NATIONAL COLLECTIVE AGREEMENT
REGARDING PERSONAL ASSISTANS
1 Februari 2017–31 Januari 2018

This is an unofficial translation from Finnish to English of the National Collective
Agreement regarding personal assistants 1 Februari 2017–31 Januari 2018. Only the
original text of the Collective Agreement in Finnish is authoritative. If there shall be any
ambiguity relating to the translation or interpretation of the translated clauses of the
Collective Agreement, the interpretation which is in accordance with the original
Finnish language text shall prevail. The document is for informational purposes only. No
rights or obligations may be derived from this document.
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NATIONAL COLLECTIVE AGREEMENT REGARDING
PERSONAL ASSISTANTS 1/2/2017–31/1/2018
This Collective Agreement dictates the minimum conditions for personal assistants’
employment relationships.

1 § Scope of the agreement
This collective agreement applies to personal assistants employed by a disabled person who
is a member of Heta, Henkilökohtaisten Avustajien Työnantajien Liitto ry (no official
translation for the name, Eng. Union of the employers of personal assistants, from now on
referred to as Heta), and who receives compensation to cover the costs of hiring a personal
assistant under the Disability Services Act (the law regarding services and support provided
on the grounds of disability, 1987/380). The contract of employment of a personal assistant,
to whom this collective agreement applies, has been concluded between the personal
assistant and the disabled person or his/her representative.
The collective agreement may be applied to a natural person, who acts as the employer
of a disabled person’s personal assistant
a. in a situation, in which the disabled person has been granted compensation for
covering the costs of hiring a personal assistant under another law or
b. in a situation, in which the disabled person himself/herself or the employer
covers the costs of the employment.
This collective agreement shall not be applied to employees of service housing units, or
similar organisations that provide service housing, nor to personal assistants employed by
municipalities. In addition, this collective agreement shall not be applied to employment
relationships under the Collective Agreement for the Private Social Services Sector, the
Collective Agreement of AVAINTA Employers (AVAINTES) or the General Public Sector
Collective Agreement for Local Government (KVTES).

2 § Rights and responsibilities of the employer and the employee
The right to organise shall be inviolable for both parties.
The Employment Contracts Act, together with other labour legislation, lays down the rights
and responsibilities of employers and employees.
Personal assistant's duties at work include assisting the disabled person at his/her place of
residence and outside of the home in daily activities, work and studying, hobbies, societal
participation and in maintaining social interaction.
Assisting is directed at tasks the disabled person would perform himself/herself but cannot
because of a disability or an illness.
The personal assistant work is neither nursing, personal care nor ordinary domestic work.
However, the personal assistant's tasks may include activities that fall under these
categories, and for which the disabled person is responsible, and which he/she guides but
cannot perform because of his/her disability.
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The tasks of the personal assistant may vary depending on the employer's disability, its effects,
personal situation in life and lifestyle, freedom of choice, occupation, social standing and other
factors. The employer shall determine what the duties are, how they are performed and what is
the acceptable level of quality.
If the contract of employment is concluded between the personal assistant and a representative
of the disabled person, the contract of employment must determine the distribution of the right
to direct between the employer and the disabled person who is assisted.
The employee's primary duties shall be recorded in the contract of employment.

3 § Start of employment
The contract of employment shall be valid for an indefinite term, unless it has been concluded for
a fixed term because of well-founded reasons. If the employee works for a fixed term, the
grounds for the need of a fixed term shall be mentioned in the employment contract.
Application directive: The contract of employment may be concluded for a fixed term for a
well-founded reason; the contract may be concluded for the duration of a regular
employee’s annual leave or sick leave, or for example until the regular employee returns
from maternity leave, parental leave or child-care leave, and it is not known when he/she
will return to work.
A fixed-term contract concluded on the employee's initiative does not require justification
and can end at an agreed date. In that case, the contract of employment must state that
the contract has been concluded for a fixed term on the employee’s initiative.
A municipal authority's individual fixed-term decision concerning the employer’s need for
personal assistance as per the Disability Services Act shall not be considered a valid
reason for a fixed-term contract.

The contract of employment shall be concluded in writing or electronically.
Application directive: The contract of employment may be concluded via email without
electronic signature. Even if concluded via email, the contract must include the required
information and it must be printable such that the acceptance can be verified from the
email’s data.

At the beginning of the employment relationship, the parties may agree on a trial period for a
maximum duration of four months, during which either party may revoke the contract. The trial
period may not exceed half of the employment relationship’s duration in a fixed-term
employment relationship of less than eight (8) months.
Application directive: If the contract of employment is revoked during the trial period, the
employment relationship may be terminated without adhering to the period of notice.
Application directive: The personal assistant has started working on 10 October 2013. A
trial period of four (4) months has been agreed at the start of the employment relationship.
The duration of the trial period shall be interpreted such that the last day of the trial period
is 9 February 2014.

4 § Termination of the employment relationship and lay-off
The decrees of the Employment Contracts Act shall be applied to the termination of the
employment relationship and to laying off an employee, unless this agreement dictates
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otherwise.
If the employer or employee terminates a contract of employment which is valid for an indefinite
term, a period of notice of one month shall apply. If the terminated employment relationship has
lasted longer than five years, a period of notice of two months shall be applied.
A fixed-term employment relationship shall terminate at the end of the agreed working term
without a period of notice, unless the possibility of termination before the end of the agreed term
is included in the contract of employment.
Application directive: Personal assistants shall primarily be laid off for a fixed term. A
personal assistant may be laid off for an indefinite term only under extraordinary
circumstances. For example: Employer X requires medical treatment at a hospital and
his/her doctor has stated that it is very unlikely that X could return home. In this case,
personal assistant X may be laid off for an indefinite term.
Application directive:
The death of the employer does not end the employment relationship. The parties to the
estate of a deceased person shall be responsible for terminating the employment
relationship. The period of notice shall be 2 weeks and the payment in lieu of notice shall be
paid for this period of time.

5 § Working time
The Working Hours Act shall apply to personal assistants’ employment relationships, unless this
agreement dictates otherwise.
1. The length of regular working time:
The regular working time shall be at most eight (8) hours a day or 40 hours a week or a
smaller number of hours that has been agreed on before this collective agreement's entry
into force.
The weekly regular working time may also be arranged such that it is 40 hours a week on
average with an adjustment period of eight (8) weeks maximum. In that case, the employee’s
regular working time shall be:








a maximum of 80 hours in two (2) weeks
a maximum of 120 hours in three (3) weeks
a maximum of 160 hours in four (4) weeks
a maximum of 200 hours in five (5) weeks
a maximum of 240 hours in six (6) weeks
a maximum of 280 hours in seven (7) weeks
a maximum of 320 hours in eight (8) weeks

If the parties have agreed that the regular working time is less than 40 hours a week before this
collective agreement’s entry into force, the maximum working time of the adjustment period shall
be the agreed number of hours multiplied by the number of weeks in the adjustment period.
The working time of any week within an adjustment period shall not exceed 48 hours.
Application directive:
The working week shall equal the calendar week, which starts from Monday and ends in
Sunday, unless another day has been agreed to start the working week workplace-
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specifically.

