reduced by the fixed annual salary. The remainder is termed the basis for 
compensation.  

If the salaried employee’s employment does not comprise the immediately preceding 
three years and thus an average calculation in accordance with the above cannot be 
made, the employer and the salaried employee shall annually agree on the salary which 
is to constitute the basis for compensation during sick leave, parental leave etc. 

Compensation basis for commission-based variable salary where this 
calculation constitutes less than 25% of the entire annual income 
The basis for estimated shortfall in commission-based variable salary due to illness is 
calculated in the following manner: The previous year’s commission-based variable 
salary, capped at 24 times the price base amount applicable at the start of the business 
year, constitutes the compensation basis. 
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If the salaried employee’s employment does not comprise the entire preceding year 
and a calculation in accordance with the above cannot this be made, the employer 
and the salaried employee shall agree on the salary which is to constitute the basis for 
compensation during sick leave, parental leave etc.

§ 5 Compensation for sickness

Item 1 – Sick pay regarding fixed salary
The compensation which a salaried employee receives from the company is a part of 
the fixed salary in accordance with the following table:

Fixed annual salary

Period of sick pay Period of sickness benefit
Absence daysA Sick daysB 

1 2–14 15–90C Sickness pension

Up to and including 7.5  
price base amounts

0 % 80 % 10 % 0 %

Over 7.5 price base 
amounts

0 % 80 % 90 % 0 %

Denominator 252 (chapter 4 § 13) 365 365

The part is calculated after 100 percent of the fixed salary has been deducted.
 
A)  The deduction is made/compensation given for the working days which   
 fall during the period of sick pay (days 1-14).
 
B)  The deduction is made/compensation given for the calendar days which fall   
 during the period of sickness benefit.
 
For the period of sick pay, the denominator 252 shall be used, and for the period of 
sickness benefit the denominator 365 shall be used.
 
C)  See chapter 5, § 3 – Compensation period

In the event of absence for part of a day, compensation is reduced by a corresponding 
degree. 

For salaried employees who do not work all days of the week, compen-                                                
sation shall be calculated as 1/252 of an fixed annual salary adjusted to full time. 



34

Chapter 5 – Sick leave

5

Item 2  – Compensation for sickness regarding estimated 
shortfall in variable income

Provided nothing else is agreed in a local collective agreement, a salaried employee 
will receive compensation for estimated shortfall in variable salary during sickness, in 
accordance with the following table:

Fixed annual salary 

 Period of sick pay Period of sickness benefit

Absence daysA Sickness daysB 

1 2–14 15–90C Sickness pension

Up to and including 
7.5 price base amounts

0 % 80 % 10 % 0 %

Over 7.5 price base 
amounts

0 % 0 % 90 % 0 %

Denominator 252 (chapter 4, § 13) 365 365

A)  The deduction is made/compensation given for the working days which fall   
 during the period of the sick pay (days 1-14).

B)  The deduction is made/compensation given for the calendar days which fall   
 during the period of sickness benefit. 

For the period of sick pay, the denominator 252 shall be used, and for the period of 
sickness benefit, the denominator 365 shall be used.

C) See chapter5, § 3 – Compensation period
 
Item 3  – Guaranteed income
The guaranteed income is treated in the same way as the fixed salary in accordance 
with item 1 above.

Remarks
For salaried employees who are entitled, pursuant to a decision by För-
säkringskassan, to sick pay of 80% during the first day of sickness, com-
pensation is paid for this day in accordance with provisions which apply 
from and including the second day of absence during the period of sick pay. 

A new period of sickness that begins within five calendar days of the end of the                     
previous period shall be regarded as a continuation of the first period.
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The number of deductions for the first qualifying day is limited to ten during any 
12-month period.

If the employee is in receipt of early pension, the wage shall be reduced by an amount 
that corresponds to the pension.

