COLLECTIVE AGREEMENT FOR THE FINANCIAL SECTOR
9 March 2023 - 28 February 2025

The English version is a translation of the original in Finnish. In case of discrepancy, the
Finnish version shall prevail.
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SCOPE

Scope of the Agreement

1.
2.

4.
5.

This agreement is binding on the members of the signatory organisations.

The agreement is observed by banks, finance companies, card companies
and companies listed in Appendix 1.

The Agreement does not apply to:

company executives

directors of the branch offices of commercial banks
human resources managers

cleaning personnel, caretakers and other workers
summer assistants.

®oo o

Entry in the minutes:
The summer assistants will be covered by the collective agreement
as of 1 January 2024.

The Supervisor Agreement is attached as Appendix 2.

Deviations relating to the terms of employment of hourly workers are set
out in Appendix 3.

EMPLOYMENT

Hiring

1.

An employment contract is made in writing or in digital form based on the
template (Appendix 4) at the beginning of employment.

Terms of employment that are more favourable than those in the collective
agreement must be agreed in writing.

Employment starts with a trial period, the maximum length of which is as
provided in the legislation valid at the given time.

A shop steward/senior staff representative may familiarise themself with
the employment contract with the employee’s consent.
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Fixed-term employment contract

1.

An employment contract is not made for a fixed period unless it has been
specified as a fixed-term contract for a justifiable reason.

The grounds for fixed term employment must be stated in the employment
contract.

The employer must state the end date of a fixed-term contract well in ad-
vance.

Rights and obligations

1.
2.
3.

The employer has the right to direct and assign work.
Employees must perform their work with due care.

The freedom of association shall not be violated by either party.

Termination of employment

1. The period of notice for an employee is as follows:

a. 14 days if employment has lasted for a maximum of 5 years
b. 1 month if employment has lasted for more than 5 years.

2. The period of notice for an employer is as follows:

a. 14 days if employment has lasted for a maximum of 1 year

b. 1 month if employment has lasted for over 1 year and no more
than 4 years

c. 2 months if employment has lasted for over 4 years and no more
than 8 years

d. 4 months if employment has lasted for over 8 years and no more
than 12 years

e. 6 months if employment has lasted for over 12 years.

3. Subsections 1 and 2 notwithstanding, the employer and employee may

agree, when the employment agreement is made, that the notice period for
the employee is no more than two (2) months. In this case, however, when
employment has continued for more than 8 years, the notice period for the
employer extends as set out in subsection 2.

When employment is terminated, the parties may agree otherwise concern-
ing the notice period for the employee.

The notice period for the employer may not be shorter than the notice period
for the employee.
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Termination of employment must be done in writing or in another verifiable
manner.

Before an employee is given a warning, the employee has the right to be
heard and to be assisted by a shop steward/senior staff representative.

WORKING HOURS

Regular working hours

1.

The regular working time is 7 hours to 7 hours and 40 minutes per day on
weekdays, up to a total of 37 hours per week. Regular working hours may
also be scheduled for Saturdays and Sundays. Regular Saturday and Sun-
day work is implemented in accordance with Appendix 5. If Saturday and
Sunday work is not used in accordance with Appendix 5, Saturdays are days
off.

The working time is uninterrupted and if agreed otherwise, the parties agree
on a reasonable compensation.

After closing for the day, a sufficient amount of regular working time is al-
lowed for the office staff.

The working week begins on Monday.
Midsummer Eve and Christmas Eve are days off.

Regular working hours for international payment systems staff during weeks
with a midweek holiday and the pay for such hours are subject to the stipu-
lations set out in Appendix 6.

Impractical short shifts should be avoided. Work shifts of less than four hours
should not be used unless this is necessary due to the employee’s needs or
other justified reasons.

When the placement of regular working hours varies, a shift list must be
prepared. The employees must be notified of the list in writing at least two
weeks in advance of the start of the period to which the list refers. After this,
the shift list may only be changed with the consent of the employee, or for a
weighty reason related to work arrangements.