2. Deviating from the regular working time with the consent of the employee
Only an employer who is a member of the collective agreement's signatory organisation
(Heta) may agree on deviating working time arrangements as per this Section (2.1., 2.2. and
2.3.).
The collective agreement parties recommend that the employer and the employee familiarise
themselves with the publication Toimivat ja terveet työajat (in Finnish) by the Finnish Institute of
Occupational Health and with the examples in the Henkilökohtainen avustaja guide (in Finnish)
published by the signatory organisations (Heta and The Trade Union for the Public and Welfare
Sectors JHL) before agreeing on deviation from the regular working hours.
2. 1. Lengthening the daily working hours to a maximum of 16 hours
The employer and the employee may agree on lengthening the daily working time to a
maximum of 16 hours on the following conditions:
o

o
o

o
o

The working hours shall adjust to the regular working hours as per
Subsection 5.1. during the adjustment period (1–8 weeks) and the working
hours of a working week shall not exceed 48 hours.
The employee shall be able to have the ordinary daily meals during the working
time (breakfast, lunch, dinner, evening meal) as well as coffee breaks.
If a shift of more than 10 hours, which takes place primarily during the daytime,
does not include outdoor activities, a chance for outdoor recreation of at least 30
minutes shall be arranged, such that the employee can be called for assistance
via phone on short notice. The break is meant for recreation and the employee
must remain within a close distance to the working premises.
During the night-time, the employee shall have the chance to sleep but he/she
must be available to assist when needed.
If the shift is 12 hours long or longer, the employee must have a daily rest of at
least 12 hours. After four (4) consecutive 12-hour shifts, the employee must have
an uninterrupted free time of at least 33 hours (= 9 hours of daily rest + a day off,
24 hours).

2.2. Lengthening the daily working time to more than 16 hours and moving the daily rest
If the need for assistance is more than 16 hours a day, and the active need for assistance
either focuses on part of the shift or is periodic during the shift, the employer and the
employee may agree of lengthening the maximum working time to 16–24 hours on the
following conditions:
o The working hours shall adjust to the regular working time as per Subsection 5.1.
during the adjustment period (1–8 weeks). The maximum duration of a shift shall
not exceed 48 hours and the working time of a working week shall not exceed 48
hours.
o The employee shall be able to have the ordinary daily meals during the working
time (breakfast, lunch, dinner, evening meal) as well as coffee breaks.
o If a shift of more than 10 hours, which takes place primarily during the daytime,
does not include outdoor activities, a chance for outdoor recreation of at least 30
minutes shall be arranged, such that the employee can be called for assistance
via phone on short notice. The break is meant for recreation and shall not justify
going far from the working premises.
o During the night-time, the employee shall have the chance to sleep but he/she

8

must be available to assist when needed.
o A shift that exceeds 16 hours may directly be preceded by a maximum of two shifts
and the free time preceding the shift must be at least 12 hours long. The shift must
directly be followed by a free time of at least 33 hours (= 9 hours of daily rest + a
day off, 24 hours).
If the agreement is meant to be effective for a phase longer than one adjustment period, it
must be done in writing, and the number of shifts exceeding 16 hours during each shift
schedule and the adjustment plan shall be stated in it.
If the lengthening of daily working time only concerns one adjustment period, a shift schedule
agreed and signed by both parties in advance shall pass as a written agreement.
An agreement that is valid for an indefinite term may be terminated with a period of notice of
one (1) month by either party. If the adjustment period, which is under way at the time of the
termination, does not end until a month from the time of termination, the parties shall return
to the arrangements as per Subsection 5.1. after the adjustment period ends.
2.3. Deviating from the daily working time and the daily rest during a trip
In case of a trip abroad or to another locality, the employer and the employee may agree of the
daily working time and daily rest by way of derogation from the decrees of this collective
agreement for the duration of the trip. The deviation may last for a maximum of 30 days, or if
the personal assistant's working time is 24 hours a day and only one personal assistant is
responsible for the assistance on the trip, the deviation may last for a maximum of 16 days.
If the working time of the employee or employees, who assist the employer on the trip, cannot be
adjusted during the normal adjustment period in use, a longer adjustment period of 16 weeks in
maximum may temporarily be applied. In that case, a shift schedule, which covers at least eight
weeks, and an adjustment plan, that states the weekly working hours of each employee, must be
devised prior to setting on the trip. The adjustment plan must be complemented with the daily
working hours at least a week before commencing it.
Application directive: If other employees are not laid off for the duration of the trip, an agreement
concerning the arrangement of their working hours must be made in most cases. In order to
avoid a situation in which the number of an employee’s weekly working hours increase so that
the employee's coping at work is harmed, an agreement may be made on the application of an
adjustment period which is longer than normal. An agreement may be made on giving the time
spent for the trip, or a part of it, as annual leave to other employees than the one(s) participating
in the trip, if it is possible in accordance with the Annual Holidays Act.
The trip may take place at the start, end or any other point of the shift schedule. The period(s) of
time in the shift schedule/adjustment period, that are not spent for the trip, may be used for
adjusting the working hours. Thus, the adjustment may be planned to take place before the trip,
if the trip takes place at the midpoint of the shift schedule, for example.

The conditions during the trip, including the conditions of travel and the conditions during the stay
at the destination, shall be made clear to the employee prior to concluding an agreement
concerning the trip. The agreement must be concluded in writing and the number of daily working
hours, possible days off during the trip and a plan on adjusting the working hours during the
adjustment period must be stated in the agreement. A shift schedule, that covers the entire
adjustment period, and that has been agreed and signed by both parties in advance, shall pass
as a written agreement.
Prerequisites for the agreement are that the need for active assistance focuses on parts of the
shift, or is periodic during the shift, and that
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o
o

o
o
o
o

o

the employee is able to have the ordinary daily meals (breakfast, lunch, dinner,
evening meal) as well as coffee breaks.
If a shift of 10–16 hours taking place primarily during the daytime does not include
outdoor activities, a chance for outdoor recreation of at least 30 minutes shall be
arranged, such that the employee can be called for assistance via phone on short
notice. The break is meant for recreation and the employee must remain within a close
distance to the working premises.
If the number of daily working hours exceed 16 hours, at least one 30-minute and
one 60-minute break for rest and outdoor recreation shall be arranged for the
employee between 7 am and 8 pm.
During the night-time, the employee shall have the possibility to sleep continuously
for at least seven (7) hours excluding possible short occasions when assistance is
required.
If the trip lasts longer than 24 hours, the free time preceding the trip must be at least
12 hours long and the free time following the trip must be at least 33 hours long (= 9
hours of daily rest + a day off, 24 hours).
If possible, the weekly rest decrees must be adhered to also during the trip. If this is not
possible, the employee’s duties must be limited to only the necessary assistance tasks
on at least one day of each week. If the trip lasts over 16 days, there must be at least
one day of weekly rest for every 14 days of travel. The weekly free days, that were not
used during the trip, shall be used directly after the trip.
If unanimity in the adjustment of working hours is not found in other respects, the
adjustment leave shall be used in direct connection to the weekly free days, that were
not used during the trip.