When, in the event of an occupational injury, sickness benefit is replaced by a life       
annuity and this relates to a period when the employee is still entitled to compensation 
in accordance with the above, the compensation shall consist of the difference between 
90 per cent of the ordinary wage and the amount of the life annuity. Other compensa-
tion that the employee is in receipt of on account of the obligation of the state to pay 
compensation is deducted from the compensation due to sickness.

If the assurance referred to in § 1 or the medical certificate referred to in § 2 are not 
handed into the company, deduction for leave of absence is made and calculated in 
accordance with the rules in Chapter 4 § 13.

§ 6 Compensation for overhead costs
In the event of sickness, it should be possible to reach an agreement on a reasonable 
reduction in the compensation for costs accruing to the employee, taking into account 
the reduction in such costs during the period of absence.
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CHAPTER 6
PARENTAL LEAVE

Taking into account the provisions in the Act on Parental Leave in other respects, the 
following rules apply to parental leave.

§ 1 Duty to report
Employees who exercise their right to leave of absence shall notify the employer at 
least two months before the commencement of the leave. If this cannot be done, in the 
case of sickness or other unforeseen events, for example, a shorter period of notice 
may be accepted. When notifying the employer, the employee shall state how long a 
period of leave they wish to take.

In the case of temporary care of children, the period of notice is one week. If the leave 
of absence is due to sickness, no advance notice is required.

Employees who wish to break off a period of leave that was intended to last for at least 
one month have an obligation to inform the employer at least one month before their 
return to work.

Remarks
FAO and FTF are agreed on the importance of observing the period of notice. The    
parties regard these as minimum periods of time and Jusek recommends the members 
of the SACO Associations to observe longer periods of notice wherever possible. For 
its part, FAO recommends companies to adopt a sympathetic attitude in situations 
where the exemption rule is not applicable but where it is considered that just cause 
exists for a shorter period of notice. 

§ 2 Medical certificate
From and including the seventh calendar day after the day of notification of                                
temporary leave of absence to care for sick child the sickness shall always be verified 
by a medical certificate.

§ 3 Right to take leave
Employees have a statutory right to take parental leave.
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In the main this means:

 − Full-time leave until the child is 18 months old.

 − Reduction in normal working hours by up to one-fourth until the child has   
 reached eight years of age.

 − Full-time leave for the time the employee draws full parental allowance or 
    pregnancy benefit.

 − Three-quarter’ leave for the time the employee draws parental allowance for 
 three-quarters of a day.

 − Half-time leave for the time the employee draws parental allowance for half  
  a day.

 − One-quarter leave for the time the employee draws parental allowance for a   
  quarter of a day.

 − One-eighth’s leave for the time the employee draws parental allowance for   
 one-eighth’s of a day.

In addition hereto, full time employees are entitled to a reduction in normal working 
hours of a quarter until his/her child is 12 years of age. However, one condition for the 
right to this reduction is that the salaried employee, at the start of the reduction, has 
been employed by the employer for the last six months or for at least 12 months during 
the last two year period. 

§ 4 Disposition of leave of absence, etc.
Parental leave may be divided into no more than three periods per calendar year.

Leave that entitles the employee to temporary parental allowance, or parental                    
allowance used for parental training, or for visits to pre-school institutions within    
municipal childcare, may be divided without prejudice to the first paragraph. 

Where the working hours are reduced in accordance with the Act on Parental Leave, 
the leave shall be distributed according to the wishes of the employee, provided that 
this does not significantly disrupt the employer’s business. The company may not, 
without the consent of the employee, divide the leave during the day, or schedule the 
reduction in working hours at any other time than the beginning or end of the working 
day.

§ 5 Compensation during pregnancy pay 
For each day a salaried employee receives pregnancy benefit pursuant to Chapter 10 
of the Social Insurance Code, the compensation which the salaried employee receives 
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from the company shall be a proportion of her/his fixed salary in accordance with the 
following table:

Fixed annual salary
Compensation day
1–

Up to an including 7.5  
price base amounts

10 %

Over 7.5  
price base amounts

90 %

Denominator 365

The part is calculated after 100 percent of the fixed salary is deducted. The deduction is 
made/compensation given for the calendar days during which pregnancy pay is given. 
The denominator 365 shall be used.