Competence development outside regular working time

In addition to regular working hours, the employer may assign to an em-
ployee competence development or training that is necessary in terms of
performing the work, professional development and changes in work duties.
A maximum of 24 hours may be used for this purpose in a calendar year.
This time is deemed to be regular working time, for which the basic salary is
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paid, excluding any increments paid based on working conditions and any
other salary supplements.

Competence development and training may be implemented so that the reg-
ular working time is extended by the duration of the competence develop-
ment or training, but by no more than two hours per day. Full days may also
be used for competence development or training, but not midweek holidays,
Saturdays of weeks with midweek holidays, or Sundays.

During a calendar year, no more than two Saturdays may be used for com-
petence development or training, unless otherwise agreed with the em-
ployee. A Saturday may be used for competence development or training
when it is not a regular working day according to the shift list. The Saturday
hours must amount to at least six hours, unless otherwise agreed with the
employee.

The time, content and implementation of competence development and
training are communicated well in advance. Employees must be notified in
accordance with the stipulations of section 6, subsection 8 of the collective
agreement of any Saturdays used for competence development or training,
unless otherwise agreed with the employee. When deciding on the time of
competence development or training, the personal needs and wishes of em-
ployees are also considered to the extent possible.

Exceptions regarding these matters may be agreed locally in accordance
with section 40 of the collective agreement.

The effectiveness of this contractual clause is monitored through coopera-
tion.

Entry in the minutes 1:

Competence development and training, as referred to in this stipu-
lation, may include various forms, but the purpose is not to use
them for carrying out daily work.

10. Pursuant to section 18 of the Working Hours Act, the averaging period for
the maximum working time is no more than 12 months.

11.The weekly rest requirement is also considered to be met when the weekly
rest is divided so that it takes place during two weeks, provided that the
majority of the weekly rest is scheduled for the week the weekly rest of which
is concerned.

12.The monitoring period for flexible working hours, as referred to in section 12
of the Working Hours Act, is primarily agreed locally in accordance with
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section 40 of the collective agreement. If no agreement is reached, the mon-
itoring period may not be longer than 12 months.

Adjusted working hours

1.

The regular daily working hours may be extended by a maximum of one
hour.

The weekly working hours must average in 3 weeks to 37 hours.

A notification of any permanently adjusted working hours must be given one
month in advance and a notification of temporarily adjusted working hours
two weeks in advance.

Such notifications must be submitted to employees and shop stewards/sen-
ior staff representatives.

A list of adjusted working hours that must be drawn up provides information
on the start and end time of work.

Individual working hours

1.
2.

The employer and employee may agree on individual working hours.

The individual working time may not be more than 40 hours/week on aver-
age.

The maximum working time on the hourly list is 10 hours/day and 48
hours/week.

The working hours must average the agreed working time in a three-month
period.

In special situations, the averaging period may be agreed to be no more
than 12 months.

Pay is determined on the basis of the agreed average working time in rela-
tion to the working hours set out in section 6, subsection 1.

Individual working hours are subject to the guidelines (Appendix 7) issued
by the signatory organisations.

Days preceding holidays

1.

The regular working time on New Year's Eve and Maundy Thursday is 5
hours.

Days off

1.

Staff employed on the first working day of the year will receive 2 paid days
off.
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12 §

The prerequisite for these days off is that the employee will be in active em-
ployment during the year.

This reduction in working time is implemented as whole days off unless
agreed otherwise.

The time when the days off are taken is communicated no later than two (2)
weeks in advance.

Equivalent salary is paid for any days off that are not taken.

Meals

4.

The employer arranges lunch-time meals for the employees.
The lunch break is not counted as working time.

The lunch break lasts for 20 minutes during a working day of 6 hours or
more, unless agreed otherwise.

The employee pays the taxable value of the food that the employer provides.

Overtime work

1.

Overtime work is work that is performed in addition to the regular daily work-
ing hours specified in the collective agreement.

Overtime work may be assigned with the employee’s consent and within the
limits of the law.

