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>>>> |INTRODUCTION

INTRODUCTION

This guide has been written for employers who are planning to or have
already recruited employees from abroad. Companies are often not suf-
ficiently informed on how to recruit foreign labour, and, therefore, find
the process difficult, resulting ultimately in the abandonment of the idea
or an unsuccessful recruitment effort. The aim of this guide is to facili-
tate the process for both the employer and the employees. It aims to
assist foreign employees in adapting to the country, and to provide them
with access to information regarding employment and life in Finland.The
guide may also prove helpful to foreign businesses operating or initiating
operations in Finland, and other organisations looking to recruit for-
eign workers. The information found in this guide was collected from a
number of authorised local and state sources and combined to form a
concise and unique format. This English version of the guide is intended
for the use of employees and employers who may not have a mastery
of the Finnish language. Unfortunately, the text is not yet available in any
other language.
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2. Recruiting employees from abroad

The freedom of movement within the EU states is one of the basic
freedoms guaranteed by EU legislation, and includes the right to live
and work in any other EU member state. It also incorporates the right
to equal treatment and absolute indiscrimination. For employers, this
signifies the right to utilise the recruitment services of the Finnish la-
bour administration in the search for employees from countries within
the EU/EEA area*. The employment office can only assist employers
looking to recruit from within the EU internal market region, since the
movement and employment of nationals in countries outside of this re-
gion are restricted. In terms of foreign recruitment, the activities of the
employment authorities is guided and regulated by international agree-
ments, national legislation and sovereignty.

Foreign recruitment may also involve the recognition of qualifications,
whereby professional qualifications and degrees earned abroad are
given decisions of recognition in Finland. This process determines the
qualification level of the foreign degree within the Finnish labour mar-
ket,and may also determine the right to practice a specific profession.

*Austria, Belgium, Bulgaria, Cyprus,Czech Republic,
Denmark, Estonia, Finland, France, Germany, Greece,
Hungary, Ireland, Italy, Iceland, Latvia, Liechtenstein, Lithuania,
Luxembourg, Malta, the Netherlands, Norway, Poland,
Portugal, Romania, Slovakia, Slovenia, Spain, Sweden,
United Kingdom.Also Switzerland with an agreement

of free movement.

2.| Eures

EURES (EURopean Employment Services) was
established to serve employers and to help
jobseekers looking to work abroad. EURES
operates within the EU/EEA area, in which
EU nationals have the right to the freedom of
movement. The EU/EEA area is the common
labour market region of the European Union,
and the EU seeks to promote the cross-bor-
der movement of the European labour force
within this area. The EURES network includes
the public labour administrations, employer
and employee organisations, chambers of
commerce, and universities in the EU member
states. EURES is both an Internet service and
a personal recruiting service based on a net-
work of EURES advisers. There are nearly 700
EURES advisers in the EU/EEA area. In Finland,
EURES advisers can be found in all major cit-
ies. In Turku, there are three EURES advisers,
of which one, the author of this guide, is spe-
cialised in serving the employers of southwest-
ern Finland.

EURES’ European Job Mobility Portal —
www.eures.europa.eu - provides information
on living and working abroad, and on the labour
market situation in the EU/EEA area.This infor-
mation may prove helpful to employers who
are looking to begin the recruitment process,
but they may also opt to personally contact

their nearest EURES adviser, who is an expert
on the European labour market. The Portal also
provides a CV bank from which employers can
search for suitable job applicants.

Employers also have unlimited access to
utilise and advertise in the EURES job vacancy
database on the Finnish labour administration’s
website (www.mol.fi). If the employer wants to
specifically market a position to European job-
seekers, the job can be marked with an EU flag
and be published in the EURES listings at the
top of the list for each country. Employers who
have entered into an online network agreement
with the employment office are able to choose
for themselves whether or not they would like
to advertise a vacancy using an EU flag.

The European Union supports the EURES
organisation by maintaining electronic services,
providing basic and further training to EURES
advisers, and partially financing EURES activi-
ties. The purpose of the European Commission
activities is to strengthen co-operation within
the EURES advisers’ network, promote labour
mobility within the EU/EEA area, and to equal-
ize the fluctuation in labour demand and supply
within the area.The aim is to create a common
European labour market in which regional un-
employment and labour shortages would com-
pensate for one another.

2.2 Eures recruitment process

Employers may use the services of EURES
as needed, either independently or with the
personal assistance of an EURES adviser. As
mentioned above, they have free access to the
‘Living and Working’ database, the CV database
and the job vacancy list.

Although an employer may already have its
own recruitment channel, there may still be a
need for additional information concerning, for
example, issues related to foreign employees
entering Finland or the application of social
security in such situations. EURES advisers can
provide employers with individual and case-re-
lated information, as well as information about
labour availability and qualification levels in the
EU area.After receiving all this information, em-
ployers are free to decide whether or not to
initiate the recruitment process.They may also
participate in the recruitment fairs organised
by the EURES network.

If an employer decides to initiate the re-
cruitment process with the help of an EURES
adviser, the first step is to clarify the job de-
scription and the type of employees the em-
ployer is seeking. Together, the adviser and em-
ployer decide whether the applicants will be
sought from a specific country, and which types
of application methods will be used. They will
also jointly decide in which language the ad-
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vertisement should be published and who will
do the translation. At this point, the decision
will also be made as to whether the applicants
will be interviewed, where the interviews will
take place and who will carry out the inter-
views. Upon an agreement for such services,
the EURES adviser can be sent to the target
country to carry out preliminary interviews
on the employer’s behalf. The EURES adviser
in the target country may also make the pre-
liminary selection and invite the applicants to
an interview. It is jointly decided whether the
employer, an EURES adviser in Turku or a local
EURES adviser will handle the enquiries and
acceptance of applications. These practices may
differ; however, in different countries.

Once the applications have arrived and
the suitable applicants have been selected, the
interviewing process may begin either by tele-
phone or video conferencing. The employment
office in Turku is equipped with video confer-
encing equipment for interviewing. An EURES
adviser in Turku will set up a video conference
with the local EURES adviser.The local EURES
adviser is then responsible for trying to arrange
the use of video conferencing equipment for
the applicants to be interviewed. An employer
may also opt to travel to the country in ques-
tion to conduct the interviews personally. In
this case, the local EURES adviser is helpful in
arranging the interviews. An EURES adviser
from Turku may also travel with the employer
to assist with the arrangements. In this case, the
employer is responsible for its own travel ex-
penses, and the EURES adviser will pay his/her
own expenses.

Once the selection process is completed,
the employer and the EURES adviser decide
who will notify those who have been selected
and those who have not. The EURES adviser
provides information about the employee’s en-
try into Finland, registration procedures, and
matters related to social security and taxation.
This guide also provides an overall look at the
important issues for foreign employees that
are planning to move to and settle in Finland.
For accommodation and other related issues,
employees entering Finland can turn to the lo-
cal EURES adviser or the ‘Tervetuloa Turkuun’
(Welcome to Turku) office.

The services of the EURES adviser pre-
sented in this guide are free of charge for em-
ployers.A fee will be charged, however, if the
employer requires services which are further
tailored to its specific needs, such as arrange-
ments for conducting suitability assessments.

2.3 Recognition of international-
qualifications and the europass

The recognition of foreign qualifications signi-
fies a decision on the value of foreign degrees
and qualifications within the Finnish labour
market or for further studies in Finland.

The Finnish National Board of Education
confirms the eligibility of foreign qualifications
for civil service posts and positions in Finland.
The eligibility requirements for these positions
may call for a certain level of education, or spe-
cific Finnish qualifications or studies. Generally
speaking, a certificate of foreign training, as is,
does not always directly confer eligibility, but
requires the additional decision of recogni-
tion provided by the Finnish National Board of
Education. Employers in the private sector may
choose to independently evaluate the eligibility
of foreign qualifications in their search for suit-
able job applicants. A decision of recognition
from the Finnish National Board of Education
is often not required for jobs in the private
sector, but it may prove helpful in determining
the level of an applicant’s qualifications.

In addition to issuing decisions of recogni-
tion, the Finnish National Board of Education
gives advisory statements on foreign vocational
qualifications. These statements do not confer
eligibility for civil services posts and positions,
but may prove helpful, for instance, in a job
search.The statement details the content and
level of the training, and provides examples
of the types of positions which this particu-
lar training qualifies one for in the country in
which the training was given.

A decision of recognition may only be is-
sued upon application. The Finnish National
Board of Education will only issue a decision of
recognition for foreign academic degrees which
have been completed in three years or more in
an official university, and which are considered
to be equivalent to a corresponding academic
degree in Finland. In certain cases, a decision
of recognition may be granted for a shorter
period of training. Each application is handled
separately and the decision of recognition is
made independently for each case.The deci-
sion will also, if necessary, specify any additional
requirements, such as supplementary studies or
work experience. The recognition of qualifica-
tions is not automatic even within the EU, nor
is it possible to formulate a set list of equiva-
lencies for the qualifications of different coun-
tries. The right to practice a particular profes-
sion is granted by the relevant authorities. This

right is required for health care professionals,
veterinary surgeons, chartered public finance
auditors, chartered accountants, advocates and
seafarers.Within the field of health care, cer-
tain professions also require certification and
registration in the Central Register of Health
Care Professionals maintained by the National
Authority for Medicolegal Affairs. These profes-
sions include public health nurses, physicians
and pharmacists. The field of health care in
Finland also maintains a list of protected oc-
cupational titles.

EUROPASS

The Europass is a tool for all
European citizens to assist in
demonstrating their knowledge
and competence. The Europass
documents are in the same for-
mat for all of the EU/EEA coun-
tries, facilitating the employers’
ability to easily compare the
education, competencies, lan-
guage skills and work experi-
ence of applicants. The Euro-
pass serves as a practical tool
for the employer in the inter-
national recruitment process,
and consists of five documents,
including the Europass CV, the
Europass Language Passport,
the Europass Mobility docu-
ment, and the Europass Certifi-
cate Supplement and Diploma
Supplement. More information
about the Europass is available
on the website of the Finnish
National Board of Education at
www.oph.fi/europassi.
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3. Moving to Finland