Compensation for loss of variable salary is calculated, in the event of pregnancy 
benefit, in accordance with the same rules which apply to illness under Section 5 (4). 
This means:

Day of absence
Fixed annual wage plus basis 
for compensation 1-14 15-

Up to and including 7.5 base 
amounts 10% 10%

More than 7.5 base amounts 0 90%

Denominator 365 365

§ 6 Leave in connection with childbirth or adoption

Item 1 – Qualification period
Permanent employees are entitled to compensation for parental leave for days where 
the National Insurance Office pays full parental leave compensation to the employee, 
if the employee

 − has  been employed for at least 12 months without interruption and

 − at the start of the period of leave, has worked for at least six months during the   
 previous 12 calendar months (paid vacation shall be considered as time worked).
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If only the qualification requirement for work performed is satisfied at the start of the 
period of leave, compensation for parental leave shall only be paid from and including 
they day of satisfying the requirement for employment.

Item 2 -  Basis for calculating the compensation
If the level of time spent working was 100% during at least six months, full parental 
compensation shall be paid. If the employee during the 12 month period in whole or 
in part had: a lower than normal level of time spent working and this is not caused by 
illness, the parental leave shall be proportionate to the highest average level of time 
spent working during a period of in total six months (183 calendar days, including non-
working days that fall within a working period).

Example: 
Suppose that the employee is entirely on leave during 5 calendar months, works 25% 
during 1 month, 50% during two months and 75% during the remaining 4 months. The 
highest average level of time spent working during the total six months is then:

2 x 50% + 4 x 75% = 67%
                       6

or as expressed in number of days:

61 x 50% + 122 x 75% = 67%
                       183

Item 3 – Parental compensation
Parental compensation from the company is paid for a maximum of 380 days within 540 
days of the child’s birth, or the date on which the adoptive parents are granted care of the child.  

The compensation which the salaried employee receives from the                                                                 
company is a part of the fixed salary in accordance with the following table: 

Fixed annual salary
Days of absence
1–200 201–380  381–

Up to and including 10 
price base amounts 10 % 10 %  0 %

Over 10 price base 
amounts

90 % 0 %  0 %

Denominator  365/252  365/252     252 
(chapter 4 § 13)

The part is calculated after 100 percent of the fixed salary is deducted.
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Denominator 365: If the salaried employee takes out full parental benefit for seven 
or more calendar days in succession, the deduction is made/compensation given for 
the calendar days during which parental benefit is taken out. The denominator of 365 
shall be used.

Denominator 252: If the salaried employee takes out full parental benefit for less 
than seven successive calendar days, the deduction is made/compensation paid for the 
working days during which parental benefit is taken out. The denominator 252 shall be 
used. The denominator 252 shall also be used if absence for parental leave has been for 
more than 380 calendar days.

For salaried employees who do not work all days of the week, compensation shall be 
calculated as 1/252 of a fixed annual salary adjusted to full time.

Provided nothing else has been agreed in a local collective agreement, parental          
compensation is calculated for a shortfall in variable salary on the same compensa-
tory basis as for sickness (chapter 5 § 4 ) in accordance with the following table: 

Day of absence
Fixed wage plus basis for compensa-
tion 1–200 201–380 381–

Up to and including 10 price base 
amounts 10% 10% 0%

More than 10 price base amounts 90% 0% 0%

Denominator 365 365
 

252
(chapter 4, § 13)

Cost allowance is paid during the first 30 days per year and period of leave, except 
where otherwise agreed in a local collective agreement.

Item 4 
Guaranteed income is treated in the same way as fixed salary, i.e. in accordance with 
the table above.