The employee may refuse to work overtime due to justifiable reasons.
Overtime compensation is paid at:

a. +50% for the first 2 hours and +100% for subsequent hours on
weekdays

b. +150% for the first 2 hours on Sunday, and
+200% for subsequent hours on Sundays

Overtime compensation is calculated based on the basic hourly pay by full
quarters of an hour.
The basic hourly pay is the employee’s monthly pay divided by 156.

The changing of a calendar day does not decrease the basis of overtime
compensation.

The parties may agree on exchanging overtime compensation for corre-
sponding time off.

Overtime compensation is paid and time off given within 2 months of the
overtime work unless agreed otherwise.

9
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10. Saturday and Sunday work is deemed to be overtime work, subject to the

stipulations in Appendix 5.

Evening and night increment

1.

An evening work increment of 22% is paid for regular daily working hours
between 17:30 and 23:00.

A night work increment of 30% is paid for regular daily working hours be-
tween 23:00 and 7:00.

The increments are calculated based on the basic hourly pay and by full
quarters of an hour.

Pay increment for shift work

1.
2.

Shifts change in a pre-defined manner.

There may be no more than one hour of overlap or interval between succes-
sive shifts.

The increments for regular shift work are:
a. an increment of 22% for evening shifts

b. an increment of 30% for night shifts

The increments are calculated based on the basic hourly pay and by full
quarters of an hour.

On-call compensation

1.

3.
4.

The employee in on-call duty must be available at an agreed place from
where the employee can be called to duty.

The compensation paid for being on call is 50% of the basic hourly pay, but
at least the basic hourly pay for 2 hours.

The length of the on-call period is agreed upon in advance.

On-call time is not counted as working hours.

Emergency call-back compensation

1.

An employee who is called to work in an extreme situation is paid emer-
gency call-back compensation.

The prerequisite for such compensation is that the employee has already
left the workplace.

The emergency call-back compensation is equivalent to the basic pay for
four (4) hours.

10
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18 §

19§

4.

If the call-back work is overtime work, overtime compensation is paid.

Compensation for telephone consulting

1. IT personnel are paid compensation for telephone consulting after working
hours.

2. The prerequisite for such compensation is that the matter can be attended
to by telephone.

3. The compensation for telephone consulting is the basic hourly pay for 3
hours.

PAY

Form of pay

1. Employees are paid a monthly salary.

2. Fractional salary is calculated by dividing the monthly salary by the working
days and using this as a multiple.

3. The pay for employees working less than 32 hours per week is determined
as hourly pay.

4. The hourly pay for employees working less than 32 hours per week is cal-

culated by dividing monthly pay by 152.

Principles of pay determination

1.

An employee’s pay is determined individually, while taking into account the
complexity of the work, the employee’s competence and work performance
and the principle that everyone should receive the same pay for the same
or equally demanding work.

The minimum pay for employees is determined by qualification classes.

In company groups and other companies, the qualification classes may be
further defined by adding job descriptions therein. The objective is that such
positions are added to qualification classes through mutual agreement.

Changes in the complexity of work are assessed during employment in ac-
cordance with the qualification classes included in the collective agreement,
unless agreed otherwise in the company group or in other companies in
question.

Exceptions to the qualification classes may be agreed in company groups
and other companies.

11
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The competence and performance of an employee are assessed using an
evaluation form included in the collective agreement, unless agreed other-
wise in company groups or other companies.

The company decides on its pay policies after pay policies have first been
discussed in the company group or the individual company in question,
whereafter the company introduces the pay policies to its staff to a sufficient
extent.

3. An employee’s pay is affected by:

a. work duties and changes in them

b. work experience

c. subtasks that are more demanding than the employee’s main du-
ties

d. qualifications

e. responsibility

f. work performance

4. The aim is that employees feel their pay is fair and motivating.

Qualification classes

1.
2.

4.

The qualification class is determined on the basis of the main job description.

The employer informs the employee of the employee’s qualification class
and main duties in writing.

Exceptions to the qualification classes may be agreed in company groups
and other companies in accordance with section 9 of the protocol of pay
discussions.

The qualification classification is attached as Appendix 8a.