The number of overtime working hours shall be counted in accordance with the shift
schedule prepared as per the collective agreement and the accrued working hours.
3. Effect of midweek holidays on the working hours and midweek holiday compensation
May Day (Fin. vapunpäivä), Midsummer Eve (Fin. juhannusaatto), Finnish Independence Day,
Christmas Eve, Christmas Day and the first day after Christmas (Fin. tapaninpäivä), that fall on
any other day than Saturday or Sunday, shall be additional paid free days.
If granting the above-mentioned days as free days to the employee has not been possible, a
double pay including midweek holiday compensation for losing a free day as well as Sunday
work bonus shall be paid in addition to the normal monthly or hourly pay for the hours worked
on the midweek holiday.
An employee, whose employment relationship lasts at least two weeks, and an employee
working on a zero-hour contract, whose working period lasts at least two weeks, shall be
entitled to paid midweek holiday leave and midweek holiday compensation.
A midweek holiday within an annual leave, sick leave or another agreed paid leave, shall not
entitle the employee for an additional free day or for midweek holiday compensation.
Application directive: However, a midweek holiday as per the collective agreement shall not use a day of
annual leave.
Application directive: If an employee is on sick leave during a midweek holiday, on which he/she would
have worked if he/she would not have been unable to, he/she shall be paid the normal hourly pay for this
day.

Each midweek holiday, that has been granted as leave, shall be treated as an average-length
working day (the agreed weekly working hours divided by five), when devising a shift schedule
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or counting the accrued additional or overtime working hours.
Application directive:
The pay of a midweek holiday granted as leave
When an employee's salary is paid twice a month as per the accrued working hours, the
employee’s normal hourly pay shall be paid for the midweek holiday as if he/she would
have worked for his/her average daily working hours on this day (the agreed weekly
working hours divided by five). If weekly or periodic working hours have not been defined,
the average daily working hours shall be counted such that the actual working hours
accrued during the 12 full weeks preceding the midweek holiday are divided by 60 (= 12
weeks x 5 working days). If the employment relationship has not lasted for 12 weeks, the
average daily working hours shall be counted by dividing the accrued working hours of the
full weeks of the employment relationship by the number of working days during this time
as per the calendar (5 working days per week). When the salary is paid regularly every
month, the employee shall be paid the normal monthly pay without deductions.
Taking the leave into account in the working time of a period
Each midweek holiday, that has been granted as leave, shall be treated as an averagelength working day (the agreed weekly working hours divided by five), when devising a shift
schedule or counting the accrued additional or overtime working hours. Thus, the midweek
holiday shall decrease the actual number of working hours of the week/period in question.
Effect of the work carried out on a midweek holiday to the additional and overtime work
threshold
Since the midweek holiday compensation includes a compensation for the lost midweek
holiday in addition to the normal hourly pay and Sunday work bonus, the midweek holiday
shall not decrease the additional and overtime work threshold. Additional and overtime
working hours shall accrue, if the working hours of a period, including the hours accrued on
a midweek holiday, exceed the working hours defined in Section 8.
Examples
Personal assistant A is in a permanent employment relationship and his/her working time
is 40 hours a week. Independence Day falls on a Tuesday. A does not work on the
Independence Day. Instead, it is a free day for him/her. The salary paid for the
Independence Day is 40/5 = 8 hours’ pay. Since the midweek holiday granted as leave is
taken into account as an average-length working day when devising the shift schedule,
altogether 32 hours (40 − 8 = 32 hours) may be marked for the week in question (for the
week’s other days).
Overtime shall accrue if the working hours exceed 32 hours, since the midweek holiday
granted as leave is taken into account when counting the accrued overtime. If A works for
35 hours instead of 32, the accrued overtime shall be counted as follows: 35 hours + the 8
hours of the midweek holiday leave = 43 hours. As the overtime threshold is 40 hours, 3
hours of overtime accrue.
When devising A’s shift schedule, it must be taken into account that in addition to the
midweek holiday leave, a day of weekly rest of at least 35 hours must be included in the
week in question.
The working time of personal assistant B is 40 hours a week. The May Day falls on a
Wednesday and B works for 8 hours on this day. B receives a pay of altogether 24 hours
(3 x 8 hours) for this day (the pay includes the normal hourly pay, the Sunday work bonus
and the midweek holiday compensation). Personal assistant B works for altogether 40
hours during the week, in which the May Day falls on, including the hours accrued on the
May Day. Overtime does not accrue, since the overtime threshold of 40 hours is not
exceeded. (The work carried out on the midweek holiday has been compensated with the
midweek holiday compensation included in the salary.)
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Personal assistant C works under a contract which is valid for an indefinite term and his/her
working hours vary depending on the needs of the employer. C works between 1 December
and 18 December. The working period containing the Independence Day is longer than two
weeks, meaning that C shall be entitled to a midweek holiday leave or midweek holiday
compensation. The Independence Day is a free day for him/her. Salary as per the average
length of a working day in the working period shall be paid for the Independence Day.
Personal assistant D works under a contract which is valid for an indefinite term and his/her
working hours vary depending on the need of the employer. He/she works between 22 and
31 December. Since the working period containing the midweek holiday does not last
longer than two weeks, D shall not be entitled to an additional paid day off nor to midweek
holiday compensation. D does not work on Monday which is the first day after Christmas.
The first day after Christmas counts as a normal day of weekly rest or the week’s second
free day and salary is not paid for that day. If D worked on the first day after Christmas, a
Sunday work bonus would be paid in addition to the normal hourly pay. Midweek holiday
compensation shall not be paid.

4. Working hours in connection with absence and annual leaves and when working begins
and ends during an adjustment period
The days of absence, that are known prior to devising the shift schedule, and that fall on working
days, decrease the number of accrued working hours of the week or adjustment period by eight
(8) hours in the case of full-time work, and in the case of part-time work, by the calculated
number of hours in an average working day. The additional and overtime work threshold of the
week/period decreases by an equivalent number of hours.
Absences that come to knowledge after confirming the shift schedule shall decrease the
additional and overtime work threshold by the number of hours of absence marked in the shift
schedule.