§ 7 Salary deduction/compensation upon reduced   
   working day 
Where parental leave is taken out in the form of a reduction in the working day during 
a period of leave which amounts to at least a full calendar month, salary benefits and 
salary deductions are calculated in the same way as if the salaried employee was        
employed on a part-time basis pursuant to this agreement. For shorter period, the        
reduction for leave is made in accordance with chapter 4, § 13.
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§ 8 Compensation during temporary childcare 
Part of the fixed salary (for definition of annual salary see chapter 5, § 4) is payable as 
compensation to salaried employees who are on parental leave with temporary parental 
benefit for temporary care of their own child or adopted child or child to someone with 
whom the salaried employee lives in wedlock or similar relationship or to fathers in 
conjunction with the birth of a child (paternity leave) for a maximum of five whole or 
ten half working days per calendar year in accordance with the following table:  

Fixed annual salary
Compensation during temporary childcare
Absence days 1 – 5 Absence days 6 -

Up to and including 7.5 
price base amounts 0 %  0 %

Over 7.5 price base 
amount 80 %  0 %

Denominator 252 (chapter 4 §13)

The part is calculated after 100 percent of the fixed salary has been deducted. 
The deduction is made/compensation give for the working days during which 
leave for temporary childcare is ongoing. The denominator 252 shall be used. 
 
If normal working hours during a year are scheduled to an average of less than 
five days per week without a public holiday, the figure 252 shall be corrected to a                        
corresponding degree. If a fraction occurs, the figure shall be rounded down to the 
nearest whole number.

§ 9 Other parental leave
In the case of parental leave over and above what is referred to in §§ 5-9, a deduc-
tion for leave of absence is made for each full or part of a day of leave, calculated in           
accordance with the rules in Chapter 4, § 13.
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CHAPTER 7
VACATION
Subject to the provisions of the Vacations Act being taken into account, employees are 
entitled to an annual vacation in accordance with the following rules.

§ 1 Vacation entitlement

Item 1
In the case of a five-day week and full-time employment, vacation entitlement is in 
accordance with the Vacation Act, i.e. 25 days.

Employees who are not entitled to compensation for overtime work, receive five        
additional vacation days.

Employees who have reached 46 years of age on December 31st of the vacation year, 
receive one additional day of vacation.

If an employee receives or loses the right to compensation for overtime work during 
the course of a vacation year, the number of vacation days shall be altered accordingly. 
Retroactive changes should be avoided.

Item 2 – Vacation entitlement for part-time employees
In the case of part-time employees, the number of vacation days to which the employee 
is entitled is based on the individual working hours schedule. If the total for the vaca-
tion year is not a whole number and the first decimal is greater than zero, the total is 
rounded up to a full day.

In the case of part-time employees who work every day of the week, vacation entitle-
ment is the same as for full-time employees.

Example
A part-time employee who works Monday to Wednesday and who would be entitled 
to 25 vacation days if fully employed, receives 3/5th of 25 vacation days, i.e. 15 days.

§ 2 Vacation year
The current calendar year is both the earning year and the vacation year.
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§ 3 Paid/unpaid vacation
The right to leave for a vacation is distinct from the right to vacation pay. Vacation 
with pay is granted only to the extent that it has been earned during the calendar year.

When vacation without the right to vacation pay is drawn, a deduction for leave of 
absence shall be made in accordance with Chapter 4 § 13.

Employees whose vacation with pay does not amount to 25 days are still entitled to 
take 25 days of vacation. Unpaid vacation is regulated in the Vacation Act. Employees 
can refrain from taking unpaid days of vacation.

During the first year of employment, employees who were employed after August 31st 
are only entitled to the part of the vacation that entitles them to vacation pay. In the 
case of new employees, vacation taken while with another employer shall be deducted 
from “unpaid vacation entitlement”.

In the case of employment for less than a full vacation year or in the case of leave of 
absence that does not earn vacation pay, the number of paid vacation days is calculated 
according to the following formula:

No. paid vacation days = 

Vacation pay earning employment                     Vacation
in no. of calendar days                         X           entitlement for full year 
     365

If the result is not a whole number and the first decimal is greater than zero, the result 
is rounded up to the next whole number.

When determining the number of days of leave during the year, non-working days that 
fall during the period of leave shall also be included.