3.1 Necessary permits

EU/EEA nationals entering Finland are not re-
quired to have a work permit to start work-
ing, since the freedom of movement is one of
the basic rights within the EU.The freedom of
movement and the right to work also apply
to the family members of the EU national, in-
cluding spouses and all children under the age
of 21, if the family moves to another EU/EEA
country as a result of the employment of the
EU national, even if those family members are
not EU citizens. Customs officials may require
such family members to have a valid visa.
Citizens from outside of the EU/EEA area,
known as third country citizens, are required
to have a worker’s residence permit.This
does not include foreigners who already have
an unlimited or limited right to work in Finland.
The worker’s residence permit is issued either
on a permanent or fixed-term basis. A fixed-
term residence permit is granted in accordance
with the term of residence as a continuous ‘A’
permit or temporary ‘B’ permit. The first fixed-
term residence permit is generally granted for
a period of one year, even though the employ-
ment relationship is considered valid until fur-
ther notice (permanent). While it is possible
to seek an extension to the permit, they can
be extended for no more than three years at
a time for a person with a continuous resi-
dence permit and no more than one year for
someone with a temporary residence permit. A
worker that has been working in Finland for a
continuous period of four years with a continu-
ous ‘A’ permit may then be granted a perma-
nent ‘P’ permit. An employee working under a
temporary ‘B’ permit may not be granted the
permanent permit unless his/her status in the
country changes, for instance, due to marriage.
There are significantly more limitations on the
application of social security for those work-
ing with a ‘B’ permit when the work lasts less
than two years.The employment office will not
accept workers with a ‘B’ permit to register as
jobseekers when their work ends or decreases,
since the expectation is for the worker to re-
turn to their own home country once the job
they received the permit for has ended.
When considering whether to approve
the granting of a permit to enable a foreign

worker to work in Finland, the employment
office first determines whether comparable
labour can be found within Finland in a rea-
sonable amount of time.This means that the
job must be advertised openly on the www.
mol.fi website of the labour administration in
order to establish the availability of domestic
applicants.The salary and terms and conditions
of employment must correspond to the collec-
tive bargaining agreements valid in Finland.The
employment office may request the input of
the occupational health and safety authorities
regarding the propriety of the central terms
of the employment relationship. The purpose
of this process is to secure the livelihood of a
foreign worker through gainful employment in
Finland. The considerations of the employment
office are thereby based on the availability of
domestic labour, the appropriateness of the hir-
ing of a foreign worker; and an assessment of
the reliability of the employer. It is also neces-
sary to clarify whether the employer has con-
scientiously fulfilled all its required obligations.
The Directorate of Immigration will make the
final decision and determine whether the ap-
plicant satisfies the other requirements to stay
in Finland. If the employment office’s portion
of the decision is favourable, and there are no
foreseeable obstacles for residence in Finland,
meaning that the applicant is not viewed as
endangering public order and security, public
health or Finland’s international relations, the
Directorate of Immigration will grant a resi-
dence permit. The decision to grant an exten-
sion to the permit is made by the local police,
who will determine the existence of any pos-
sible obstacles concerning public order and
security.

The application can be submitted by either
the employee or the employer. The application
may be submitted to the Finnish mission abroad
or, within Finland, with the local police or em-
ployment offices.With certain exceptions, most
applications are submitted abroad prior to
coming to Finland. A set fee is charged for the
process of handling a worker’s residence permit
application.The handling fee for the first work-
er’s residence permit application is 175 euros.
If the application is submitted to the employ-
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ment office, it must include an attached copy
of the payment receipt that shows that the fee
has been paid to the Ministry of Labour’s bank
account, Nordea 166030-101447.If the ap-
plication is submitted elsewhere, the fee may be
paid directly in cash. In addition to the worker’s
residence permit application and the payment
receipt, the application must include a copy of
the employment contract if such has already
been drawn up, the completed Appendix to the
residence permit application for workers (TM
054), the completed residence permit applica-
tion (UVII0I) of the Directorate of Immigra-
tion, a copy of the employee’s passport and
two passport photos.The work permits for the
southwestern region of Finland are handled by
the work permit division of the Tampere em-
ployment office. Therefore, applications may
be sent directly to their office or submitted
to a local employment office, which will then
forward the application on to Tampere. If nec-
essary, the work permit division may request
additional information, such as a statement of
outstanding taxes, an extract from the trade
register, a report of the company’s financial
situation or paid salaries.

A worker’s residence permit entitles the
bearer to work in one or several professional
fields. Under special circumstance, the permit
may also be limited to cover only work for a
specific employer. The worker’s residence per-
mit consists, therefore, of the partial decision
of the employment office, and the permit deci-
sion of the Directorate of Immigration or the
local police authorities. This permit, however, is
not an employment contract, and thereby does
not legally signify any obligation on the part of
either the employee or employer.The central
terms and conditions concerning the work of
foreign employees are stated in the Register of
Aliens, to which the occupational health and
safety authorities have direct access. Both the
employee and the employer have the right to
appeal the final decision and the contributing
statement of the employment office.

A worker’s residence permit is not neces-
sary for certain jobs defined in the Aliens Act
(such as experts, specialists, one working less
than three months at gathering/taking care of
berries and vegetables, athletes, trainers and au
pairs). In these cases, the employer cannot sub-
mit an application on behalf of the employee.
The employee must independently find out
about the necessary permit procedures from
the Directorate of Immigration or Finnish mis-
sion abroad.

The employer has the right, free of charge, to
request an advance decision from the employ-
ment office regarding the labour market re-
quirements for permit approval. This decision
is valid for a fixed period.

The application for a residence permit for
a self-employed person is a similar procedure
when the applicant is not an EU/EEA citizen.
The application for this type of permit may only
be submitted personally by the foreigner.The
regional Employment and Economic Develop-
ment Centre (T&E Centre) will evaluate the
profitability of the intended trade. In Turku, this
matter is handled by the Business Information
Centre, Potkuri. The final decision is made by
the Directorate of Immigration or, in the case
of extended permits, the local police.

3.2 Registration process
in Finland

3.2.1 Registration of EU citizens

All EU citizens and citizens of Liechtenstein and
Switzerland must register in Finland for any pe-
riod of longer than three months. This registra-
tion is carried out with the local police, except
in the case of Nordic citizens, whose registra-
tion is handled by the local register office in
accordance with the Inter-Nordic Migration
Form. Once the requirements for registration
have been determined, the person will receive
a written registration certificate establishing
his/her right of residence as a citizen of the
European Union.

A family member who is not a resident of
an EU country or an equivalent person, must
apply for a residence card. Family members
have the right to seek paid labour or work
independently as a self-employed person re-
gardless of their nationality. A family member
constitutes a spouse or cohabitating adult, who
is a legally registered partner to the EU/EEA
citizen, regardless of gender, as well as all of
the family’s children under the age of 21 who
are dependent upon the income of the EU/EEA
citizen.

Registration and the residence card are
proof of the person’s right of residence, but are
not considered residence permits in the strict
sense of the word. A certificate of registration
proves that an EU citizen’s right of residence
has been entered in the Register of Aliens.

Once an EU citizen and his/her family
members have lived in Finland for a period
of four years, they may apply for a permanent

An employer who is hiring a for-
eign employee is obligated to en-
sure that the employee has the
right to work and the right to
practice a profession in Finland
(such as health care workers).
The employer should supply the
employment office with infor-
mation regarding the terms and
conditions of the job, and provide
the name of the foreign employee
and applicable collective bargain-
ing agreement to the workplace
shop steward, entrusted person-
nel and labour protection dele-
gate. This information is unneces-
sary if the employee is a citizen
of an EU state or an equivalent
person, his/her family member,
or a foreigner holding a perma-
nent residence permit. Employers
must store, at their workplace,
information about the foreign
workers in their service and the
grounds for their right to work
so that, if necessary, they are
easily accessible to occupational
health and safety authorities. The
information must be kept for
four years after the employment
relationship has ended.
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residence card.The permanent residence card
is not mandatory, since registration and the
basicresidence card are considered sufficient
measures and documentation.

Depending on the grounds for application, the
following documents are required when regis-
tering one’s right of residence:

* Basic information form

* Clarification of family ties

* Marriage certificate

* Information on the principal terms of
employment provided by the employer

* Definition of trade

* Certificate of study

* Account of the applicant’s
means of support

* photograph

* national identification card or passport

* other documents requested by the
Finnish authorities

3.2.2 Acquisition of personal
identity card

In accordance with the Municipality of Resi-
dence Act (201/1994), the local police may
grant an identity card to those foreigners who
are permanently residing in Finland, are reg-
istered in the Population Information System,
and whose identity can be reliably proven.This
identity card may not be used for travelling out-
side of Finland since it is not a travel document.
Upon the applicant’s request, personal health
insurance information can be added to the
identity card, if the applicant has been approved
within the Finnish social security scheme.An
identity card that includes the bearer’s health
insurance information may be used in the same
manner as a Kela card, for example, in pharma-
cies and medical clinics. The identity card may
also be used for identification purposes in elec-
tronic services.

An application for an identity card must
always be personally submitted to the local po-
lice. The applicant must also provide

* Two photographs (preferably
black/white)

* Proof of identity (such as a passport)

* If the applicant is under 18 years of
age, the consent of the applicant’s
guardian or parent

Additionally, the police can, upon application,
exchange a driver’s licence granted by anoth-
er EU/EEA country for a comparable Finnish
driver’s licence.

3.2.3 Municipal registration with the
local register office and acquisition of
the Finnish identity number

The basic information about every individual
living in Finland is registered in the Population
Information System.The Population Register
is maintained by the local register office.The
information recorded in the system includes
a person’s name, date of birth, nationality,
marital status and address. The municipality of
residence is also recorded for a person who
moves to Finland if that person intended on
permanently living here and has a residence
permit for more than one year. EU and Nordic
citizens are not required to have a residence
permit. Citizens of the Nordic countries are
not required to personally notify the local reg-
ister office, but they need an Inter-Nordic
Migration Form from the registration au-
thorities in the country of origin for the pur-
poses of registration in Finland. Citizens of the
Nordic countries are also required to register
with the local register office if their information
is recorded in the Population Information Sys-
tem for the purposes of acquiring an identity
number. Prior to registration in the Population
Information System, EU citizens must register
with the local police. In connection with this
procedure, EU citizens will also be asked to
show their registration certificate.

Foreign citizens must personally provide
the local register office with their personal in-
formation for the purposes of registration and
a written notification of their change of address;
in other words, the person must already have
new address information at this point. At the
same time, the person applies for a personal
identity number, which facilitates the registra-
tion of that individual’s personal information.
During this registration process, the individual
will be asked to show his/her valid passport
and other certificates, including the valid resi-
dence permit which entitles a stay of no less
than one year in Finland, and a birth certificate.
Foreigners are required to provide the same
personal information for registration as are
Finnish citizens.The documents provided must
be either certified originals or certified and no-
tarised copies of the originals.The local register
office provide further information about the
certification process. All documents in Finnish,
Swedish or English will be accepted. This reg-
istry information is used, for example, in the
organisation of public elections, taxation, health
care, judicial administration and statistics.

Careful use of the identity num-
ber reduces the possibilities
for error in the registers, and
thereby increases personal data
security. The identity number is
not always essential. Often, daily
matters can be handled by simply
using one’s own name.

Any persons coming to Finland
from Estonia, Lithuania, Latvia,
Hungary, Slovenia, Slovakia, the
Czech Republic, Poland, Bulgaria
and Romania to work for a pe-
riod exceeding |4 days must reg-
ister with the local employment
office if they have not registered
with the local police.The duration
of their work appointment of less
than three months but more than
|4 days is also registered in the
Finnish Register of Aliens. This is
a provisional law which replaces
the so-called Transition Period
Act.




>>>> MOVING TO FINLAND

All those registered in the Finnish Population
Information System may request an extract (of-
ficial certificate) from the system, for example,
for the acquisition of a regional bus card, pro-
curement of housing, or for their employer.An
official certificate may be ordered from any lo-
cal register office. The extract contains the indi-
vidual’s personal information, including their full
name, personal identity number, place of birth,
marital status, registration authority, home do-
micile and address.When necessary, the cer-
tificate may also include information about the
individual’s spouse, children and parents, if this
information is available in the system.