Change in qualification class

1.

When an employee’s main job description changes, the qualification class
is redetermined, in which case a pay increase is implemented starting from
the month following the change. Other pay increases resulting from more
demanding duties will generally be determined through pay discussions.

If an employee applies for a position with a lower qualification class, the
change in the qualification class and decrease in pay may take effect as of
the beginning of the month following the transfer.

If the qualification class for the main job description is lowered for another
reason, the change in the qualification class and the decrease in pay may

12
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take place as of the beginning of the 4th month after the change. The matter
Is settled with the shop steward/senior staff representative.

Lowering the classification reduces pay by an amount corresponding to the
change in minimum pay.

Pay exceeding the minimum pay for the qualification class when advanc-
ing in qualification classes

1.

When advancing to a higher qualification class, the employee and the em-
ployer negotiate whether the increment to the employee’s minimum pay will
remain the same. The pay increase is at least 90% of the change in the
minimum pay. If no evaluation discussion takes place, pay is increased at
least by an amount corresponding to the change in minimum pay.

Shop stewards/senior staff representatives have the possibility to express
their views on the matter.

Temporary change in qualification class

1.

A temporary lowering of the classification of the main job description will not
result in any changes to pay or the qualification class.

If the main job description is deemed more demanding for a period of at least
one month, the employee is paid in accordance with the new qualification
class.

Minimum wages

1.

Qualification classes and their respective minimum wages are listed in Ap-
pendix 9.

At the beginning of employment, the employee may be paid a trainee’s
wage, which is at least 90% of the minimum pay for the task. The train-
eeship may not last for more than one year.

Entry in the minutes:
The minimum salary of 90% applies to traineeships that commence
on 1 January 2011 or later.

ANNUAL HOLIDAY

Annual holiday

1.
2.

Annual leave is determined in accordance with the Annual Holidays Act.

Paid annual leave is earned during a continuous period of employment at
the close of the holiday credit year:

13
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27 §

less than a year: 2 weekdays/month

one year or more: 2.5 weekdays/month

10 years or more: 3 weekdays/month

15 years or more by 31 March 1993: 3.5 weekdays/month.

oo op

The duration of employment is considered to be the total time in the service
of the same employer’s group of companies.

Years in service before 1 June 1995 are taken into account in accordance
with the rules that were in force on 31 May 1995.

Winter holiday is given during the same calendar year as the summer holi-
day unless agreed otherwise.

Upon termination of employment, holiday compensation due is paid in ac-
cordance with subsection 2.

If the working hours and, subsequently, the pay of an employee have
changed during the holiday credit year, holiday pay or holiday compensation
are calculated pursuant to section 12 of the Annual Holidays Act. If an em-
ployee, in accordance with the collective agreement, earns more than 30
days of annual leave, the annual holiday pay or holiday compensation for
these annual leave days is calculated using the daily value of 0.38%.

Entry in the minutes:
This stipulation is applied to annual leave earned from 1 April
2014 onward.

Holiday bonus

1.

When taking annual leave, an employee receives 50% of the pay for the
employee’s statutory annual leave as a holiday bonus.

The holiday bonus is paid with the holiday pay or as agreed in the company.

A holiday bonus is paid to an employee who passes directly from annual
leave to childcare leave or military service.

A holiday bonus is not paid upon termination of employment, except for
those employees who retire.

Annual leave sabbatical

1.

An employee may, by agreement, save annual leave for a sabbatical:

a. the right to take annual leave exceeding 24 days

b. time off in lieu of a holiday bonus for saved annual leave
c. 2 days off (section 10)

d. overtime leave.

14
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2. An annual leave sabbatical is taken at an agreed time and no later than
within a five-year period.

3. A planis drawn up in advance on how leave entitlement is to be saved and
when the annual leave sabbatical is to be taken.