If the working hours schedule is altered, for example, due to a change in the number 
of working days per week, the vacation entitlement and the vacation earned during the 
year shall be adjusted.

Example
The adjustment is made using the following formula: (A x B) / C

A = working days per week after the change
B = annual vacation entitlement or accrued vacation for the year
C = working days per week before the change
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§ 4 Leave of absence earning vacation pay
Leave of absence from work earns vacation pay entitlement in accordance with        
sections 17, 17a and 17b  of the Vacation Act, with a certain supplement (in point B 
below). This means principally the following:

A.  Sick leave not in excess of 180 days per earning year and absence due to occupa-  
 tional injury. Absence ceases to earn vacation pay entitlement when the salaried   
 employee has been wholly or partly absent from work during an entire earning   
 year,  without an interruption longer than 14 consecutive days.

B.  Parental leave with parental pay in conjunction with a child’s birth or adoption for  
 no more than 180 days for each child or multiple birth.
 
C.  Leave during pregnancy which gives a right to pregnancy benefit.

D.  Leave for care of a child for the time when temporary parental benefit is payable   
 for no more than 120 days per earning year (180 days for single parents).

E.  Risk of contagion/infection which gives a right to contagion benefit for no more   
 than 180 days per earning year.

F.   Leave for care of dependant for no more than 45 days per earning year.

G.  Leave for education which predominantly concerns union matters or matters rela- 
 ted to union business or for sign language training with benefit rights for certain   
 parents (TUFF), provided that the absence is no more than 180 days per earning   
 year and that the leave does not give a right to vacation pay pursuant to any other  
 act.

H.  Leave due to basic training of no more than 60 days or reserve training pursuant   
 to the Act on Total Defence Duties (1994:1809), of no more than 60 days per   
 earning year.

I.  Leave pursuant to the Act on the Right to Leave of Absence for Swedish Instruc-  
 tion for Immigrants.

In addition, leave in lieu, paid leave of absence and paid vacation earn vacation pay 
entitlement. 

Days when the salaried employee would not have carried out work are also included 
in the absence period. The time limitations are determined in calendar days and apply 
irrespective of each other.
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§ 5 Obligation to provide information
Except where otherwise agreed in the local agreement, the following points apply:

Before the end of February, the employer shall inform the employee of the total        
number of vacation days for the year and how they are divided into paid and unpaid 
days respectively.

Before vacations are planned in April, it is incumbent on the employee to notify the 
employer of how he/she wishes to dispose of his/her vacation benefits, i.e. the extent 
to which

 − unpaid vacation will be taken,

 − any part of the year’s vacation is to be saved or if previously saved vacation  
 is to be taken during the year.

The employee’s requests will serve as the basis for the company’s vacation planning 
and are therefore, in principle, binding on the employee.

§ 6 Scheduling of vacation
The vacation plan for the May-December period shall be established in April at the 
latest.

The vacation plan should be ready by the middle of April and negotiations, if any, 
should be completed by the end of April. Vacation plans for vacations during the         
January-April period are drawn up in November, except where otherwise agreed in 
accordance with a local agreement.

The vacation plan is drawn up in the first instance by the management and the                   
individual employee, taking into consideration the wishes of the employee. In the 
event of failure to agree, the question can be referred at the request of either party to 
local negotiations. If the parties fail to agree after local negotiations, the employer shall 
decide on the disposition of the vacation. In this event, the employee should be notified 
of the decision no later than two months before the date of the vacation.

Employees are entitled to take a vacation of four uninterrupted weeks during the           
15 May- 15 September period.

Vacations are only scheduled on days when the employee would otherwise have 
worked, according to the individual working hours schedule. 

The right to paid vacation is matched by an obligation to take the vacation in                 
question. The main idea behind the vacation rules is to give all employees the right to 
a continuous period of leave for recreation and rest each year. It is therefore incumbent 
on managers to ensure, in every way possible, that his/her subordinate personnel take 
their statutory and contractual leave for vacation.
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Employees who, owing to sickness, request that their accrued vacation entitled be       
accrued and taken at a later date, are obliged, if necessary, to verify that they were 
unable to work. This is best done by presenting a medical certificate.