6 § Shift schedule
The shift schedule shall be devised for a time period of at least one full week, or when using a
longer adjustment period, for the duration of the entire adjustment period (1–8 weeks). The
employee(s) shall be made aware of the shift schedule well in advance and at least a week
prior to commencing it.
Adjustment periods and shift schedules always begin on Monday, unless otherwise agreed in
writing.
The shift schedule must state the employee's working and free days, the starting and ending
times of regular working hours and the time of the meal break, if the employee is allowed to
freely leave the working premises during it.
When applying an adjustment period of four (4), six (6) or eight (8) weeks, the employer and the
employee may agree that the shifts are marked with their starting and ending times only for the
first half of the adjustment period (two, three or four weeks), and that only the working days have
to be marked for the second half. In that case, the shift schedule must be complemented with the
daily working hours of the second half such that the employee receives notice of them a week
prior to the start of the new period.
Application directive: This course of action is meant to enable the use of adjustment periods
of sufficient length from the point of view of working time planning, when the employer
cannot know the exact daily need for assistance and/or the starting and ending times of the
assistance for the duration of the entire adjustment period because of his/her own work,
studying, societal participation or for reasons comparable to these.

12

The shift schedule may not be changed without an agreement between the parties or an
unexpected turn that affects the prerequisites for having personal assistance. The parties
shall make an effort to agree on the change, and the employee must be notified of the
change as early as possible.
The following things shall be taken into account when devising a shift schedule:
1. The regular working hours shall be arranged such that they are continuous apart from
the meal break, unless there is a well-founded reason for another proceeding.
2. Shifts that are impractically short should be avoided. The shifts should not be shorter
than four hours, unless the needs of the employee or a well-founded reason caused by
the work so require, or an assistant-related decision as per the Disability Services Act so
dictate.
3. Shifts must not be marked to start or end between 1 am and 6 am without a well-founded
reason (e.g. the flight times of a trip abroad).

7 § Daily rest:
Meal break
If the duration of a shift exceeds six (6) hours, the employee shall have the possibility for a meal
break during the shift. The employer and the employee may also agree on a meal break of at
least half an hour, during which the employee is free to leave the working premises. If the
employee is allowed to leave the working premises during the meal break, the meal break shall
not count as working time.
If the duration of a shift exceeds 10 hours, the employee shall be entitled to a rest of half an
hour after eight hours of working.
Application directive: When required, there must be adequate equipment for storing
and heating the employee's own foods and drinks.
(Government decree 577/2003)

Coffee break
For each four full hours of work during a shift, the employee shall have the possibility to have a
coffee break, which counts as working time.
Daily rest
The employee shall have an uninterrupted daily rest of at least nine hours within 24 hours from
the start of each shift. The daily rest in working time arrangements in accordance with
Subsections 2.1. and 2.2. of Section 5 shall be at least eight (8) hours long. During a working
time arrangement in accordance with Subsection 2.3. of Section 5, the daily rest may be
moved to another day within the adjustment period.
Weekly free time
The employee shall have an uninterrupted weekly rest of at least 35 hours during each
calendar week. On average, the working weeks shall consist of five (5) working days at most.
The week's second day off shall be in connection with the day of weekly rest, unless the work
arrangements require otherwise.
However, when adjustment periods longer than a week are used, the week's second day off may
be moved to another week during the same adjustment period such that the employee gets at
least two days off every other week.
When agreeing on deviating working time arrangements for the duration of a trip, the parties may
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deviate from this decree as per Subsection 2.3. of Section 5.

8 § Additional and overtime work
Having the employee do additional work shall require the employee's consent. Having the
employee work overtime shall require the employee's consent and legal overtime limits must
be adhered to.
Additional work
Additional work means work that a part-time employee performs in addition to the agreed
working hours up to the working hours limit stated in the collective agreement.
Single hourly wages shall be paid for additional work.
Overtime
Overtime means work which is carried out on the employer’s initiative and which exceeds the
limits described in Section 5.
Periodic overtime shall accrue, when
o the number of worked hours exceeds 40 in a week, or when using a longer adjustment
period, the number of worked hours exceeds the adjustment period's regular working
hours
o during an incomplete period, the number of worked hours exceeds the overtime
threshold which is determined as per Subsection 4 of Section 5
Application directive: A period means periods as per the table in Section 5. If an adjustment period of
one (1) week is used, the maximum number of working hours for a week is 40 hours, and the hours
worked after this shall count as overtime. If an adjustment period of two (2) weeks is used, the
maximum number of working hours for the period is 80 hours, but the maximum number of a single
week is still 48 hours.

Daily and weekly overtime shall accrue, when
o the daily maximum working time of eight (8) hours is exceeded, or if an agreement
on the daily working hours has been made as per Subsection 2 of Section 5 and
the agreed working hours are exceeded
o the weekly maximum working hours of 48 hours are exceeded, but not during a trip
as per Subsection 2.3. of Section 5
Application directive: The weekly 48-hour limit may be used only when the employer uses
adjustment periods of one (1) week for two or more periods. In that case, too, the working hours
must adjust to 40 hours a week during the adjustment period, so that overtime does not accrue.

Irrespective of the overtime accruing because of exceeding periodic working hours or because of
exceeding daily or weekly maximum working hours, it shall be compensated periodically on the
grounds of the length of the adjustment period as follows:
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length of the
adjustment

1 week
2 weeks
3 weeks
4 weeks
5 weeks
6 weeks
7 weeks
8 weeks

pay increased by 50%

pay increased by 100%

of the first 6 hours worked
of the first 12 hours worked
of the first 18 hours worked
of the first 24 hours worked
of the first 30 hours worked
of the first 36 hours worked
of the first 42 hours worked
of the first 48 hours worked

of the following hours
of the following hours
of the following hours
of the following hours
of the following hours
of the following hours
of the following hours
of the following hours

Application directive:
As per Subsection 1 of Section 5, the maximum working time is eight (8) hours a day and
40 hours a week. Working time may be arranged such that the weekly working time
consists of 40 hours of work on average during a period of 1–8 weeks. In that case, too, the
maximum of daily working time is eight (8) hours. If the number of daily working hours is
higher than eight (8), overtime shall accrue, even if the regular working time of the period
would not be exceeded.
An example of overtime accrual, when an adjustment period of three weeks is
used (d stands for ‘day off’):
the devised shift schedule: / 8 8 8 8 8 d d / 8 8 8 8 8 8 d / 8 8 8 8 d d d / = 120 h

realised as: / 8 8 8 8 10 d d / 8 8 8 8 8 8 d / 8 8 8 8 8 d d / = 130 h => 10 hours of overtime
An employer with union membership may agree on lengthening the daily working time in
accordance with Subsections 2.1., 2.2. And 2.3. of Section 5. In that case, the daily
overtime threshold shall be the agreed maximum number of working hours.
An example of overtime accrual, when the employer and the employee have agreed on
lengthening the maximum daily working hours to 12 hours and an adjustment period of
three weeks is used:
the devised shift schedule: / 8 8 8 d 12 12 d / d 8 8 8 8 d d / 8 8 8 8 8 d d / = 120 h
realised as: / 8 8 8 d 12 12 d / d 8 8 8 12 d d / 8 8 8 8 8 4 d / = 128 h => 8 hours of overtime
An example in which more than 48 hours accrue during one week of the period,
otherwise the period's working hours are not exceeded.