4. The provisions of the Annual Holidays Act are observed concerning the an-
nual leave sabbatical as applicable.

5. The taking of an annual leave sabbatical is agreed in more detail separately
in each company.

ABSENCES

Birth of a child

1. Pregnancy, special pregnancy and parental leave as well as child care leave
are granted in accordance with the law.

2. An employee who is entitled to pregnancy allowance referred to in chapter 9,
section 1 of the Health Insurance Act (28/2022) shall be paid full salary contin-
uously for a period of 40 working days from the beginning of the pregnancy
allowance period.

3. An employee who is entitled to parental allowance under chapter 9, section
5, subsections 1 or 2 of the Health Insurance Act (28/2022) shall be paid a full
salary for a period of 32 working days.

4. If an employee has adopted a child in accordance with chapter 9, section 5,
subsection 3 of the Health Insurance Act (28/2022), he or she will be paid a full
salary for a period of 32 working days from the beginning of the care of the
adopted child.

5. Eligibility for pay requires a 9-month employment relationship and a plan for
returning to work in situations where the employment contract continues after
the end of the family leave.

6. The employer must pay attention to the provision of induction to employees
returning from leave, as referred to in this section, in situations where material
changes have taken place at the workplace during the leave, which have an
effect on the work duties of the employee in question.

15



29§ Sickness

Minutes on the entry into force of section 28:

The provisions of the collective agreement concerning new family
leaves will be complied with when the agreement enters into force
for those employees who comply with the amendments to the
Health Insurance Act that entered into force on 1 August 2022 and
whose right to pregnancy, special pregnancy or parental leave un-
der the Health Insurance Act begins on or after 1 June 2023. If the
provisions of the Health Insurance Act concerning family leaves in
force on 31 July 2022 are complied with for salaried employees or
the right to pregnancy, special pregnancy or parental leave in ac-
cordance with the Health Insurance Act has started before 1 June
2023, the provisions of the collective agreement concerning mater-
nity, paternity and adoption leave in force until 28 February 2023
shall be complied with.

1. An employee who is incapable of working because of sickness or accident
receives their pay during each disability period for at least:

a.
b.
c.

4 weeks when employment has lasted for less than 3 years
5 weeks when employment has lasted for 3-5 years
6 weeks when employment has lasted for more than 5 years.

2. The employee must notify the employer without delay of the employee’s in-
ability to work and its estimated duration.

3. The employee must provide a doctor’s certificate or other reliable evidence
upon request.

4. If the employer specifies the doctor, the employer pays the costs of obtaining
a doctor’s certificate.

308§ Medical examinations

1. During regular working hours, the employee has the right to:

a.

go for a medical examination and related laboratory or X-ray ex-
aminations

get physiotherapy that is necessary in order to maintain occupa-
tional fithess

visit a dentist in the event of a sudden dental problem

go for examinations required during pregnancy

visit a doctor in order to obtain a diagnosis for a disabled child or
a child under 10 years of age

take a child to a child health clinic

16



g. go to medical operations required by cancer.

2. The prerequisite for qualifying for pay is that:

a. it was not possible to arrange the appointment outside working
hours and
b. any unnecessary loss of working time is avoided.

3. Necessary travel costs are reimbursed for employees who attend an ex-

amination carried out by the occupational health care service.

318 Short temporary absence

1. Pay or other benefits are not reduced for short absences due to:

a. sudden iliness, death or burial of a close relative (maximum of 1 day)

b. sudden iliness of the employee’s child under 10 years old or a sudden
illness of a child under 18 years old afflicted by a serious condition as
referred to in section 4 of chapter 1 of the Government Decree (30
December 2004/1335) (3 days)

c. the employee’s own wedding or moving home
d. the employee’s 501" and 60" birthday

e. meeting of the representatives or the executive board or the advisory
board of Trade Union Pro or one of its member organisations, or a
meeting of the representatives or the executive board of the central
organisation

f. meeting of the executive board or background group of the Federa-
tion of Professional and Managerial Staff YTN.

7. TRAVEL

328§ Travel costs

1.

Travel costs are reimbursed in accordance with the company’s travel regu-
lations.

The model travel regulations of the labour market organisations are included
as Appendix 10.

Additional work-related travel costs are subject to local agreement.