If the vacation granted is arranged so that it is impossible for the untaken part of the 
annual vacation that cannot be saved to be rescheduled before the end of the vacation 
year, employees should begin their leave of absence by first of all drawing these days 
of vacation.

§ 7 Order of priority for taking vacation days
When vacations are taken, this reduces the accrued vacation days in the following 
order:

 − current year’s paid vacation,

 − current year’s unpaid vacation in so far as the employee has given notice of  
 his wish to take such leave,

 − saved vacation.

§ 8 Right to save vacation
A full-time employee is entitled to save up to five days out of each year’s earned 
paid vacation for a later vacation year. The accumulated number of vacation days may 
amount to no more than 35 in the case of employees who work a five-day week. In the 
case of part-time employees who work for less than five days a week, the maximum 
number of accumulated vacation days is calculated in proportion to the individual’s 
working hours schedule.

Saved vacation days are registered as a number of working days on the basis of the 
individual’s working hours schedule and are not altered on account of changes in the 
schedule.

Saved vacation days shall be scheduled in the same order as the normal vacation but 
with the following points being observed: When at least five saved vacation days 
are taken, the employee is entitled to take these and the vacation leave for the full 
year sequentially. However, employees are not entitled to take this extended vaca-
tion during the May-September period. Employees should, if possible, be given the                      
opportunity to take both saved days and vacation for the full year sequentially at the 
time the employee prefers. However, this is conditional on it not causing any particular 
inconvenience to the company’s operations or serious disturbances to the scheduling of 
other employees’ vacations, also taking their wishes into account.
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§ 9 Calculation of vacation pay

Item 1 – Vacation pay - fixed salaries 
In cases of vacations with pay, the fixed salary is paid in accordance with the same 
salary principle, applied to the salary and degree of employment at the time when the 
vacation is taken. Consequently, when the current year’s vacation and saved vacations 
days are taken, the fixed salary benefits remain unchanged. If the salary system is 
altered, measures shall be taken to ensure that there is no over/under-compensation.

Item 2 – Vacation pay - variable salaries 
Vacation pay corresponds to 13 per cent of the variable salary accruing during the 
financial year. If the employee is entitled to more than 25 days of vacation, this per-
centage rate is increased by 0.52 percentage points for each day by which the annual       
vacation entitlement exceeds 25 days. Vacation pay for variable salaries is calcula-
ted on the basis of the annual vacation entitlement, regardless of whether the ability 
to save vacation days has been used or not, and whether or not part of the vacation          
period does not otherwise entitle the employee to vacation pay. If the salary system is 
changed, measures shall be taken to ensure that there is no over/under-compensation.

Vacation pay for variable salaries shall be disbursed no later than in connection with 
the annual wage reconciliation.

Item 3 – Vacation pay – compensation for overtime and extra  
time, hourly compensation and compensation for inconve-
nient working hours 
Employees are entitled to statutory vacation pay of 12 per cent of the compensation 
paid for overtime, extra time, hourly compensation and compensation for inconvenient 
working hours during the vacation year. This vacation pay shall be paid no later than 
three months after the expiry of the vacation year, except when otherwise agreed in a 
local collective agreement.

Item 4 - Vacation pay - saved vacation
Vacation pay on variable salaries is disbursed in connection with the annual wage       
reconciliation for the earning year. If saved vacation has been taken, only the fixed 
salary component is paid. If the salary system is altered, measures shall be taken to 
ensure that there is no over/under-compensation.

§ 10 Vacation supplement
Employees who are covered by the agreement referred to Chapter I § 1, receive a         
vacation supplement of 1.25 per cent for each paid vacation day, calculated on the 
fixed monthly salary at the time the vacation is taken.
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For variable salary components, the supplement is calculated on 1/12th of the financial 
year’s or previous year’s variable salary. If the salary system is altered, measures shall 
be taken to ensure that there is no over/under-compensation.