but

An example of overtime accrual, when an adjustment period of three weeks is used:
the devised shift schedule: / 8 8 8 8 8 d d (40 h) / 8 8 8 8 8 8 d (48 h) / 8 8 8 8 d d d (32 h) /
= 120 h
realised as: / 8 8 8 8 8 d d (40 h) / 8 8 8 8 8 10 d (50 h) / 8 8 8 6 d d d (30 h) / = 120 h =>
periodic overtime did not accrue, but two (2) hours of weekly overtime accrued during the
second week.
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9 § Other compensations related to working hours
Sunday work
A Sunday work bonus of basic hourly pay increased by 100% shall be paid of Sunday work,
which means work carried out on a Sunday, New Year's Day, Epiphany (Fin. loppiainen), Good
Friday (Fin. pitkäperjantai), Easter Saturday (Fin. pääsiäislauantai), Easter Monday (Fin. 2.
pääsiäispäivä), May Day (Fin. Vapunpäivä), Ascension Day (Fin. helatorstai), Midsummer Eve
(Fin. Juhannusaatto), Midsummer Day (Fin. Juhannuspäivä), All Saints' Day (Fin. Pyhäinpäivä),
Finnish Independence Day, Christmas Eve, Christmas Day and on the first day after Christmas
(Fin. tapaninpäivä). The time which counts as Sunday work shall begin on Sunday at 0 am and
ends at 12 pm.
Saturday work
Basic hourly pay increased by 20% shall be paid of hours worked on a Saturday. Saturday work
bonus shall not be paid, if Sunday work bonus is paid of the same period of time.
Evening work
Basic hourly pay increased by 15% shall be paid of hours worked between 6 pm and 11 pm as
evening pay.
Night work
Night work means work carried out between 11 pm and 6 am. The employer may have the
employee work during the night, if there is need for night time assistance.
Basic hourly pay increased by 30% shall be paid of night work as night work allowance.

10 § Salaries
Salary structure
A basic hourly pay shall be paid of the personal assistant's work. Basic hourly pay means the
minimum wage as per the salary increment table in the Salary Record, which was devised by
the collective agreement parties on 8 March 2011, and the rises paid as per the collective
agreement. If the salary rate in the employer's home municipality has been higher than the
minimum wage as per the salary increment table on 1 May 2011, this salary with its rises as per
the collective agreement must be paid in that municipality.
The basic hourly pay must be at least the same as the hourly pay in other employment
relationships tied to this collective agreement in the same municipality. The employer must pay
the same basic salary in all of his/her employment relationships.
Example table 1: The Example table below presents the salary rises as per the personal
assistants’ collective agreement starting from the 8 March 2011 salary record. Before 1 May 2011,
an employee's salaries have had to be at least EUR 8,90 and the salary has been raised from this
level. The salary record cannot have lowered an employee’s hourly pay. It has been obligatory to
increase a higher hourly pay by all the salary rises as per the collective agreement. The salaries
presented in the table are examples.
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30/4/2011 1/5/2011
Rise
2%

1/5/2012
2.40 %

1/6/2013
1.90 %

1/10/2014 1/10/2015
0.12 EUR/h 0.40 %

1/4/2016
0.08 EUR/h

8.90

9.08

9.30

9.48

9.60

9.64

9.72

9.10

9.28

9.50

9.68

9.80

9.84

9.92

9.50

9.69

9.92

10.11

10.23

10.27

10.35

The experience-based rise shall increase the hourly pay such that the existing pay is raised by
1% after the first, third and fifth year of work. Working months, during which a person has
worked at least 35 hours or 14 working days as a personal assistant or in a similar assignment in
one or more employment relationships, shall be considered working time that entitles for the
experience-based rise. At the start of an employment relationship or when experience-based rise
is applied for, the employee shall be liable to prove that he/she has an adequate amount of
experience with references or other written accounts.
However, only one month of working experience may accrue for each worked month.
If a higher experience-based rise has been paid for the employee for some part, or if the
experience-based rise applied in the employer's home municipality is for some part more
favourable for the employee, the experience-based rise that is more favourable for the
employee must be applied.
Application directive: When counting the working months that entitle for the experiencebased rise, the periods of time, that equal working time as per Section 7 of the Annual
Holidays Act, and that the employee's working relationships have included, shall be
considered worked months. For example, the employee’s maternity leave, special
maternity leave, paternity leave or parental leave, time spent on sick leave or laid off shall
be considered periods of time that equal working experience as per Section 7 of the
Annual Holidays Act. The periods of time pertaining to the employee’s previous personal
assistant employment relationships or similar employment relationships, that equal working
experience, shall be acknowledged, when counting the working months that entitle for the
experience-based rise.

Example table 2: The following example table presents the effect of the experience-based
rise on an employee's basic hourly pay.
0y
9.72
10.00
10.50
11.50
12.50
13.50
14.50
15.50

1y
9.82
10.10
10.61
11.62
12.63
13.64
14.65
15.66

3y
9.92
10.20
10.71
11.73
12.75
13.77
14.79
15.81

5y
10.02
10.30
10.82
11.85
12.88
13.91
14.94
15.97
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Payment of salaries
The salaries may be paid either once or twice a month depending on the agreement concluded
by the employer and the employee. If the salaries are paid twice a month, the work carried out
during the first half of the month shall be paid with the premium pay included (benefits) at the
end of the same month. Similarly, the work carried out during the second half of the month shall
be paid with the premium pay included (benefits) halfway through the next month. If the
employee’s working hours are regular as per the definition in the collective agreement (full-time
employee), or the composition of the basic salary is otherwise regular, the basic salary may be
paid monthly at the end of the pay period. In that case, the premium pay (benefits) accrued
during the pay period shall be paid halfway through the next month.
Example 1: Regular working hours of 90 h in three-week periods have been agreed on in
the contract of employment. If the salaries are paid once a month, the worked hours of a
month shall be counted as follows: 90 h / 3 w = 30 weekly working hours. On average,
there are 4.35 weeks in a month. Thus, the weekly working hours are multiplied by this
number. This gives us the monthly working hours 90 / 3 = 30, 30 x 4.35 = 130,5 h. Thus,
the basic salary paid once a month is 130,5 x the hourly pay.
Example 2: Full-time working hours of 40 hours/week with an adjustment period of 8 weeks
have been agreed on in the contract of employment. In that case, working hours taking
place on different weeks shall not affect the amount of the monthly paid basic salary. The
basic salary paid once a month is 40 h x 4.35 = 174 h. Thus, the monthly paid basic salary
is 174 x the hourly pay.

The employer and the employee shall agree on the exact pay days.
Unless otherwise agreed with the employer, the salary shall be paid to the monetary financial
institution appointed by the employee, and the salary must be withdrawable by the employee on
the due date. If the due date of the monetary salary falls on a weekend or a midweek holiday, the
closest banking day prior to the original due date shall be considered the new due date.
Application directive: The salary may only be paid once a month if the employee works full-time
working hours of 40 hours/week, or if the employee's basic salary, i.e. practically his/her working
hours, are regular, for example 90 hours/three weeks. If the employee's working hours are not
regular (for example stated as 10–20 hours a week or a month), the salary shall always be paid
twice a month.