17
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INSURANCE AND PENSION

Group life insurance

1. The employer pays for group life assurance for the employees.

Pension benefits

1. Pension cover is arranged in accordance with the Employees’ Pensions Act
valid at the given time.

2. The parties have prepared separate protocols concerning additional pension
cover (Appendix 11 and 11a).

NEGOTIATION PROCEDURES

Assembling at the workplace

1. The member unions and local trade union branches of Trade Union Pro and
Federation of Professional and Managerial Staff YTN may arrange meetings
outside working hours concerning employment matters, provided that:

a. it has been agreed in advance with the employer that the meeting
is held

b. the employer provides a suitable meeting place

the organiser is responsible for order and cleanliness

d. the organiser has the right to invite representatives of the union to
the meeting.

o

Shop steward and senior staff representative
1. The Shop Steward Agreement is attached as Appendix 12.

2. The Senior Staff Representative Agreement is attached as Appendix 12a.

Education

1. The Training Agreement is attached as Appendix 13.

Solving disputes

1. The negotiation process is carried out in accordance with the Shop Steward
Agreement and the Senior Staff Representative Agreement.

2. Should the parties fail to reach an agreement, the matter may be brought
before the Labour Court.
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398 Duty to maintain industrial peace

1.

Industrial action against this set of agreements or its provisions is prohibited.

2. Employers' association must by notified of a sympathetic and political indus-
trial action four days in advance.

10. MISCELLANEOUS PROVISIONS
40 § Local bargaining
1. Local bargaining requires open dialogue that builds trust and a balanced

bargaining position between the employer and the staff representatives. The
primary operating model should be willingness to take initiative to find the
best possible solutions that promote the interests of both the company and
employees and their reconciliation while considering local needs.

At the company group level, while considering the mandatory provisions of
the law, exceptions concerning the following stipulations of the collective
agreement may be agreed:

notwithstanding the stipulations in section 6, it may be agreed that the
regular working time is, on average, as set out in subsection 1 of section
6 (e.g. working time bank)

competence development outside the regular working time, as referred
to in subsection 9 of section 6

the monitoring period for flexible working hours, as referred to in subsec-
tion 12 of section 6

stipulations concerning the adjusted working hours, as referred to in sec-
tion 7

exchanging overtime compensation for time off, as referred to in subsec-
tion 8 of section 12

stipulations concerning lunch, as referred to in section 11.

of the provisions in section 25 on the annual leave so that the five-day
annual leave week can be adopted so that the annual holiday pay, holi-
day compensation and holiday bonus are not reduced.

stipulations concerning holiday bonus and annual leave sabbatical, as
referred to in sections 26 and 27.

Provisions of Appendix 5 apply to weekend work and special work loca-
tions.

Matters of Appendix 8 which may, according to section 9 of the protocol
of pay discussions, be agreed differently.
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In case of parties other than company groups, companies have a similar
right to agree. When a company belongs to a group of companies, the right
to agree at the company level applies to the matters referred to hereinabove
for which the transfer of the right to agree on exceptions has been agreed
at the company group level.

The parties in local bargaining are the group of companies and the regis-
tered employee associations (Pro, YTN) for groups of undertakings; the reg-
istered employer association and registered employee associations (Pro,
YTN) for bank groups and the employer and shop steward/senior staff rep-
resentative for companies.

Employee representatives participating in negotiations concerning local
agreements have the right to obtain the necessary information related to the
matter.

Negotiations are conducted with industrial peace prevailing and they are not
transferred to the labour market organisation level.

Local agreements must be made in writing. Local agreements must state
the deviations agreed to the stipulations of the collective agreement, the
parties the agreement applies to and the content and effective date of the
agreement.

Agreements may be fixed-term agreements or valid until further notice.
Agreements that are valid until further notice may be terminated with a three-
month notice period.

The agreement must be sent to the relevant labour market organisations.

The labour market organisations monitor the implementation of local agree-
ments and guide the local parties, as necessary.

The agreement has the same legal effect as the collective agreement con-
cluded between the labour market organisations.