For hourly wages, the supplement shall be calculated as

(159 x hourly wage x hours worked x 0.096 x 0.0125)
                                   7.75

Example: 

Hourly wage = SEK 110. Hours worked = 20.

Vacation supplement = (159 x 110 x 20 x 0.096 x 0.0125) /7.75

The vacation supplement will be in total SEK 54.16 for the 20 hours.

If the salary system is altered, it is important to ensure there is no over/under compen-
sation.

The vacation supplement of 1.25 percent for part-time salaried employees who do not 
work every day of the week, shall be calculated on the basis of the vacation entitlement 
pursuant to section 1 item 2. However, the supplement shall be calculated on the basis 
of full-time salary.

The vacation supplement of 1.25 per cent is paid at the same time as the regular salary 
payment in connection with or immediately after the vacation, except where otherwise 
agreed in a local collective agreement.

§ 11 Vacation compensation and vacation pay in     
certain circumstances

Item 1 – Vacation compensation at end of employment
Earned paid vacation which is not taken out before employment ceases shall be paid 
as vacation compensation.

For salaried employees whose employment comes to an end before the end of the 
calendar year, for reasons other than redundancy, illness or the employer’s rescission, 
a deduction from the salary is made for the part of vacation taken out which has not 
been earned when the employment ceases. If the salaried employee has saved vacation 
days, set off shall take place in the first place against these before a deduction in salary 
is made. 

Vacations may only be scheduled for a period when the employee is working out 
his notice with the employee’s consent. Vacation which is earned after six month’s            
period of notice may, however, be scheduled to that part of the period of notice without      
consent.
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Item 2 – Vacation pay for vacation which has not been taken 
out
Earned paid vacation which has not been possible to schedule during the vacation year 
shall be paid as vacation pay if it is not saved in accordance with the rules in § 8.

Vacation pay during ongoing employment is calculated on the basis of the salary which 
applies at the end of the earning year and otherwise in accordance with the rules in item 
3, paragraphs 2-4. 

Payment of vacation pay pursuant to this item shall take place no later than two months 
after the end of the vacation year. Payment of vacation pay on variable salary shall take 
place no later than one month after the annual settlement.

Remarks 
The parties are reminded of their obligations under § 6, paragraph 6 for both the   
employer and the salaried employee to make efforts to enable vacation to be taken out.

Item 3 – Calculation of vacation compensation etc.
Vacation compensation at the end of employment is calculated on the basis of the      
salary that applies on the last day of employment. Saved days are compensated for in 
the same way as the year’s unclaimed paid days of vacation.

Vacation compensation per day for fixed salary or fixed salary components shall 
amount to 1/252 of the current fixed salary. For part-time employees who work some 
full days each week, the vacation compensation per day shall be calculated on the basis 
of the equivalent full-time salary.

Vacation compensation for variable salaries is calculated according to § 9 Item 2.

In connection with payment of vacation compensation, the vacation supplement under 
§10 shall also be paid.

Payment of vacation compensation shall take place no later than one month                         
after employment has ceased. Payment of vacation compensation on variable salary 
shall take place no later than in conjunction with the annual settlement if there exist                       
obstacles to calculate the vacation compensation earlier.



50

Chapter 8 – Compensation for union duties

CHAPTER 8
COMPENSATION FOR UNION 
DUTIES

§ 1 Leave
Employees are entitled to leave pursuant to the Act concerning the Position of Union 
Representatives at the Work Place.

Note in the minutes
The term work place, in the Act, refers - as far as the union activities of the union 
branch’s board are concerned - to the entire company.

§ 2 Wage deduction for fixed wage components
In the case of leave from work for union duties which does not entitle the employee 
to retain the benefits of employment, a deduction for leave is made from fixed wage 
components in accordance with Chapter IV § 11.

§ 3 Compensation for estimated loss of variable wage 
components
In the case of leave which entitles the employee to retained benefits of employment, 
the employee receives compensation for the estimated loss of variable income.