In accordance with the law, a person who
is moving must make an official notification of
the move within seven days of the date of the
move. If the move is within Finland, the notifica-
tion may be carried out by telephone, e-mail or
mail. If the person is moving out of Finland, he/
she must provide notification both by written
notification form and e-mail. Change of address
forms are available from many offices, such as
Kela, the local post office or tax office. The ob-
ligation to notify the authorities of a change
of address also applies to foreign citizens who
have either a permanent or temporary resi-
dence in Finland.

A Finnish personal identity number is given
when a child’s birth or a foreigner’s entry to
Finland is registered in the Population Informa-
tion System.An individual may only be given
one personal identity number. Eligibility for the
identity number is granted to Finnish citizens
who were born in Finland or abroad on the
basis of their birth certificate, or to foreign-
ers whose residency in Finland is permanent
or has lasted a minimum of one year.The iden-
tity number is an identification method which
individualizes a person even more specifically
than their name.There are people who share
the same name, but no two persons have the
same identity number.The identity number re-
mains unchanged throughout a person’s life and
serves as a permanent means of identification,
regardless if the person changes his/her name.
Identity numbers have been used in Finland for
more than 25 years.

Foreigners who are only residing in Finland
for a short period may also receive an identity
number if such is necessary, for example, for
their job. In this case, however, the job must last
longer than three months. In some cases, family
members living abroad may also be granted a
Finnish identity number.

The identity number is necessary for the
payment of salaries and commissions, in order
to ensure that the money is paid to the correct
individual. The number is also used for matters
concerning social security and pension. The

identity number is also required by tax authori-
ties for the administration of paid taxes and
tax-related payments, and for bank transactions.
Generally, the identity number is necessary for
any dealing with the Finnish authorities.

3.2.4 Registering for Finnish
social security

Foreigners planning to reside in Finland for a
longer period of time should always visit their
local Kela office to ask about eligibility for Finn-
ish social security once the other aforemen-
tioned registrations have been taken care of.
Kela will request that you complete application
form Y77, which is an application for coverage
under the Finnish residence-based social secu-
rity scheme upon moving to Finland. They will
also be asked to show some proof of identity,
a residence permit or a registration certificate
as an EU citizen. Other related documents may
also be requested. The local Kela office pro-
vides foreigners with information about any
supplementary documents that are required.
Those who are applying for social security on
the basis of their employment will be required
to clarify the terms of their employment rela-
tionship, by showing, for example, an employ-
ment contract and salary receipt, or a written
account by the employer from which Kela can
clearly see the duration of the applicant’s em-
ployment relationship, the working hours, the
salary amount and the existence of employee
pension insurance. On the basis of the applica-
tion, a decision will be made as to whether that
person is eligible for Finnish social security and
the related Kela card.The Kela card is proof
that one is covered by Finnish social security.
A person is considered as residing in Fin-
land if he/she has a permanent home where
he/she primarily lives on a full-time basis or
at least half of the time. Permanent residence
means, in practice, that the person has lived
here for a minimum of two years. People who
fulfil this criteria by living and working in Fin-
land, regardless of their nationality, are eligible
for coverage within the Finnish social security
system.Those who work and live in Finland for
a period of less than two years are, under cer-
tain conditions, also entitled to social security.
The decisive factor for being considered eli-
gible for social security is whether or not the
employment relationship lasts more than four
months. EEC Regulations 1408/71 and 1612/38
prescribe the application of social security for
EU/EEA citizens and third country citizens who
legally reside in an EU member state. These
regulations improve the social security rights
of those employees and their family members
in cases where the employment lasts less than
two years, but more than four months. Also,
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those employees for whom these regulations
apply and who workin Finland for less than four
months are also entitled to public health care
and occupational health care services. Anyone
coming from outside of the EU/EEA area does
not have this right.

The application of Finnish social security
legislation is a relatively complex matter which
is difficult to explain in any short, unambiguous
manner. In all cases, it is recommended that the
employee apply to Kela for a decision, since
the right to social security affects many other
issues, such as those described later on in this
guide. If the foreign employee has been granted
only partial social security or no security, this
information will assist the person in handling
matters appropriately in Finland, such as making
decisions about private health insurance or the
postponement of the family’s move to Finland
until such a time as the continuation of the
employment relationship has been assured.

Once someone has moved away from Fin-
land, he/she is no longer considered a resident
nor eligible for residence-based social security.
If the stay abroad lasts longer than one year, the
move is considered to be permanent. Anyone
moving abroad must notify Kela and return the
Kela card.

Kela card (personal health insurance card)

Every permanent resident of Finland or those
eligible for Finnish social security will be issued
a Kela card (without a photo).All those aged
16 years or older must personally sign the Kela
card.All other information on the card is filled
out by the Kela office. The card is necessary
for purchasing prescription medications from
the pharmacy, since the price of the medicines
are then reduced by the state health insurance
reimbursement.

A Kela card with a photo may be used for
identification purposes in banks and post of-
fices. It is not, however, valid identification for
travel abroad. This card is available for a fee and
must be applied for in person.

* Apply for the card in person from
the local Kela office.

* Be prepared to provide photo identifica
tion, such as a passport photo

* 25 euro in cash

The health insurance information may also
be added to the identity card granted by the

police.An identity card including the bearer’s
health insurance information may be used in
the same manner as a Kela card, for example,
in pharmacies and medical clinics.

European Health Insurance Card

Residents of Finland are also entitled to medi-
cal care during a temporary stay in another EU/
EEA country or in Switzerland. The European
Health Insurance Card serves as proof of such
entitlement. Correspondingly, other EU citizens
with this card are entitled to receive medical
care during a temporary stay in Finland.

This card is free of charge and may be ap-
plied for from the Kela office by any person
covered by the Finnish social security scheme
who is planning to travel to another EU/EEA
country or Switzerland for the purposes of

* a holiday

* studies

* work or

* the search for work.

The card is generally valid for two years, and
will be automatically renewed as long as the
person is covered by the Finnish social security
scheme.

The European Health Insurance Card re-
places the EI'l'l, El 19 and EI28 forms previ-
ously in use. Each country issues the card in
their own language, but otherwise the cards are
identical. Kela issues the card in either Finnish
or Swedish. In Finland, the European Health In-
surance Card does not yet function in the same
way as the Kela card or an identity card carry-
ing personal health insurance information.

3.2.5 Applying for a tax card

You should apply for a tax card from the tax
office prior to your first salary payment. If a
tax card is not presented to your employer,
you will be taxed 60% of your earnings.The tax
card is issued upon application, and most appli-
cants receive the card immediately. The applica-
tion can also be completed by the applicant’s
spouse or employer. In order to be issued the
card, it is essential to clarify the exact salary
amount, the job description and the duration of
the employment relationship.When the card is
being issued, it will also be clarified whether or
not the recipient is eligible for coverage within
the Finnish social security scheme. Further de-
tails regarding the taxation of foreign persons
work
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4. Employment contracts and general
terms and conditions of the
employment relationship

This section was written primarily from the viewpoint of the foreign
employee or foreign employer. It does not offer any novel information
to Finnish employers, except as regards posted workers. It is important
to note that the same rules and regulations, labour legislation, Act on
Employment Contracts and collective bargaining agreements all apply
to both Finnish and foreign employees working in Finland. The position
of posted workers differs to a certain degree as compared to locally
hired workers. However, the same Finnish labour legislation, and Fin-
nish standards for working conditions and wages also apply to posted
workers. Changes in the legislation concerning the position of posted
workers came into effect at the beginning of 2006, when their position

even further approached that of Finnish employees.

4.1. Determining general terms
and conditions of employment

In Finland, the terms and conditions of employ-
ment are determined on the basis of many dif-
ferent regulations which have been arranged
hierarchically. This means that the regulations
have a preferential order by which a higher level
regulation supersedes a lower level regulation.
The sources for these regulations are the Con-
stitution of Finland, international agreements
and EU Directives, domestic legislation, central
organisation agreements, collective bargaining
agreements, working regulations and equivalent
practices, and the orders of the employer. Leg-
islation and collective bargaining agreements
carry the most weight. The terms of employ-
ment may also be otherwise agreed upon in the
employment contract, but the minimum terms
and conditions are subscribed by law and the
applicable collective bargaining agreement. Em-
ployment contracts for upper level white-col-
lar personnel have a greater significance since
there are no collective bargaining agreements,
or only a loose blanket agreement, that is ap-
plicable to their positions. In accordance with
the so-called favourability rule, the employer
and employee are, however, free to agree on
an employment contract with better terms and
conditions.Any terms agreed upon that are less
favourable than those specified by the collective

bargaining agreement are considered invalid. In
disputes concerning the interpretation of the
employment terms, the employer always has
the interim priority right of interpretation, and
this interpretation must be observed until the
dispute has been settled.

4.2. Rights and obligations of the
employer and employee

An employment relationship is established once
the employee has committed to work for the
employer under the employer’s management
and supervision. The distinctive features of the
employment relationship include the receipt
of a reasonable salary or other compensation
for work that is carried out under the employ-
er’s management and in accordance with the
employment contract. Once the employment
relationship is established, the rights and obliga-
tions of the employer and employee become
valid in accordance with Finnish law and the
collective bargaining agreements; these rights
and obligations are the same for everyone re-
gardless of nationality.

The employee is entitled to wages and
working conditions in accordance with the ap-
plicable collective bargaining agreement. The

employee is also entitled to protection, as pre-
scribed by laws and agreements, for such things
as equal and unbiased treatment.The employee
has the right to join a union, and the right to
a healthy and safe working environment, which
he/she is also responsible to maintain. The em-
ployee’s responsibilities include conscientiously
carrying out work tasks, observing the instruc-
tions and regulations of the management, re-
fraining from participation in any activities that
compete with those of the employer; upholding
professional confidentiality, and incorporating
the employer’s best interests in his/her work.
The employer has the right to decide to
hire the employee, to oversee the work done,
to give notice and to cancel an employment
contract. The employer is responsible for ob-
serving applicable laws and agreements, such
as the collective bargaining agreement, treating
the employees equally, promoting equality, en-
suring occupational health and safety, providing
the employee with a written description of the
central terms and conditions of his/her job, as
well as promoting a good working atmosphere,
efficient job performance and professional de-
velopment. The employer’s other responsibili-
ties include offering additional work to part-
time workers, re-employing dismissed workers,
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making notifications of opening positions, grant-
ing earned benefits to employees based on the
duration of their employment relationship, and
paying wages during sick leave and during work
interruptions, such as during a term of notice.
The employer must also adhere to the stipula-
tions of the collective bargaining agreement in
terms of salary amount, the payment of wage
increases and the timely payment of wages.

4.3 Drawing up an
employment contract

The Employment Contracts Act stipulates the
contents of an employment contract and is ap-
plicable to nearly all employment relationships
regardless of their nature. The employment
contract may not, for example, state that the
Employment Contracts Act is void within the
employment relationship. The minimum terms
and conditions that make up the employment
contract are also determined on the basis
of the generally binding collective bargaining
agreement for the field in question. If the em-
ployment contract runs contrary to the terms
in the collective bargaining agreement, the
provisions which are considered to be more
favourable for the employee must be observed.
Other than the aforementioned exceptions, the
parties to the employment contract may freely
agree on the terms and conditions of the em-
ployment relationship, i.e. the content of the
employment contract.