10.Any disputes concerning the interpretation of local agreements that are

based on this stipulation are resolved in accordance with the negotiation
procedure agreed in the collective agreement.

Collection of membership fees

1.

2.

The membership fees of Trade Union Pro and Federation of Professional
and Managerial Staff YTN are withheld from pay provided that the employee
consents to this.

The employer provides documentation of the sum withheld for taxation pur-
poses.
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43 §

Access to the agreement

1. The employees at the workplace must have access to the agreement.

Validity of the agreement
1. The agreement is valid until 28 February 2025.

2. The protocol of signature for the agreement is attached as Appendix 14.

Helsinki 9 March 2023
SERVICE SECTOR EMPLOYERS PALTA
TRADE UNION PRO

FEDERATION OF PROFESSIONAL AND MANAGERIAL STAFF YTN
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APPENDIX 1 OBSERVANCE OF THE COLLECTIVE AGREEMENT FOR THE FINANCIAL
SECTOR

1. The collective agreements covering the banking sector, finance companies
and certain individual companies have been combined into a Collective
Agreement for the Financial Sector on 1 June 1995.

2. By combining the agreements, the parties are seeking to strengthen the ob-
servance of uniform principles across the sector.

3. The other enterprises in section 1.2 of the Collective Agreement for the Fi-
nancial Sector on 9 March 2023 are:

1. NASDAQ OMX Nordic Oy
. Nets Denmark A/S Finnish Branch
. Nordea Bank Abp

. OP Osuuskunta

. Suomen Hypoteekkiyhdistys

2
3
4
5. Saastopankkiliitto ry
6
7. POP Pankkikeskus OSK
8

. Figure Taloushallinto Oy
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APPENDIX 2 SUPERVISOR AGREEMENT
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28

38

48
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The contracting parties agree that the sectoral principle that has been observed
traditionally in the industry, the central position of supervisors, individuality and
achieving a positive trend in supervisors’ terms and conditions of employment
call for the continuous development of agreement procedures.

In order to increase the supervisors’ possibilities of exercising influence, the
following has been agreed in respect of human resources and compensation
policy applying to supervisors themselves:

SCOPE

1. The agreement applies to employees who are appointed to supervisor po-
sitions.

TERMS OF EMPLOYMENT

1. The terms of employment are determined in accordance with the Collective
Agreement for the Financial Sector, subject to other stipulations in the
agreement.

HIRING AND PROBATIONARY PERIOD

1. An employment contract is made in writing based on a template (Appen-
dix).

2. The probationary period is four (4) months.

3. Special training provided to the supervisor enables a probationary period
of six (6) months to be agreed.

SALARIES

1. The labour market organisations negotiate separately on the supervisors’
pay rises, seniority system and minimum salary.

2. The basis and policy applied to supervisors’ compensation is dealt with in
accordance with the negotiation process referred to in section 7.

3. The personal salary of supervisors is determined on the basis of the em-
ployment contract.

INDUSTRIAL PEACE OBLIGATION AND RIGHT OF ASSOCIATION
1. Allindustrial actions against this agreement or its provisions are prohibited.

2. The freedom of association shall not be violated by either party.
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68 DISPUTE RESOLUTION

1. Any disputes related to interpretation must first be discussed with the super-
visor.

2. The next step is a negotiation between the representative of the employer
and the representative of supervisors.

3. The representative of supervisors is in the position of a negotiating shop
steward and has the related rights.

4. If the parties fail to reach an understanding, the Shop Steward Agreement
is observed.
78 NEGOTIATION PROCEDURE

1. The content and organisation of the negotiating procedure is agreed sepa-
rately for each company.

2. Supervisor-related matters that may be dealt with through the negotiation
procedure include, for example,

a. scope of application of the pay-related stipulations of the collective
agreement

b. the basis and policy applied to compensation
c. professional development

d. management systems

88 VALIDITY

1. The agreement’s period of validity is the same as that of the Collective
Agreement for the Financial Sector.
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APPENDIX 3 SUBSIDIARY PROVISIONS CONCERNING HOURLY WORKERS

18

28

38

48

SCOPE
1. The agreement applies to employees:
a. whose regular weekly working time is less than 32 hours

b. who are within the scope of the Collective Agreement for the Financial
Sector.