The amount of compensation is determined by the basis for compensation and the 
duration of the leave. Firstly, the average income for the immediately preceding                
three years is calculated. The average income is then adjusted to take into account the 
ratio between the guaranteed income for the year and the guaranteed income for the            
immediately preceding year. No adjustment shall be made if the ratio is less than 1.0. 
The adjusted average income shall amount to a maximum of 24 times the base amount 
that applied at the beginning of the financial year. 

The basis for compensation consists of the adjusted average income calculated in        
accordance with the preceding paragraph, after the same has been reduced by the 
year’s fixed income components and then raised by 20 per cent to compensate for the 
necessary preparation and completion work.

8
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Time entitling to compensation 8.00 a.m.-5.00 p.m. The actual time of the meeting, 
and travel time between 8.00 a.m. and 5.00 p.m. in connection with the meeting, are 
deemed to be times entitling the employee to compensation.

Any period entitling to compensation that does not amount to two hours does not        
entitle the employee to compensation.

Any period entitling to compensation that amounts to two but not to four hours entitles 
the employee to half the daily compensation, which corresponds to 1/496th of the basis 
for compensation.

Any period entitling to compensation that amounts to four hours or more entitles the 
employee to a full daily compensation, which corresponds to 1/248th of the basis for 
compensation. 
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Appendix 2 Minutes of negotiations October 17, 2011
Guidelines for salary discussions

Guidelines for “salary discussions” in connection 
with salary reviews
These mutual guidelines are an example of how the ”salary discussion model” should 
be applied. 

Preparation
Company management
• Salary policy
• Economic realities
• Criteria for salary determinations
• Need to train employees and managers in charge of  salary review 
• Review of aids and support
• Power of the managers

During joint salary negotiations (chapter IV, § 1) the following shall be deter-
mined:

• The salary policy of the company
• The conditions for increasing salaries
• Criteria and prerequisites for salary discussions
• How to follow up the salary discussions
• How the company’s salary policy and the prerequisites shall be made known   
 within the company

Manager in charge of salary reviews
• Shall have significant experience from salary policy and criteria for salary review
• Shall prepare the salary discussions by

 – Finding all necessary facts
 – Justify salary proposals with factual arguments
 – Book sufficient time to a meeting without disruptions
 – Prepare the employee of the layout of the discussion
 – Plan the discussion well in advance

The employee
• Shall have significant experience from salary policy and criteria for salary review
• Shall prepare the discussion by

 – Finding all the necessary facts
 – Justify salary proposals with factual arguments
 – E.g. contact the local union, check previous notes from salary discussions,   

  find statistics etc.

Salary discussions in companies without a local union
• If necessary,  the employee may contact the FTF centrally
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Guidelines for salary discussions

Carrying out the discussion
• The discussion shall take place in an undisturbed environment and if possible,   
 somewhere neutral.
• Agreement should be reached on the points to be discussed and by using factual   
 arguments:

 – describe current duties and goals reached
 – discuss the salary compared to the current and future duties and responsibi-  

  lities
 – agree on the salary

• When the parties do not agree on the employer’s salary proposal, the proposal   
 shall apply until the co-determination negotiations have been completed.

• The outcome shall be documented in two copies

• Factual arguments for the salary shall be documented

• The view on how the discussion was experienced qualitatively shall be documen- 
 ted

• It shall be possible to adjourn the meeting

Concluding co-determination negotiations 
• Review discussions where parties did not agree, with the starting point in the       
 current agreement and salary policy
• Review discussions which clearly violate the basic principles for the negotiation   
 above
• Notice in particular employees who have had salary increases under 50% of the   
 agreed salary increase for FTF members at the company (see chapter IV, §3) over  
 three consecutive years

Experience gained
• Which parts went well/not so well?
• What is the experience of the local union?
• What impression do managers and employees respectively have of the discussions
 (see documentation of quality above)?
• What needs to be changed for the next round of salary discussions?
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