The Employment Contracts Act regulates
the drawing up of employment contracts, the
responsibilities of the employer and employee,
the stipulation of the minimum terms and con-
ditions valid in the employment relationship,
the employee’s right to family leave, lay-offs,
the termination of the employment contract,
the obligation to pay remuneration, the impact
of invalid and unreasonable contract terms
and conditions, employment contracts of an
international nature and the role of elected
employee representatives.

The employment contract is generally
written out in order to avoid any confusion
regarding what has been agreed.This is particu-
larly important in cases where the employee
has been granted better terms and conditions
than those stipulated by the collective bargain-
ing agreement. It is possible to make a verbal
employment contract, but the employer is ob-
ligated to confirm the terms and conditions in
writing in connection with the first salary pay-
ment without the employee’s request.

The employment contract
usually contains the following
items:

a) The parties to the employment contract
shall be named, and both the employer and
the employee must sign the employment
contract.

b) The date the employment relationship
begins. The date that the employment rela-
tionship begins is the date when the employ-
ee begins the actual work tasks assigned to
him/her.The date on which the employment
contract is signed is considered to be the
first day of the employment relationship, and
signifies the start of the employee’s obliga-
tions to the employer, for example, in terms
of competitive activities. This paragraph may
be significant for an employee coming from
abroad, particularly if the employment con-
tract is signed prior to the employee’s arrival
in Finland.

C) The duration of the employment contract.
An employment contract that is considered
valid until further notice (permanent) is the
primary form of an employment contract. A
fixed-term employment contract may only
be applied for justifiable reasons. If the em-
ployer has an ongoing need for labour, the
use of fixed-term contracts for such jobs is
not permitted. These same provisions are
applicable for foreign labour even when the
employee’s work or residence permit is set
for a fixed term.

d) Grounds for fixed-term employment.
There must be justifiable reasons for apply-
ing a fixed-term contract to any employment
relationship.Although no reason is necessary
if such a contract is drawn up under the em-
ployee’s own initiative, it would be wise to
record the reason in the employment con-
tract.

e) Trial period.The trial period for perma-
nent employment relationships may not ex-
ceed four months.

f) Working hours.The regulations regarding
the essential working hours are found in the
Working Hours Act, which is primarily in-

tended to protect the rights of the employee.
The working hours are generally regulated by
the law, but the collective bargaining agree-
ment may establish more specific provisions.
In accordance with the Working Hours Act,
regular working hours consist of eight hours
per day or 40 hours per week. Exceptions to
this rule may be agreed upon in the collec-
tive bargaining agreement, but the employer
must then arrange a system to even out the
hours in order to ensure that the number
of hours remains at the prescribed average.
Working hours may also be agreed upon lo-
cally, but in such cases, the working hours
may not exceed 9 hours per day or 45 hours
per week.

g) Primary workplace. If the workplace is
specifically designated, it limits the employ-
er’s right to shift the employee from one of-
fice/site to another.

h) Work assignments. If there has been no
verbal or written agreement regarding the
work assignments, any established duties may
become a set condition of the employment
relationship. The employer has the right to
direct the work, and if the work assignments
have not been specifically stipulated, the em-
ployee may be obligated to perform nearly
any task assigned by the employer at the des-
ignated workplace.

I) The salary, how it is determined and the
pay period.The salary is determined on the
basis of the generally binding collective bar-
gaining agreement. If the field of work has
no collective bargaining agreement, the salary
can freely be determined by the parties to
the contract, provided that the salary is con-
sidered customary and reasonable. These de-
terminations may be based, for instance, on
the salary recommendations of the organisa-
tions in the field in question.The committee
at the Ministry of Social Affairs and Health
assigned to examine the general validity of
collective bargaining agreements maintains a
list of issued collective agreements. A salary
that falls below that prescribed by the gener-
ally valid collective bargaining agreement is
considered to be invalid and unreasonable.
All salaries must be paid at least once per
month.
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]) The annual holiday and holiday bonus.The
employee earns two holiday days per calen-
dar month, if the employment relationship
has lasted less than one year at the end of
the holiday credit year; and 2.5 holiday days
if the employment has lasted a minimum
of one year. The holiday credit year signi-
fies the period of time between | April and
31 March.The main portion of the annual
holiday, the 24-day summer holiday, must be
taken between 2 May and 30 September.The
winter holiday season must be taken outside
of these dates, and prior to the subsequent
summer holiday season. During the holiday
period, the employee is entitled to receive
the same salary as he/she receives during
normal work times. In addition, the em-
ployee is entitled to receive a holiday bonus
which equals 50% of the annual holiday pay.
The payment of the holiday bonus is based
on the collective bargaining agreement.The
portion of the holiday that exceeds |8 days
may be used during the next holiday season
or as carried-over holiday time.When the
employment relationship ends, the employee
has the right to receive holiday compensa-
tion for accrued holiday time which has not
be used or otherwise remunerated.

k) Term of notice.The employer may dismiss
an employee with a term of notice varying
from 14 days to six months, depending on
the duration of the employment relationship.
The employee cancels the contract with a
term of notice varying between |4 days
and one month.These terms apply only to
permanent employment relationships. Fixed-
term employment relationships cannot be
cancelled other than by joint agreement, but
the terms of notice may be separately agreed
upon in the collective bargaining agreement
or employment contract. During the term of
notice, the normal obligations and rights of
the employee remain valid, including his/her
obligation to work, unless the employer has
separately dismissed the employee from his/
her duties. In this case, the matter should be

recorded in the official notice. If either party
does not adhere to the set term of notice,
they will be liable to pay compensation.

|) Additional and overtime work. Additional
work is work beyond the agreed working
hours, but not exceeding a 40-hour work
week. Overtime is work that exceeds the
maximum number of regular working hours
and is always voluntary. The maximum
amount of overtime is regulated to a total
of 138 hours in a four-month period and 250
hours during one year.

m) Applicable collective bargaining agree-
ment. This is always included in the employ-
ment contract. If no collective bargaining
agreement is applicable, the parties should
agree to observe the provisions of some se-
lected collective bargaining agreement.

n) Other terms.Terms and conditions that
are more favourable than those prescribed
by law or the collective bargaining agreement
should always be included in the employment
contract. If the employer is not bound by any
collective bargaining agreement, the parties
should agree on, for example, the payment
of the holiday bonus and sick pay. In addi-
tion, the parties may elect to supplement
the primary employment contract with a
non-competition agreement, a confidential-
ity agreement and/or a competing employ-
ment contract.

O) Date and signatures. One should never
sign a document containing something he/she
does not understand or approve, or which
is ambiguous. By signing the document, the
employee commits to carrying out the as-
signed job with the terms and conditions
in the contract. Once signed, the terms and
conditions may not be changed except by
joint agreement, unless they are considered
invalid in accordance with the law or collec-
tive bargaining agreement.




>>>>

EMPLOYMENT CONTRACTS AND GENERAL TERMS AND CONDITIONS OF THE EMPLOYMENT RELATIONSHIP

4.4. Termination of the
employment contract
and lay-offs

The employment relationship may end as a re-
sult of the contract being cancelled, dismissal
by the fault of the employee, production-fi-
nancial reasons, the end of the fixed term, the
employer’s bankruptcy or death.A reduction
in work is not always a valid reason to dismiss
an employee; in such cases, employees can also
be laid off.

The employer may only cancel an employ-
ment contract on grounds which are notice-
ably more substantive or weighty that the
grounds for termination. The grounds must be
so weighty that the employer cannot reason-
ably be required to continue the employment
relationship even for the term of notice.The
employee also has the right to cancel the em-
ployment contract if the employer has been
negligent in its obligations. Prior to the can-
cellation of an employment contract, both
parties must be given the opportunity to be
heard. During the trial period, the employment
contract may be cancelled by either party for
lesser grounds provided they are not consid-
ered unreasonable or baseless.

An employer may only dismiss a permanent
employee for a substantive and weighty reason.
This action also requires that the employee has
fundamentally violated the obligations of the
job or acted in negligence. The employee must
be informed prior to the dismissal, except in
the case of a grave violation. The Employment
Contracts Act contains a list of grounds that do
not entitle the cancellation of the employment
agreement.

The employer has the right to dismiss an
employee if the assigned work has diminished
substantially and permanently for financial or
production-related reasons, or for reasons aris-
ing from the reorganisation of the employer’s
operations. The profitability of the company
must be weakened for a sufficient period of
time, and for larger companies, this examina-
tion period is longer than in small companies.
New employees may not be hired to carry out
tasks similar to those that had been assigned
to dismissed employees. The employer may also
not dismiss an employer if other employees had
been hired to carry out similar or equivalent
tasks prior to the termination. The assignment
of overtime or the hiring of fixed-term employ-
ees are also unacceptable means for fulfilling
the duties of the employee being dismissed.The

employer is first obligated to offer the employ-
ee alternative work tasks, a position in another
location or training for new duties. The previ-
ously mentioned measures must be observed
in company reorganisation situations, but if the
termination is necessary to prevent the com-
pany from going bankrupt, the term of notice
for the employer is two months and, for the
employee, 14 days.The law requires that co-
operation negotiations take place in the work-
place prior to the implementation of any of
these measures. Co-operation negotiations are
discussed in further detail later in this guide.

Once an employer has been declared bank-
rupt, the employees are generally given notice.
In such cases, the term of notice is 14 days.
During the period of bankruptcy, the salaries
are paid from the bankrupt’s estate, and wages
due are paid by pay security. If the employer
should become deceased, both the sharehold-
ers of the estate and the employees have the
right to terminate their employment contract
with a term of notice of 14 days.

A fixed-term employment contract ends
without a term of notice on the agreed date
or once the specific commission is completed.
An employee need not consent to the prema-
ture ending of a fixed-term contract, except in
cases where the employment contract is being
cancelled. It is possible, however, for the parties
to agree to end the employment relationship
on an earlier date than was originally set as the
end of the fixed term.

When an employee is laid off, both the
work and the salary payment are interrupted,
but the employment relationship does not
end. Lay-offs can also be implemented through
decreased working hours.The grounds for lay-
offs are listed in the Employment Contracts
Act. If an employee has been laid off without
proper grounds, the employee has the right to
receive compensation. Companies are obligated
to conduct co-operation negotiations in cases
where laid offs are being concidered.

4.5. Change security

Change security legislation entered into force
in 2005 to improve the position of employees
that are being threatened with dismissal. The
security includes the provision of paid time
off for the employee to seek a new job, the
increased obligation of the employer to keep

both employees and labour authorities in-
formed, a plan of action drawn up jointly with
the personnel, and an employment programme
drawn up in co-operation with an employment
office. An employee who is covered by change
security and meets with certain requirements
may be entitled to a higher unemployment al-
lowance (employment programme increase) for
the duration of the programme.