11 § Travel costs, other expenses and compensation
The employer shall be responsible for the travel and accommodation costs caused by the duties
at work.
The employer shall also be responsible for other additional expenses caused by working away
from the usual working premises or by starting or ending a shift away from the usual working
premises, unless the starting or ending of the shift takes place within the tariff area of the same
local commuter service where the usual working premises are located.
Costs of domestic trips
The employer shall cover both the personal assistant's travel and accommodation costs.
On a trip that lasts over the night until at least 9 am, the employer shall be liable to arrange a
breakfast for the employee, unless it is otherwise included in the accommodation service.
The employer shall also pay admission fees and other on-site expenses caused by the
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employer’s wishes. The employer shall not cover the expenses the personal assistant may have
during the free time he/she has during a trip (daily and weekly rest).
When travelling outside of the usual working premises, and the employee does not have the
possibility to prepare his/her food, and meals are not otherwise arranged, the employee is
entitled to a meal allowance as follows:
o
the employee shall be entitled to two (2) meal allowances for each travelling
day, which is longer than 10 hours, and which includes both lunch time (from 11 am
to 1 pm) and dinner time (5–7 pm)
o
the employee shall be entitled to one (1) meal allowance for each travel
working day, which is longer than 8 hours, and which includes either lunch time
(from 11 am to 1 pm) or dinner time (5–7 pm)
The maximum amount of tax-free meal allowance decreed by the tax administration shall be paid
as meal allowance.
Application directive: A travelling day starts when the employee leaves his/her home and ends when
he/she returns home. Note! A travelling day shall not be treated as the same thing as a working day.

Costs of trips abroad
The employer shall cover both the personal assistant's travel and accommodation costs.
On a trip that lasts over the night until at least 9 am, the employer shall be liable to arrange a
breakfast for the employee, unless it is otherwise included in the accommodation service.
The employer shall also pay admission fees and other on-site expenses caused by the
employer’s wishes. The employer shall not cover the expenses the personal assistant may have
during free the time he/she has during a trip (daily and weekly rest).
For each travelling day, the employee shall be entitled to meals paid by the employer or for meal
allowance as follows:
o
the employee shall be entitled to have two (2) meals during each travelling day,
which is longer than 10 hours, and which includes both lunch time (from 11 am to 1
pm) and dinner time (5–7 pm)
o
the employee shall be entitled to have one (1) meal during each travel
working day, which is longer than 8 hours, and which includes either lunch time
(from 11 am to 1 pm) or dinner time (5–7 pm)
The maximum amount of tax-free meal allowance decreed by the tax administration shall be paid
as meal allowance.
Application directive: A travelling day starts when the employee leaves his/her home and ends when
he/she returns home. Note! A travelling day shall not be treated as the same thing as a working day.

The employee shall have the possibility to find a place where he/she can have a meal for a
reasonable price considering the country’s price level, or where he/she can acquire the
utensils for preparing a meal, if it is possible to prepare a meal at the accommodation. If this is
not possible, the employer shall cover the cost of the meal.
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12 § Annual leave
The annual leave benefits shall be determined as per the Annual Holidays Act and the following
decrees.
1. The employee shall earn the following amount of annual leave for each full leave-earning
month:
a) two weekdays
b) two and half weekdays, if
1.
the employment relationship with the current employer has lasted
continuously for at least a year by the end of March, or
2.
the employee has worked as a personal assistant or in a similar
assignment for at least two years during the past five years
c) three weekdays if the employment relationship has lasted for at least 15 years
by the end of March
2. Holiday pay:
The employee shall be entitled to be paid his/her regular or average pay as per the decrees in
the Annual Holidays Act.
3. Moving the annual leave:
If the employee is unfit for work because of sickness, child-birth or an accident during his/her
annual leave, or a part of it, or at the start of or during a saved leave, the leave must be moved
to a later period of time on the employee's request. The right to move the holidays shall apply to
all annual leaves and saved leaves.
When an employee uses his/her right to move the annual leave because of unfitness for work
caused by child-birth, sickness or an accident, he/she shall be liable to deliver a doctor's
certificate starting from the first day. The employer may, in writing, instruct the employee to act
in a manner deviating from this practice.
Certificates and accounts regarding absences due to sickness must be delivered to the employer
without delay.
Application directive: If an employee falls ill during a leave and he/she is, without remarkable
harm, unable to acquire a certificate signed by a doctor, the employee must deliver another
reliable account of his/her unfitness for work to the employer.

13 § Holiday bonus
The employee shall be paid 50% of his/her holiday bonus as holiday pay. The holiday bonus shall
be calculated as per the portion of each leave (summer holiday, winter holiday) from the holiday
pay and paid in connection with it.
Starting the leave and returning from it at the agreed time are prerequisites for gaining the
holiday bonus, unless a reason mentioned in Section 7 of the Annual Holidays Act prevents
returning from the leave. The employee shall not be entitled to a holiday bonus if the
employment relationship is terminated or recognised to be terminated as per Chapter 8 of the
Employment Contracts Act.
The holiday bonus shall be paid also at the end of an employment relationship provided that the
employment relationship has lasted continuously at least four months. However, this shall not
apply to an employee who does not adhere to the period of notice, or who terminates a fixed20

term employment relationship in violation of the Employment Contracts Act, or whose
employment relationship is terminated or is recognised to be terminated as per Chapter 8 of the
Employment Contracts Act.

14 § Medical examinations
The employee has the right to have a medical examination without losing his/her salary in the
following cases, if the medical examination cannot have been carried out outside of the working
hours, and they have been arranged so that unnecessary loss of working hours are avoided,
and the employee has notified the employer of the medical examination in advance:
-

A medical examination that a new job requires. In that case, the employer
covers the necessary travel expenses.
A visit to the doctor to have an illness diagnosed, to get treatment or an instrument
(such as spectacles). Medical examination by a specialist, laboratory tests and Xray examination ordered by a doctor.
Medical examination preceding child-birth, such as maternity clinic examination.
A sudden dental disease that requires immediate treatment.

If the employee needs a vaccination because of reasons caused by the employer’s disability or
the duties at work, the employer shall be responsible for the expenses, unless they are
covered by public health care or occupational health care.
Application directive: These may include for example vaccinations against seasonal
influenza, tetanus or hepatitis.

15 § Absences
The employee must inform the employer primarily by a phone call of his/her unfitness for work as
soon as he/she recognises it. The employee must also notify the employer of the duration of the
absence due to sickness as soon as it is brought to his/her attention.
The employer is entitled to demand the employee to deliver a doctor's certificate starting from
the first day of unfitness for work. Otherwise, the employee must deliver the employer an
account of the first three days of absence due to sickness written by a health care professional.
The employer may, in writing, instruct the employee to act in a manner deviating from the
practice described above. There must be written instructions for the practices to be followed in
case of absences at the working premises. The instructions must contain alternative ways of
contacting the employer if he/she cannot be reached by phone.
In any case, the employee must deliver a doctor's certificate to the employer starting from the
fourth day of absence at the latest.
The certificates and accounts regarding the absence due to sickness must be delivered to the
employer without delay and only to him/her.
Application directive: Certificates and accounts regarding an absence due to sickness are
particularly confidential information and contain delicate personal information. The employer
must take care that the Personal Data Act and the Act on the Protection of Privacy in
Working Life are adhered to when handling these documents.
Storing, handing over and disposing of certificates and accounts regarding an absence due
to sickness must be carried out in accordance with the law.
Application directive: In situations in which the employer and the employee have agreed
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that the employee may be absent for the first three days with a certificate provided by a
health care professional, the three days shall start from the first day of illness that would
otherwise have been a working day for the employee.

16 § Co-operation at the workplace
The employer and employee shall annually have a development discussion, in which they
discuss work-related central matters such as the duties at work, working conditions or other
essential things related to the work. It is also possible to have a group development discussion if
all parties of the employment relationship agree to this.

17 § Occupational supplementary training
When the employer sends the employee to training events, the time spent on the training,
including reasonable travelling time, shall count as working hours. If that part of the training day,
which is spent on travelling, exceeds the average daily working hours, a compensation shall be
paid for this period of time, but the time period shall not be counted as working hours. The
employer shall cover the travel expenses and other additional costs.
When the employer sends the employee to a training, they shall make an agreement of the
training, and a written plan must be devised of the required arrangements for both parties to
sign.
Application directive: A course programme provided by the organiser of the training may
also be considered a written plan. The employer and the employee shall mark the time
counted as working hours and otherwise compensated travelling time to this programme
and sign it.

18 § Group life assurance
The employer shall realise the group life assurance concerning the employees on his/her own
expense in a way agreed by the central organisations.

19 § Working clothes
The employee must use such ordinary clothing which does not hinder performing his/her duties
in a proper manner during the working time. The employee must take the employer's notices of
special duties, that may require certain type of clothing, into account.
The employer shall be liable to provide the employee with adequate working and protective
clothes and equipment in situations, in which securing the employee's hygiene or health so
require, or in which the employee’s own clothes are likely to get abnormally dirty or worn, or in
which there are atypical clothing requirements because of reasons relating to the employer, and
the situation cannot be otherwise solved.

20 § Collecting membership fees
The employer shall collect the membership fees of the signatory organisations of this collective
agreement from the employee's salary under the employee’s authorisation and remit them to the
union's account following the instructions.
The employee shall be given a certificate of the withheld sum in a year.
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21 § Settlement of disputes
The employer and the employee should strive for settling matters regarding the employment
relationship amicably at the working premises.
If a matter cannot be settled by discussions between the employer and the employee, they both
shall have the right to propose entering into local negotiations for settling the dispute. The
parties shall have the right to expert assistance in the local negotiations or they may agree to
have the negotiations carried out between experts.
A regional officer of The Trade Union for the Public and Welfare Sectors (JHL) or a clerical
employee of a local joint organisation may act as the employee's expert representative. The
employer may choose a person acquainted with matters regarding employment relationships to
represent him/her as an expert.
The expert representatives shall have the right to be provided with the information required for
settling the dispute, such as shift schedules, salary accounts and working hour accounts,
directly by the employer.
The information accessed in order to solve the case shall be considered confidential and the
expert representative shall have the right to disclose them only to the signatory organisations in
connection with the continued hearing of the matter. When acquiring information for solving the
case, particular attention shall be paid to the protection of the employer's privacy as well as to
the confidentiality of delicate and otherwise confidential information such as information
regarding family life and personal relationships, and to the confidentiality of information
concerning studying, entrepreneurship-related activities and occupational activities.
If the dispute regarding employment relationship remains unsettled after the local negotiations,
the parties shall together devise a memorandum, with which the case shall be transferred to be
settled by The Trade Union for the Public and Welfare Sectors (JHL) and the Heta Union on the
request of either party.
If settlement for the dispute is not found in the negotiations between the unions, and the matter
concerns interpretation of this collective agreement, the case may be taken to the Labour Court.

22 § Effective benefits
This collective agreement shall not impair the benefits based on an employee's existing
employment relationship.
Application directive: The employment relationship benefits may be based on, for example,
the employment contract and/or a decision regarding the compensation of personal
assistants’ expenses made by the municipal authorities as per the Disability Services Act
and/or previous practices.
This safeguard clause regarding the employees’ existing benefits shall not be able to
prevent the employer's right to choose the working hours as per Subsection 1 of Section 5.
Switching to the average working hours as per Subsection 1 of Section 5 requires a
procedure in accordance with the Act on Co-operation within Undertakings.
It shall not be possible for the employer and employee to agree on impairing the existing
benefits by deviating from the regular working hours with the employee’s consent
as per Subsection 2 of Section 5.

23 § Binding force of the agreement and industrial peace
This agreement shall bind the signatory organisations and those employers, employees and
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employee associations, that are members of the referred organisations or have been members
of the referred organisations while the agreement has been effective.
After the agreement has become legally binding for the unions, all industrial actions towards the
agreement as a whole, or towards a single decree in the agreement, shall be prohibited.

24 § Validity of the agreement
This agreement is based on the Competitiveness Pact concluded by the central labour market
organisations. The agreement period shall be from 1 February 2017 to 31 January 2018 (12
months). The contracting parties may withdraw from this agreement, which is in accordance with
the Competitiveness Pact, not later than one (1) month prior to the termination of the current
collective agreement, if the Finnish Government does not act in accordance with the
Competitiveness Pact.
The agreement may be terminated during the agreement period, if a new fundamental change
to the disability legislation enters into force during the agreement period, but not before 1
January 2017. In that case, the period of notice shall be two (2) months.
The parties shall adhere to the principles of continuous negotiation in their mutual
relationships. Helsinki, 17 June 2016
HETA – HENKILÖKOHTAISTEN AVUSTAJIEN TYÖNANTAJIEN LIITTO RY
THE TRADE UNION FOR THE PUBLIC AND WELFARE SECTORS, JHL
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APPENDIX 1: SIGNATORY PROTOCOL 29. February 2016
PROTOCOL ON THE REVISION OF THE NATIONAL COLLECTIVE AGREEMENT
REGARDING PERSONAL ASSISTANTS
The signatory organisations have agreed on the revision of the collective agreement of personal
assistants as follows:

1. Starting point
The central labour market organisations have reached a negotiation result regarding the
Competitiveness Pact on 29 February 2016. The objective is to improve the
competitiveness of labour and businesses in Finland, boost economic growth, create new
jobs and support public finance.
The parties to the collective agreement concerning personal assistants have agreed on
revising the collective agreement primarily in a manner consistent with the spirit of the
Competitiveness Pact, excluding the working time extension, local agreement and the
status of shop stewards. Because of the special nature of the field, these matters are
impossible to agree on.
2. Changes to the collective agreement
The texts of the collective agreement shall remain unchanged except for the following
changes:
5 § Working time
Subsection 3 shall be changed as follows:
Subsection 5 shall be moved to Section 2
The phrase ‘for additional’ (Fin. ylimääräiseen) shall be removed from Subsection 2
The words ‘or’ and ‘unpaid’ (Fin. tai, palkattoman) shall be removed from Subsection 3
The following application directives shall be added
Application directive: However, a midweek holiday as per the collective agreement shall not
use a day of annual leave.
Application directive: If an employee is on sick leave during a midweek holiday, on which
he/she would have worked, if he/she would not have been unable to, he/she shall be paid
the normal non-multiplied hourly pay of this day.
6 § Shift schedule
The phrase in Subsection 4 ‘On the last day of the last week’ shall be changed to ‘week
prior to the start of the new period’ (Fin. ‘edellisen viikon viimeisenä työpäivänä’, ‘viikkoa
ennen uuden jakson alkua’).

25

The additional numbers 1, 2 and 3 of Subsection 6 shall be removed.

8 § Additional and overtime work
The overtime in Subsection 2.1. shall be changed from ‘full’ to ‘in a week’ (Fin. ‘täydellä’,
‘yhden viikon’).
The following application directive shall be added
Application directive: A period means periods as per the table in Section 5. If an adjustment
period of one (1) week is used, the maximum number of working hours for a week is 40
hours, and the hours worked after this shall count as overtime. If an adjustment period of
two (2) weeks is used, the maximum number of working hours for the period is 80 hours,
but the maximum number of a single week is still 48 hours.
The following example shall be added
An example of overtime accrual, when an adjustment period of three weeks is used:
the devised shift schedule: / 8 8 8 8 8 d d (40 h) / 8 8 8 8 8 8 d (48 h) / 8 8 8 8 d d d (32 h) /
= 120h
realised as: / 8 8 8 8 8 d d (40 h) / 8 8 8 8 8 10 d (50 h) / 8 8 8 8 d d d (32 h) / = 122h =>
two (2) hours of periodic overtime accrue and two (2) hours of weekly overtime accrue
during the second week.

9 § Other compensations related to working hours

The following sentence shall be added to the end of the ‘Sunday work’ item:

The time which counts as Sunday work shall begin on Sunday at 0 am and ends at 12 pm.

10 § Salaries

Subsection 1 shall be removed.

The following new Subsection 1 and Subsection 2 shall be added.

A basic hourly pay shall be paid of the personal assistant's work. Basic hourly pay means
the minimum wage as per the salary increment table in the Salary Record, which was
devised by the collective agreement parties on 8 March 2011, and the rises paid as per the
collective agreement. If the salary rate in the employer's home municipality has been higher
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than the minimum wage as per the salary increment table on 1 May 2011, this salary with
its rises as per the collective agreement must be paid in that municipality.

The basic hourly pay must be at least the same as the hourly pay in other employment
relationships tied to this collective agreement in the same municipality. The employer must
pay the same basic salary in all of his/her employment relationships.

The Example table 1 shall be added

Example table 1: The Example table below presents the salary rises as per the personal
assistants’ collective agreement starting from the 8 March 2011 salary record. Before 1
May 2011, an employee's salaries have had to be at least EUR 8,90 and the salary has
been raised from this level. The salary record cannot have lowered an employee’s hourly
pay. It has been obligatory to increase a higher hourly pay by all the salary rises as per
the collective agreement. The salaries presented in the table are examples.
30/4/2011
Rise
8.90
9.10
9.50

1/5/2011
2%
9.08
9.28
9.69

1/5/2012
2.40 %
9.30
9.50
9.92

1/6/2013
1.90 %
9.48
9.68
10.11

1/10/2014 1/10/2015
0.12 EUR/h 0.40 %
9.60
9.64
9.80
9.84
10.23
10.27

1/4/2016
0.08 EUR/h
9.72
9.92
10.35

The Example table 2 shall be added
Example table 2: The following example table presents the effect of the experiencebased rise on an employee's basic hourly pay.
0y
9.72
10.00
10.50
11.50
12.50
13.50
14.50
15.50

1y
9.82
10.10
10.61
11.62
12.63
13.64
14.65
15.66

3y
9.92
10.20
10.71
11.73
12.75
13.77
14.79
15.81

5y
10.02
10.30
10.82
11.85
12.88
13.91
14.94
15.97

An application directive shall be added.

Application directive: The salary may only be paid once a month if the employee works fulltime working hours of 40 hours/week, or if the employee's basic salary, i.e. practically
his/her working hours, are regular, for example 90 hours/three weeks. If the employee's
working hours are not regular (for example stated as 10–20 hours a week or a month), the
salary shall always be paid twice a month.
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The item ‘Salary rise period and salary rises’ (Fin. Palkankorotusjaksot ja palkkojen
korotukset) shall be removed.
11 § Travel costs, other expenses and compensation
Subsection 3 shall be removed.
An application directive shall be added to items ‘Costs of domestic trips’ and ‘Costs of trips
abroad’
Application directive: A travelling day starts when the employee leaves his/her home and
ends when he/she returns home. Note! A travelling day shall not be treated as the same
thing as a working day.
Subsection 5 of the item ‘Costs of trips abroad’ shall be complemented with ‘considering the
country’s price level’ in relation to the cost of the equipment, and the sentence ‘If this is not
possible, the employer shall cover the cost of the meal’ shall be added.
15 § Absences
An application directive shall be added.
Application directive: In situations in which the employer and the employee have agreed
that the employee may be absent for the first three days with a certificate provided by a
health care professional, the three days shall start from the first day of illness that would
otherwise have been a working day for the employee.
19 § Working clothes
The phrase ‘working clothes’ (Fin. työvaatteet) shall be removed, and the phrase ‘working
and protective clothes and equipment’ shall be added.
24 § Validity of the agreement
The text is changed to read as follows:
This agreement is based on the Competitiveness Pact concluded by the central labour market
organisations. The agreement period shall be from 1 February 2017 to 31 January 2018 (12
months). The contracting parties may withdraw from this agreement, which is in accordance with
the Competitiveness Pact, not later than one (1) month prior to the termination of the current
collective agreement, if the Finnish Government does not act in accordance with the
Competitiveness Pact.

The agreement may be terminated during the agreement period, if a new fundamental reform of
the disability legislation enters into force during the agreement period, but not before 1 January
2017. In that case, the period of notice shall be two (2) months.

The parties shall adhere to the principles of continuous negotiation in their mutual relationships.

28

Helsinki, 17 June 2016

The Heta Union

The Trade Union for the Public and Welfare Sectors (JHL)
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Appendix 1 Signatory protocol 29 February 2016
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