Change security is available to all employ-
ees whose employment relationship has lasted
an uninterrupted period of three years.A for-
eign worker with a temporary residence permit
for Finland may find it difficult to take full ad-
vantage of the change security legislation, since
the employment programmes require that the
employee be registered as a jobseeker with the
employment office, and, as a temporary resi-
dence permit holder, they are not permitted
to do so. Employees in this situation, however,
should feel free to contact the employment of-
fice to discuss their situation.

4.6. Legal advice and
employment assistance

The shop stewards within the workplace are
there to help employees to understand all mat-
ters concerning their employment relationship
and contract. Trade unions also provide union
members with legal advice and help in dispute
situations. Employers can turn to the employ-
ers’ association for help and advice. Employees
who do not belong to a trade union and em-
ployers who do not belong to the employers’
association may solicit assistance and advice
from their local occupational health and safety
authorities.

Finland also has a Data Protection
Omsbudsman, who is responsible for guiding
and supervising the handling of personal data
in order to ensure the privacy of Finnish citi-
zens. The Ombudsman for Equality supervises
compliance with the Equality Act.
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4.7.The position of
posted workers

Employees who are sent to Finland to work on
behalf of a company operating in another coun-
try are referred to as posted workers. These
persons generally work in the country from
which they have been sent. The company that
has sent a posted worker is essentially provid-
ing a transnational service for Finland. Directive
96/7 1 /EC concerning the posting of workers
regulates such activities, and in Finland, the Di-
rective has been executed in the form of the
Posted Workers Act (1146/1999), which is the
same for all workers under this title regardless
whether they are from an EU member state
or not. Posted employees may work in Finland
either on the basis of a (subcontract) agree-
ment between the customer (the employer or
subscribing company) and supplier (user of the
services), or as a posted worker sent by a tem-
porary work agency.A corporation located in
another country may also post a worker to a
branch company that is located in Finland.

The legislation regulating Finnish working
life also largely applies to posted workers. Spe-
cial attention has been paid to the supervision
of wages and employment terms and condi-
tions in accordance with the legal amendments
that came into force during 2006.These issues,
as they concern posted workers, are governed
by the appropriate collective bargaining agree-
ment, or if one should not be applicable, the
worker must be paid a salary that is deemed
customary and reasonable for the field in ques-
tion. Previously, this was not the case. If a term
or condition in the employment contract of a
posted worker is inconsistent with a generally
binding or customary provision, it is considered
invalid.

The maintenance of information concern-
ing the employer of posted employees and the
employment relationship is even more precise
than it has been in the past. The company that
has posted the worker must have a repre-
sentative present in Finland unless there is a
branch of the company operating in Finland or
the worker is being sent for a period of less
than two weeks. The authorisation of the rep-
resentative should remain valid for a period of
no less than 12 months from the date when
the work commission in Finland has ended.The
representative saves the information, and once
their authorization has ended, the information
must be retained by the foreign company for
no less than two additional years. Documenta-
tion of working hours and paid salaries must

be available under penalty of law.The company
representative does not bear the employer’s
liability, but is authorised to represent the em-
ployer in court and receive official documents
and citations. The Finnish employer must en-
sure that the foreign company that is posting
workers also appoints an on-site representa-
tive. Note of this fact must be made, for ex-
ample, in the subcontract agreement.A penalty
will be prescribed for non-compliance with this
obligation.

The Employment Accidents Act is not ap-
plicable to posted workers.They are covered
by the employment accidents act that is valid in
the country in which they normally work and
from which they have been sent. These workers
also belong to the social security scheme within
their home country. Finnish insurance compa-
nies will not grant accident insurance to posted
workers.The employer or subscribing company
should make sure that the posted workers have
sufficient insurance coverage for occupational
accidents and diseases; in the occurrence of an
accident at the workplace due to negligence
of the principal authority of the employer to
carry out assigned responsibilities, the liability
for the damages may rest with the employer or
subscribing company. Furthermore, the Finnish
Pay Security Act is not applicable to the posi-
tion of posted workers.

Posted workers from EU/EEA countries
must have the appropriate certificate, referred
to as the EI0|I certificate. On the basis of this
certificate, the Central Pension Security Insti-
tute keeps a register of all the posted work-
ers in Finland. The certificate is proof that the
workers are covered by the social security
scheme within their home country, and certi-
fies that, while they are working in Finland, the
costs of their health insurance, occupational
health care and other social benefits are cov-
ered by their country of origin. The workers
are entitled to receive medical treatment in
Finland while employed here, but the actual
costs accrued are officially the responsibility
of the posting country. In accordance with
EU regulations, the status of a posted worker
can only be granted for a period of no more
than 12 months, with an extension of up to
24 months under special circumstances. The
extension may only be granted by competent
authorities, which, in Finland, signifies the Cen-
tral Pension Security Institute.

The following laws and regula-
tions apply, as such, to posted
workers. If the law in the pos-
ting country can be shown to be
more favourable than the provi-
sions of the acts below, this law
may be alternatively applicable.

* Occupational Safety and
Health Act

* Occupational Health Care Act

* Young Workers’ Act

* Equality Act

* Employment Contracts Act
(salary determination and
housing benefit, matters rela
ted to family leave and the
duty to pay wages)

* Working Hours Act (overti
me, working hours and bre
aks, documentation of wor
king hours)

* Annual Holidays Act

 Applicable collective bargai
ning agreements
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5. Getting ready to work in Finland

The employer is responsible for acquiring several statutory insuran-
ce policies to supplement and improve the general social security of
the employee. The employer also has other obligations, such as pro-
viding occupational health care, enabling the activities of trade unions
and employee representation in the workplace, enforcing co-operation
with employees within undertakings and enabling employees to take
family leave. In keeping with European practice, employees are better
insured than other population groups within Finland. The majority of
the insurance contributions and costs of the employee are covered by
the employer. The employee participates in the financing to a minimal
extent, but the majority of the costs are covered by the accrued tax
revenue and related funds.The social security benefits of the employees
are covered by insurance companies, the Social Insurance Institution
of Finland (Kela), unemployment benefit funds and the Central Pension

Security Institute (ETK).

5.1. Legal obligations
of the employer

The general health insurance scheme in Fin-
land is comprehensive, covering the majority of
common events. It cannot, however, be applied
to foreign workers under all circumstances;
for instance, the social security provided by
Kela cannot be applied in its entirety to for-
eign workers who are temporarily employed
in Finland, or, at all, once they have permanently
left the country.

It is the employer’s responsibility to organ-
ise and pay for the employee’s pension plan.
This means that the employer is required to
take pension insurance for the employees, and
the employees participate in the financing of
the insurance with a minimal contribution. If a
foreign worker leaves Finland prior to retire-
ment, the pension funds paid for work in this
country are reserved for him/her. Once the
worker retires, this amount is paid as part of
his/her total pension to the country of resi-
dence regardless the worker’s nationality. Pen-
sion institutions, insurance companies and oth-
er authorities automatically calculate employee
pensions. Employees are, however, advised to
save all employment documentation from the
countries in which they have worked.

The employer is obligated to insure the em-
ployees against accidents and death, and may
also elect to voluntarily take leisure insurance
for the employees. Accident insurance also cov-
ers the journeys between the employee’s home
and workplace. The employer may also be ob-
ligated to take group life insurance as required
by certain collective bargaining agreements.
Group life insurance ensures compensation
to employees for permanent disability, or to
the family or named beneficiary in the case of
death.

The employer is obligated to pay a statu-
tory unemployment insurance fee, and a similar
fee is deducted directly from the employee’s
wages. The employer handles the payment of
these fees. The employee may choose to vol-
untarily take supplementary insurance against
unemployment by joining an employment ben-
efit fund. The payments for these societies vary
depending on the particular society and em-
ployee’s salary amount. Generally employees
pay these fees directly, but it is also possible
for the employer to debit the amount from the
employee’s wages and pay it to the employment
benefit fund.

In Finland, insurance companies handle statu-
tory pension and accident insurance premiums.
The employer is obligated to provide an annual
notification of the total paid salary amount to
the insurance company, who then sends this
information forward to the Central Pension
Security Institute (ETK). ETK sends the em-
ployees a statement containing their updated
earned pension amount. This enables the em-
ployee to check that the employer has properly
taken insurance and paid the insurance premi-
ums on which the pension is determined. This
is the point at which the employee should also
make any complaints or corrections if informa-
tion regarding the working hours and wages is
missing. This ensures that the employee’s right
to a pension is properly recorded. These com-
plaints and corrections may also be made after
the employee has reached the pensionable age.
The employee is always free to request an ex-
tract from the register of ETK regarding his/her
own pension record.An employee has the right
to and should always request an employment
certificate at the end of an employment rela-
tionship to serve as future proof of the em-
ployment relationship.
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5.2. Taxation

The employer withholds tax from the worker’s
wages. In order to withhold taxes, the employer
must have the employee’s tax card, which states
the withholding rate determined by the tax of-
fice. The tax laws contain specific stipulations,
for example, which concern foreign experts. A
company’s so-called “key foreign personnel”
may, under certain conditions, be granted a tax
advantage in Finland for the first 24 months of
work in the country. This law is provisional.
Regardless of the decisions, for example,
of Kela or the Population Register, the tax au-
thorities determine whether the employee will

The employer also deducts a social
security contribution from the paid
wages and pays it to the tax office
in connection with the payment of
the taxes. This payment contributes,
in part, to funding the general so-
cial security handled by Kela, while
the main portion of the funding is
derived from taxes. From the start
of 2005, a special regulation was es-
tablished as concerns the collection
of social security contributions from
foreign workers; employees who are
working for less than 4 months in
Finland do not need to have the
employer’s social security contribu-
tion or the employee’s health insur-
ance fee deducted from their wages,
nor are they covered by the Finnish
health insurance scheme.The fees
for employee pension insurance and
unemployment insurance are col-
lected. EU/EEA nationals or nationals
of third countries who legally reside
in an EU member state are entitled
to the services provided by Finnish
public health care for the duration
of their employment in this country.
Permanent residents of third coun-
tries who work in Finland for less
than four months are not entitled
to these services.

have general or limited tax liability. Persons who
stay for an uninterrupted period of more than
six months in Finland are generally tax liable; a
temporary absence is not seen as affecting the
uninterrupted status of the period.

There are many special agreements con-
cerning taxation between countries, and they
can be quite broad and apply to employees of
many occupational groups. For this reason, it
is always wise to turn to a tax office official
who specialises in international matters for
advice regarding the taxation of foreign work-
ers; the specific nature of the work and the
salary amount should be determined for this
purpose.

a) Those subject to general tax liability

Employees working for more than six months
in Finland are liable to pay taxation in accord-
ance with the same principles as a permanent
worker. Employees must acquire a tax card for
the purposes of determining the tax withhold-
ing rate. Prior to applying for the tax card, an
EU/EEA citizen must register with the local
police. For non-EU/EEA citizens, it is enough
to have a valid worker’s residence permit.The
next step is to apply to the local register of-
fice for a personal identity number.The tax of-
fice can also accept applications for personal
identity numbers. Either the employee or the
employer may complete the application for the
tax card.The tax card states the employee’s tax
withholding rate and the income limit up to
which it applies, and a higher rate for income
that exceeds the given limit. The employee is
free to choose either a monthly or annual in-
come limit. If the employee does not provide
the employer with a valid tax card, the with-
holding rate is set at 60%. In connection with
the tax withholding, the employee pension,
unemployment and health insurance fees are
also deducted from the salary.Workers who fall
under the classification of general tax liability
must file an income tax return with the Finnish
tax authorities each year which includes all of
the income earned by the individual from any-
where in the world during the year in question.
If the employee has a permanent residence in
another country, the tax agreement between
Finland and the country of residence abolishes
double taxation.

b) Those subject to limited tax liability

Employees working in Finland for less than six
months are subject to limited tax liability. A final
withholding tax or source tax system is applica-
ble to such employees and a tax-at-source card
is available from the tax office. If an employee
does not supply the employer with a tax-at-
source card, the withholding rate is set at 60%
of the employee’s wages.The tax rate is fixed at
35%, but the employer may make a source tax
deduction of 510 euro each month or |7 euro
per day for each working day if the duration
of the payment period is less than one month.
This withholding is final and the employee is
not obliged to file a tax return.The employee
is only liable to pay tax for income received in
Finland. Once the period of employment has
ended, the employer is obligated to give a re-
port of the paid wages and collected tax at
source. This documentation should be saved by
the employee since it may be requested by the
tax authorities in the employee’s home coun-
try. The employer will also withhold employee
pension and unemployment insurance fees. If an
employee works in Finland for a period longer
than four months and he/she does not supply
the employer with an EI01 certificate, the em-
ployer will also withhold health insurance fees
and social security contributions.These fees are
generally approximately 7%.A separate tax card
is required for each individual employer. Em-
ployees from EU/EEA countries may also opt
for progressive taxation in Finland if 75% of
their income is earned in Finland during the tax
year.This can only be done after the actual year
of employment has ended and requires that the
employee has a Finnish identity number.
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If the employer is not from Finland
nor does the company have an
established branch in Finland, and
the employment lasts less than six
montbhs, Finland does not withhold
any taxes, but the taxes are paid to
the home country. If the aforemen-
tioned conditions are the same, but
the employment lasts more than
six months, Finland will require
that taxes be withheld. For situa-
tions such as these, employers and
employees should turn to the unit
of the tax office which specialises
in international taxation in order
to find out whether there exists
a tax agreement between Finland
and the home country in question.
If the employee has an EI0| certifi-
cate for posted employees, no so-
cial security contributions or health
insurance fees will be withheld. In
this case, the tax office will deter-
mine the withholding tax rate. If the
withholding rate is not determined
in advance, the accrued taxes will
fall due in connection with the final
tax assessment.

5.3. Occupational health care

The employer is obligated to arrange and bear
the expense for occupational health care in or-
der to prevent health hazards involved in the
work or working conditions, and to promote
the safety, working capacities and health of the
employees. The employer may also arrange for
supplementary medical and health services for
the employees. The extent of the health care
depends largely upon the contract entered
into with the employer. Normally, for example,
dental care is not included in the occupational
health care scheme. Occupational health care
can be provided by the municipal health care
centre, a private health care facility or an in-
house health service. Kela compensates the
employer for the costs of providing occupa-
tional health care.

When an employee becomes ill, he/she
must immediately inform the employer. De-
pending on the employer and collective bar-
gaining agreement, the employee must then,

either immediately or within a certain time
frame, acquire a medical certificate as proof
of the sickness in question. The employer pays
the normal salary during the sick leave, and, at
the end of the 9-day waiting period, Kela pays
the employer a sickness allowance for up to 28
days. After this period, the employee must ap-
ply directly to Kela for the sickness allowance,
and the employer’s obligation to the payment
of wages ends. Depending on the collective
bargaining agreement, the employer may pay
the salary during the sick leave for a consider-
ably longer period. In such cases, the employer
has the right, by law, to receive the sickness
allowance.

The employer also has other obligations
connected with the health, well-being, safety
and working capacities of the employees. Both
the employer and the employee are jointly re-
sponsible for ensuring safety in the workplace,
but the employer is particularly responsible
for arranging occupational health and safety
services. Each workplace has an occupational
health and safety ombudsman, who is assigned
the task of arranging the provision of such
services. The implementation of occupational
health and safety is monitored through spot
inspections by occupational health and safety
inspectorates. The employer may be penalised
for any signs of negligence or violations that are
observed.The employer is also responsible for
ensuring that no one is treated with inequality
or discrimination in the workplace. Equality is
promoted in Finnish working life and specific
legislation has been put in place in order to try
and combat harassment in the workplace.

5.4. Unemployment insurance

In addition to the unemployment insurance fees
paid by the employer and employee, the em-
ployee may choose to take voluntary, but legally
regulated, insurance by joining an employment
benefit fund. The employee becomes entitled to
this type of unemployment security, or, in other
words, is considered as having fulfilled the em-
ployment condition, once he/she has been a
member of the employment benefit fund and
worked simultaneously for ten months. If the
person then finds himself/herself unemployed
or laid off, he/she is entitled to earnings-based
unemployment security, the amount of which
is determined in accordance with the previous
ten months’ earnings. Unemployment security
is paid for a maximum of 500 days.Those mov-
ing to Finland from within the EU/EEA area are
not required to fulfil the employment condition
in Finland. It is considered sufficient if, imme-
diately upon moving to Finland, such persons
become members of an employment benefit
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fund (within 4 weeks for those coming from
the EU/EEA area and within 8 weeks for those
from the other Nordic countries), submit to
the society a E301 form from the most recent
country of employment, and work in Finland
for a four-week threshold period. The same
practice is observed when one moves abroad
from Finland to another EU/EEA country, but
it should be noted that procedures or minimal
work periods may differ from country to coun-
try. Those coming from outside of the EEA/EU
area are not granted this type of benefit.
There are many unemployment benefit
funds in Finland, and the membership criteria
are based on one’s professional field or educa-
tion. The majority of the employment benefit
funds are connected with trade unions, but
several are completely independent. It is pos-
sible to become a member of an employment
benefit fund without becoming a member of a
trade union.The activities of the employment
benefit funds are prescribed by law.
Medium-sized workplaces are generally
large enough that they have union representa-
tives, usually in the form of shop stewards to
whom workers can turn.There is, however, no
requirement to join the largest trade union
or employment benefit fund within a certain
workplace; each person is free to chose their
membership, for example, based on their edu-
cation. Within the workplace, the union shop
stewards do not handle employee benefits
which are only connected with the employment
benefit fund. If you are looking for someone to
supervise your interests or for assistance in
disputes, you should consider joining a trade
union for these purposes.The trade unions do
not pursue the matters of ununionised person-
nel during wage negotiations in the workplace.
Although collective bargaining agreements are
created jointly by the employees’ organisations
and employers’ associations, employers who
do not belong to these associations are still
obligated to comply with the relevant collec-
tive bargaining agreement. This is referred to as
the principle of general validity. The collective
bargaining agreement also applies to employees
who are not members of any union.
Membership in an employment benefit
fund and/or trade union is completely volun-
tary. If you do not wish to join or pay any sup-
plementary unemployment insurance fees, you
are still guaranteed, provided that you satisfy
the employment condition in the same manner
that entitles one to the earnings-related allow-
ance, a daily allowance from Kela in the event
that you find yourself unemployed or laid off;
the same rules also apply to the E301 form. If
you do not satisfy the employment condition,
you are eligible to receive the labour market

subsidy paid by Kela. This does not apply to
temporary workers with a worker’s residence
permit who are working in the country for less
than two years.The employment office cannot
accept them as jobseekers, and that means that
they are not eligible for any unemployment
security in Finland if they become laid off or
unemployed. The labour market subsidy sys-
tem does not either apply to EU/EEA citizens
if they are working temporarily in Finland, since
they are not eligible for Finnish social security.
However, unemployment security based on
employment is applicable to EU/EEA citizens
as discussed earlier in the guide.

5.5. Right to family leave

The parents of young children have the right
by law to take leave in order to care for their
children. Every mother and father is entitled to
a maternity and paternity leave. For mothers,
the maternity leave begins prior to the child’s
birth and continues immediately following the
birth. Fathers can take their paternity leave
after the child is born and during either the
maternity or parental leave period.The parental
leave can be divided by the mother and father
and, if so desired, may be taken in part, which
means that both or either one may also be
working part-time. Employees are entitled to
take child care leave until the child reaches the
age of three, and this leave may also be divided.
If the employee elects to take a part-time child
care leave and to work part-time, the leave may
last until the end of the child’s second year in
primary school. If a child under the age of ten
has an acute illness, one parent is allowed to be
absent from work for an uninterrupted period
of 1-4 days without it affecting his/her salary.
The employer may request a medical certifi-
cate in this case. An employee may also take
leave from work for an acute illness or accident
in the family, but this type of leave is normally
taken without salary.

There are many laws in Finland which
oversee the rights of pregnant women, such
as ensuring that an employer cannot dismiss
an employee because of the employee’s preg-
nancy, nor during the maternity leave, and some
workplaces have special occupational health
and safety clauses in effect to protect pregnant
employees.An employee returning to work fol-
lowing the parental leave also has the right by
law to return to his/her earlier job or a similar
position within the company.

The costs brought about by the abovemen-
tioned family leaves are shared by Kela and the
employer. Kela pays an earnings-based allow-
ance to the parents during their leave.

If the employer experiences pro-
duction-financial difficulties or
other such problems which affect
the personnel directly, co-operation
negotiations must be initiated at the
workplace between the employer
and employees. The negotiations
strive to find solutions for the situ-
ation other than dismissals and lay-
offs. The Act on Co-operation within
Undertakings prescribes the initia-
tion and proper execution of the
negotiations in a workplace of more
than 30 employees.The Act also oth-
erwise obligates the employer to in-
form the employees about essential
matters concerning the company,
such as the annual report.




6. Living in Finland

Foreigners moving to Finland have access to numerous guides which
provide information about moving to and living in Finland. One such
guide is the ‘Working in Finland’ booklet published by the Ministry of
Labour. This guide is intended to assist employers who hire foreign emp-
loyees, since it is often the task of the employer to oversee the process
of settling the employee on a temporary basis, familiarising them with
any aspects of the job that are generally well known to employers and
Finnish citizens, and with the job itself. The guide helps employees from
abroad orientate themselves as quickly as possible, and gives them an
overview of the important aspects of working and living in Finland. This
is a considerable help to the employer, because the employee is able to
begin working at full capacity. The practical matters in this section are
presented in chronological order to reflect the order in which they are

encountered by the employee.

6.1 Finding a place to live

An employer who has resolved to recruit em-
ployees from abroad has most often prepared
in advance to provide assistance or arrange
for a flat for such employees. The employer
should, at the very least, consider organising
temporary living arrangements, so that the
employee from abroad is able to immediately
get underway with their lives and work here
in Finland. Temporary accommodation can be
found at hotels, motels, inns, student housing,
hostels or with private accommodators.There
are also lessors in Turku who are specialised in
these types of short-term accommodation situ-
ations. In most cases, the employer will arrange
for temporary accommodation for a period of
about two weeks, during which time the em-
ployee has the opportunity to take care of all
the immigration formalities, get acquainted with
the job and working environment, and to find
suitable permanent housing.

The type and location of the residence
depends on the employee’s own demands and
preferences, so it is impossible to provide any
general advice in this area. In Finland, anyone is
free to choose their mode of living, whether
it be an owner-occupied flat, a rental flat, or
right-of-occupancy or part-ownership housing.
Real estate agencies handle the procurement
of all of these types of housing. The Internet
offers comprehensive information about the
services offered by real estate agencies and
available housing. These sites are often only in

Finnish, but services in English can be found on
the websites of Huoneistokeskus LKV, Kiin-
teistomaailma Oy and Asuntoleijonat. Some real
estate agents only deal in rental properties. In
Turku, the city-owned agency TVT Lehtolaakso
Oy is also specialised in the handling of rental
properties. The service centre ‘Tervetuloa
Turkuun’ (welcome to Turku) provides advice
on many issues, including residence issues, for
those moving to Turku.

Generally, people take out a housing loan
for the purpose of purchasing an owner-occu-
pied flat, a flat in a housing corporation-owned
house or a single-family home.The terms and
conditions for the loan should be discussed
with your bank representative prior to ini-
tiating the process of purchasing real estate.
Usually, the right to take a loan requires that
you have prepayment savings as well as secu-
rities or a loan guarantee. The interest on a
housing loan is tax deductible. A housing loan
may also be taken for the payment of a hous-
ing company loan provided that the loan is
divided among all of the shareholders. In this
case, the loan interest is also tax deductible.
Owner-occupied housing is paid by a monthly
fee that covers maintenance costs, water and
electricity. Those living in single-family homes
are independently responsible for paying all the
related expenses.

If you rent a flat, the lessor will usually re-
quire a rental security of |-3 months, which




will be refunded at the end of the tenancy.The
safest way to pay the rental security is to open
a bank account which is in the names of both
the lessee and lessor of the flat. In addition
to the rent, you will be responsible for pay-
ing usage fees for utilities such as electricity
and water.The use of gas is very uncommon in
Finnish flats. Flats are usually unfurnished when
they are rented. If the flat is fully furnished, the
rental fee is generally somewhat higher.

If you wish to move into a right-of-occu-
pancy flat, you will need 15% of the flat’s sale
price.You will gain possession of the flat upon
signing the right-of-occupancy contract with
the owner. This contract is also a valid secu-
rity against a loan. Interest on a loan taken to
pay the right-of-occupancy fee is tax deduct-
ible. If you buy into a right-of-occupancy flat,
you will pay the right-of-occupancy fee plus a
monthly occupancy fee.The occupants have ad-
ministrative rights to the flat, but it cannot be
purchased by the occupant.

The occupant of a part-ownership flat may
first purchase a share in their accommodation,
which is between 10-30%.The remaining share
is owned by the developer.To start, the occu-
pant will pay a rental fee to the majority owner,
and, at the end of the tenancy, the residence
may be purchased in full by the occupant. Part-
ownership flats are either state-subsidised or
privately financed.

6.2. Opening a bank account

It is relatively easy to open up a bank account
in Finland, as compared to many other coun-
tries. The bank can be freely chosen and does
not involve a whole lot of formalities.An agree-
ment is drawn up with the selected bank for
the purpose of opening an account. This proc-
ess requires that the account holder present a
passport or other personal identification card
and his/her address in Finland. The bank may
also ask for an employment testimonial from
the employer. A bank account can be opened
despite the fact that the person has not yet
received a Finnish personal identity number, but
it is recommended that the person apply for
the personal identity number prior to opening
a bank account.

6.3. Moving your family
to Finland

6.3.1. Day-care services

In accordance with Finnish law, all preschool-
aged children are entitled to municipal day care
either in day care facilities or with a private
family. The amount of the day care fee, between
18-200 euro per month, is determined by the
size and income of the family. The fee reduces
for each additional child. Those with the low-
est minimal income are not required to pay
the fee.

Day care is provided at municipal day care
facilities, with a private family caretaker or in
playgroups.The options for municipal day care
subsidies include the child home care allow-
ance, which is available for parents of child
under the age of 3 who are being cared for at
home, and the private day care allowance, when
the family opts to use the services of an ap-
proved private day care facility or hires a per-
sonal caretaker. More information concerning
these allowances is available from Kela. Turku
also has international day care facilities, par-
ticularly English-language nurseries. Ask about
other language options which may be more ap-
propriate for your family situation.

Applications for municipal day care can be
submitted year round, and the place for your
child can be granted for as long a period as the
care is necessary, or until 31 July of the year
that the child enters the school system.The
precise date of application is generally notified
in the local newspapers.

6.3.2.Schools

Every child is entitled to preschool education
for one year prior to the compulsory school
age, or for that year in which the child turns
six years of age.

The primary education lasts nine years.

Children living permanently in Finland, including
children from other countries, are obligated to
attend school. This means that it is compulsory
for all children to complete all primary educa-
tion courses. Primary school begins during the
year when the child turns seven and ends when
all courses have been completed, or 10 years

have passed since the child became eligible to
start primary school.

A child from another country is generally
placed in a class that is appropriate for the
child’s age and skill level. He/she has the oppor-
tunity to learn the Finnish or Swedish language
in classes intended particularly for immigrant
children.Additional support for immigrant stu-
dents is sometimes available in certain subjects,
but this may depend on the resources of the
particular school in question. Such support may
also, if possible, be provided in the child’s native
language. Some municipalities may also offer im-
migrant children language instruction in their
native language.

Upper secondary school can be completed
in 2-4 years with the matriculation examination.
An immigrant student may take the Finnish or
Swedish as a second language examination in
place of the Finnish or Swedish matriculation
test intended for native residents.

Students attending upper secondary school
pay for their own textbooks and school ma-
terials. The instruction, catering and student
welfare services are provided free of charge.
Students at this level may also receive native
language instruction or additional support in
other subjects in their own native language. A
student is eligible for upper secondary school
provided he/she has a final report from pri-
mary school or similar proof of education. Stu-
dents are free to apply to any upper secondary
school of choice, but admission into a particular
school is based on the student’s earlier success
at school. Students with foreign school reports
are required to apply directly to the school of
choice during the general application period.
The upper secondary education may also be
completed by an examination taken as a private
student.

The following foreign-language schools in
Helsinki offer upper secondary instruction: The
International School of Helsinki, The English
School, the French-Finnish School of Helsinki,
the German-Finnish School of Helsinki and the




Finnish-Russian school. The School of Eastern
Finland (Finnish-Russian school) operates in
Imatra, Joensuu and Lappeenranta.

The International School of Helsinki and
The English School in Helsinki, The Internation-
al School of Vantaa, Espoo International Lower
Secondary School and Espoo International
Upper Secondary School, Turku International
School, Oulu International School and the
Voionmaa English School in Jyvaskyla, and the
International School Cygnaeus in Pori (classes
1-6) all provide full instruction in the English
language.

The International Baccalaureate, IB, can be
completed in eleven upper secondary schools
throughout the country. The examination is
taken in English. In addition to the schools
mentioned above, there are many institutions
that provide instruction for particular classes
entirely or partially in a foreign language.

Within the Finnish curriculum, Finnish or
Swedish as a second language is not an inde-
pendent subject, but rather one course includ-
ed under the subject Native Language and Lit-
erature. If a school offers separate instruction
in Finnish or Swedish as a second language, the
student will participate in the native language
and literature lessons, and the instruction will
be adjusted in accordance with the needs of
the immigrant student in question.The Finnish
and Swedish language instruction is not, how-
ever, limited to the language classes, since the
language is used otherwise in all of the other
classes provided at the school.

6.3.3. Child welfare clinics
and family health care

Those family members at home, who are not
working, are also entitled to sufficient health
care, and to general health insurance, if their
residence status in Finland is considered per-
manent. Applications for coverage within the
Finnish social security scheme should always
be done immediately, also for family members.
More information and instructions are available
from Kela. Most foreign employees who work
in Finland for less than two years are entitled to
public health services and occupational health
care under the same terms and conditions as
those who are permanent residents. Therefore,
these employees do not need to rely on pri-
vate health services. If the family member of a
person working less than two years in Finland

does not have the right to use Finnish pub-
lic health services, he/she may use the any of
the broad range of private health care services
available. For those entitled to use it, the Finn-
ish public health care system is, however, quite
comprehensive.

The maternity and child welfare clinics op-
erate as one part of the municipal health cen-
tre. The purpose of the clinics is to guarantee
as good health care as possible for pregnant
mothers and their children.The services pro-
vided by the clinics are free of charge.Visits
to the clinics are intended for the purpose of
tracking the course of the pregnancy and the
child’s development.Any other health issues are
handled by the health centre, private physicians
or a hospital.

The maternity clinic monitors the physical
health of the mother and foetus, and organ-
ises labour classes for the parents.A pregnant
woman is required to have a medical examina-
tion at the maternity clinic prior to the end
of her fourth month of pregnancy in order to
ensure her right to the maternity grant. During
the course of a normal pregnancy, the woman
will visit the clinic 12-15 times, generally to be
checked out by a health nurse.A doctor will
examine the mother 2-3 times during the preg-
nancy. Most health centres offer the possibility
for pregnant mothers to have a ultrasound scan,
usually around pregnancy week 12 —16.

The purpose of the child welfare clinic is to
monitor and support a child’s physical, mental
and social development, and, when necessary,
to provide the child with more in-depth ex-
aminations and direct them to other specified
care facilities. The clinics also support and as-
sist families with matters concerning methods
of raising children and overall life management.
Following the child’s birth, a health nurse from
the maternity clinic will visit at the child’s home.
From that point on, the child and family are
considered clients of the child welfare clinic.

It is recommended that children under
the age of one visit the clinic for a medical
examination eight times during the first year,
four times a year between the ages of 1-2 and
once a year after that. The doctor will examine
a child under the age of one 2-3 times during
the first year and ever second or third year af-
ter that until the child enters the school system
at age 7 and automatically becomes a patient in
the school health care system.




Health care is organised regionally, with each
residential area having its own health care cen-
tre. In Finland, public health care is based on a
health care guarantee ensuring that residents
receive an appointment for non-emergency
health concerns within a set time limit. The
majority of care provided by the health care
services is considered emergency care, in which
accident victims are treated immediately and
serious illnesses as soon as possible. During its
opening hours on weekdays, the health centre
can be reached by telephone or on a walk-in
basis. The urgency for patient care can often
be evaluated over the telephone by any health
care professional. If it is deemed necessary to
personally visit the health centre, you will be
given an appointment within three days.

The treatment provided by the health cen-
tre begins during the first visit. If this is not
possible, the treatment must be offered within
the next three months. If the health centre is
required to provide specialised care, the in-
dividual must be offered that care within six
months.

Admittance to the hospital, other than the
emergency room, requires a doctor’s referral.
Once the referral arrives at the hospital, the
hospital has three weeks to assess the indi-
vidual’s necessity for hospital treatment. The
assessment may be made on the basis of the
referral or by requesting that the patient come
to the hospital for testing. If the tests show
that the patient requires hospital care, this care
must be started within six months of the given
assessment.

If your own health centre or nearest hos-
pital is unable to treat you within the time pre-
scribed, the town is obligated to arrange treat-
ment elsewhere in another hospital district or
in the private sector. In such a case, you will
not be charged any extra fees.You also have
the right to refuse treatment.

For everyone, health care is immediately
available from a private clinic, and Kela will
compensate for the portion of the resulting
costs which are covered by the Finnish health
insurance scheme, providing that the person in
question qualifies for such coverage.

6.3.4. Child care benefits
and family security

The family allowance is provided to ease the
costs of having children. In Finland, the family
allowance is paid to every family, regardless of
income.The amount of the family allowance is
calculated on a scale in accordance with the
number of children, whereby the amount is
smallest for the family’s first child. The allow-
ance is paid for all children until they reach 17
years of age.The family allowance is applied for
from Kela.As long as the employee’s child lives
permanently in Finland and is covered by Finn-
ish social security, the family allowance will be
granted. The family allowance may be paid for a
child of an employee from an EU/EEA country
immediately if the employment relationship has
lasted an uninterrupted period of at least four
months.

All pregnant woman who are permanently
residing in Finland, whose pregnancy has lasted
a minimum of 154 days, and who have had a
medical examination with a doctor or at the
maternity clinic prior to the end of their fourth
month of pregnancy are eligible for the mater-
nity grant. Any medical examinations that have
been done abroad are also acceptable. The
pregnant woman is free to choose the form of
the maternity grant as either a maternity pack-
age or a tax-free cash benefit of EUR 140.The
maternity package contains child care items and
clothing. The maternity grant is increased for
families who give birth to or adopt more than
one child at a time.The mother must already
live permanently in Finland on the date when
she applies for the grant. Any mother moving
permanently to Finland has the right to the
maternity grant regardless whether she is an
EU/EEA resident or not.

Every mother has the right to the mater-
nity allowance for a period of 105 weekdays,
after which either parent has the possibility to
remain at home and receive the parental al-
lowance.The parental allowance is paid for a
total of 158 weekdays, until the child is approxi-
mately nine months of age. If the spouse staying
home has not been working, this period will be
covered by basic security. Eligibility for the daily




allowance requires, however, that the applicant
has lived in Finland for a minimum of 180 days
during the period just before the child’s due
date.Those coming from EU/EEA countries can
accrue the required 180 days during a period of
insurance in the country of origin and this right
is proven by completing an E104 form. Once
the parental leave has ended, either parent can
apply for child home care allowance.

In order to secure the care of small chil-
dren, and offer options, parents have the op-
portunity to choose to care for their child in
a municipal day care facility, or to receive the
child home care allowance, partial care allow-
ance or private day care allowance. Employees
from other EU/EEA countries who are covered
by earnings-related pension insurance in Fin-
land, and their spouses, provided the spouse
moved with the employee to Finland, are eligi-
ble to receive the child home care allowance
immediately from the start of the employment
relationship. This situation is, therefore, excep-
tional in that this right does not require that
the employee has worked for an uninterrupted
period of four months.A minimum employment
period of two years is required for citizens
from other countries. Based on the application,
Kela pays the allowance related to child care,
the amount of which is determined in accord-
ance with the legally defined income limits.

All parents of children under the age of 3
may choose to apply for the child home care
allowance, if they wish to stay home to care for
their own child or to hire a private day care
provider. The parent may take child care leave
from work during this period.The home care
allowance may also be paid to a family member
in the home, even though he/she has not been
employed in Finland. The home care allowance
consists of a standard basic allowance, which is
paid for each child in the family who is under
school age, provided that the family has one
child under the age of 3, and the supplement,
which is only paid for one child and is deter-
mined by the family’s size and income. In addi-
tion to these benefits, many municipalities pay
an additional home care allowance, or municipal
supplement.The partial care allowance is avail-
able to parents of children under 3 years of age
or in their first or second year of school. This

benefit may also be paid to a parent whose
child attends a municipal preschool class.The
private day care allowance is intended to assist
in the arrangement of day care for a child un-
der school age who is not in municipal day care.
The private day care allowance consists of a
basic allowance and supplement which are paid
for each eligible child in the family. The allow-
ance is paid to the caretaker, but is applied for
by the family whose children are being cared
for. This benefit is provided by Kela.

The sickness allowance is generally in-
tended to compensate for a loss in earnings
due to a temporary incapacity to work, and
is determined in accordance with your previ-
ous taxable earnings.The sickness allowance is
paid by health insurance, also as a minimum-
rate sickness allowance to those persons who
are not or have not been working, if the sick-
ness has lasted uninterruptedly for no less than
55 days. This benefit requires, of course, that
the family member in the home, the spouse,
is covered under the Finnish health insurance
scheme. Employees, regardless of their coun-
try of origin, are always covered by the health
insurance scheme if their work in Finland lasts
more than four months. Finnish health insur-
ance also provides a rehabilitation subsidy, as
well as compensation for the costs of private
doctor or dentist fees, examination and treat-
ment costs, medical expenses and travel ex-
penses related to treatments.

The medication reimbursement for pre-
scription medicines is deducted from the
price at the pharmacy provided that the cus-
tomer presents a valid Kela card. The Europe-
an Health Insurance Card does not yet grant
the customer this same deduction.The term
medicine signifies both over-the-counter and
prescription drugs. Medicines are available only
from a pharmacy. The pharmacy has an obliga-
tion to substitute the prescription medicine
for a more inexpensive medicinal prepara-
tion if such has been listed as a substitutable
medicinal product by the National Agency for
Medicines. The purchaser of the medicine can
elect to take the originally prescribed medi-
cine rather than the suggested substitute. The
prescribing doctor may also refuse a substitu-
tion for specific medical or treatment purposes.

6.4. Learning the language

Any foreigners working in Finland are given the
opportunity to study Finnish language at any
one of the numerous courses organised by dif-
ferent schools, institutes, adult education cen-
tres and universities, such as workers’ institutes,
summer universities, upper secondary schools
for adults and Christian institutes. Normally,
the Finnish language courses offered to em-
ployed persons are held during the evening.
There are, however, language courses intended
for spouses that are held earlier in the day.
More information about language studies for
spouses is given in the next section. It is also
possible to attend Finnish language classes at a
private language institute, or to hire a private
teacher either for oneself or a group.

The acquisition of even the most limited
language skills is a great help when attempt-
ing to adapt to Finnish society, culture and the
working community.




>>>> CAN MY SPOUSE ALSO WORK IN FINLAND?

7. Can my spouse also work in Finland?

7. Can my spouse also work in
Finland?

When a foreign employee moves to Finland
to work, one of the most essential factors to
ensure the success of the move is the happi-
ness and adjustment of the employee’s spouse
and family. The services available for the family
—and the children — has been described in ear-
lier sections. The situation for spouses is more
problematic if they are looking to do something
other than caring for their home and children.
It may be difficult to find work in Finland, pri-
marily as the result of insufficient abilities or
complete inability to speak Finnish.

As stated in earlier sections of this guide,
the spouse’s residence and working permits, as
well as the right to social security or related
services are all determined on the basis of the
employed spouse.The services for unemployed
jobseekers in Finland are dependent on the fol-
lowing issues: whether the jobseeker’s spouse
has a residence permit which provides the right
to work and to the services of the employ-
ment office, and whether the spouse who has
come to work in Finland has been approved
for Finnish social security, or whether he/she is
only eligible for a portion of the social security
services. If the permit enabling the spouse to
work has no restrictions, the spouse may begin
to work as soon as he/she finds a job. Holding
this type of work permit, being freed from hav-
ing to apply for a work permit, or identification
as an EU/EEA citizen also entitles the person
to the services of the employment office. If the
person does not hold a permit enabling the
right to work, he/she may still look for a job. If
an employer decides to hire the jobseeker, the
employer may apply for a work permit for the
applicant. The local employment office is a good
place to turn for questions regarding your own
right to work in Finland, work permits or work
restrictions.

In Finland, it is possible to search for work
in a number of ways — even if you are not en-
titled to use the services of the state employ-
ment offices. The employment vacancies posted
on the www.mol.fi website of the Ministry of
Labour are available to anyone fulfilling the con-
ditions stipulated, newspapers advertising open
positions are worth following, employers can

always be directly approached, and friends and
acquaintances may be helpful in a job search.
Everyone is also free to use the services of
private employment and recruiting agencies or
temporary agencies.

If you are unable to find work on your
own, you may always notify the employment
office of your status as a jobseeker if you
have been granted the necessary permit.You
can be considered a jobseeker even if you are
not entirely unemployed, but are, for instance,
working part-time, for a fixed term, are on fam-
ily leave or studying. Any entirely unemployed
jobseeker is entitled to all of the services pro-
vided by the employment offices. The employ-
ment office also provides special naturalisation
or integration services intended for immigrants.
Perhaps the most important of these services
is Finnish language instruction as labour mar-
ket training. If you study Finnish language in a
labour market training course, you can receive
labour market support or a training allowance
for the duration of the course.The process of
working with the employment office to create
a personal integration plan and employment
plan will provide you with the means, through
a combination of training and work periods
(on-the-job training, work trial or preparatory
labour market training), to open the door to
Finnish working life and a job that corresponds
to your own education and professional skills.

When you are notifying your local state
employment office of your status as jobseeker,
it is wise to take along all of your past work
certificates and earned diplomas. It is extremely
important to clarify past work experience and
training in a detailed fashion in order to deter-
mine the best employment possibilities within
your own field here in Finland. An adviser at
the employment office can help to determine
whether the practice your own profession is
regulated or subject to a licence in Finland, and
how to go about gaining a recognition of your
qualifications in Finland. If there is no possibility
to find work in your own field or the profes-
sion does not exist here in Finland, you also
have the opportunity to train for a new line
of work.

Any jobseekers moving to Finland from the
EU/EEA area should contact an EURES repre-
sentative in their own country prior to arriv-
ing in Finland. This representative can provide
advice about any formalities involved in the
moving process and the social security rights
guaranteed to those moving around within
the EU/EEA area. EU/EEA nationals have more
rights concerning social security based on EEC
legislation than those coming from outside of
the EU. It would be wise to find out whether
one’s eligibility for unemployment security in
the country of origin which might be trans-
ferred to Finland for a three-month period in
order to facilitate the process of searching for
jobs.You should also ask about the E301 form,
which entitle EU nationals to transfer to Fin-
land the work periods (periods of insurance)
that entitle them to social security within the
EU/EEA area.




8. In conclusion

| hope that this guide has been useful
and has sufficiently answered any ques-
tions you might have had.The guide was in-
tended to provide you with fairly detailed
information in order to prevent the need
to immediately turn to other sources of
information. It is, of course, recommended
that you contact the appropriate authority
for any specific questions, since a general
overview will never replace the knowledge
of experts in their own field.As the author
of this guide, | would invite you to com-
ment on the content, for instance, if you
feel that additional information would be
beneficial, and | am grateful for any pos-
sible feedback and suggestions you might
offer. Communications should be directed
to the e-mail address given below. Please
mark the subject of your e-mail with the
subject ‘guide’.

Turku, January 2007

Tuula Matikainen

EURES Adviser

Turku Employment Office
Employer Services
tuula.matikainen@mol.fi

Translation: Jennifer Saalinki
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www.enterprisefinland.fi
www.poliisi.fi
www.kela.fi
www.maistraatti.fi
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