2. The Collective Agreement for the Financial Sector is applied to hourly work-
ers, subject to the provisions of this agreement.
WORKING HOURS

1. The regular daily working time is no more than 7 hours and 40 minutes up
to a total maximum of 37 hours per week.

2. The regular working time is agreed in the employment contract.

3. The number of working days, the times when they are worked and the daily
working time are confirmed, as far as possible, in advance on a monthly
basis.

ADDITIONAL AND OVERTIME WORK

1. Simple hourly rates are paid when carrying out additional work.

2. Work carried out in addition to the regular daily maximum working time is
overtime.

HOLIDAY COMPENSATION

1. The holiday compensation payable in lieu of holiday pay and the holiday
bonus is as follows:

a. 13.5% when employment has lasted for less than one year
b. 17% when employment has lasted for at least one year
c. 19% when employment has lasted for at least 10 years

d. 21% when employment has lasted for at least 15 years on 31 March
1993.

2. At the end of employment, the holiday compensation is as follows:
a. 8.5% when employment has lasted for less than one year
b. 11% when employment has lasted for at least one year

c. 12% when employment has lasted for at least ten years
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68

78

88

d. 13% when employment has lasted for at least 15 years by 31 March
1993.

3. The holiday compensation is calculated based on:

a) earnings for the holiday credit year determined in accordance with
the Annual Holidays Act

b) the previous year’s holiday compensation

c) the average pay for the period of a statutory maternity leave.

BIRTH AND ADOPTION OF A CHILD

1. The employer pays wages according to the average salary for the previous
six months, in accordance with section 28 of the collective labour agree-
ment.

EMPLOYEE'’S ILLNESS

1. If the number of working days, when they are worked and the working hours
have not been confirmed in advance, sick pay is determined on the basis of
the average salary for the previous 6 months.

PAY

1. Atemporary transfer to a position requiring a higher minimum salary is com-
pensated by paying the higher hourly wage required by the position for this
period as of the start of the day following the transfer.

VALIDITY OF THE AGREEMENT

1. The validity period of this agreement is the same as that of the Collective
Agreement for the Financial Sector.
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APPENDIX 4 EMPLOYMENT CONTRACT MODEL

PROBATIONARY
PERIOD

1. Name of the employer:
PARTIES - « »
TO THE (hereinafter referred to as “the Company”)
EMPLOYMENT Name of the employee:
CONTRACT
(hereinafter referred to as “the Employee”)
Personal iden-|The Employee referred to hereinabove agrees to work for the Company referred to hereinabove
tity code: under the Company'’s direction and supervision under the following terms and conditions.
2. This employment contract is valid until further notice, as of :
VALIDITY ; . . . ]
OF THE This employment contract is valid for a fixed term, as of :
EMPLOYMENT Grounds for fixed-term employment:
CONTRACT
3 A probationary period of _ months is applied as of the first day of employment (maximum duration as provided in

the valid legislation), during which either party may terminate this contract without a period of notice.

4.

WORKING
HOURS AND
PLACE OF WORK

Regular working Place of work:

hours:

The Company has the right to amend these conditions of the employment contract only within the limits of its man-
agerial prerogative.

OTHER TERMS
AND

5.
OVERTIME
The Employee may be assigned overtime work in accordance with the applicable legislation and the stipulations of
the collective agreement.
6. [J The Employee takes on the following work duties and is responsible for also carrying out other work assigned
WORK DUTIES by the Company within the limits of its managerial prerogative.
Work duties:
[ The following work duties have been agreed with the Employee, who is obliged to take on other assignments
if agreed separately or if required due to urgent needs.
Work duties:
7. Years of experience when employment begins: years months
BASIC o
INFORMATION Pla(l)y \r/;r;cre]? em- t(igounal(j:?s—. Pay EUR/month/hour:
ON PAY ploy :
CONDITIONS begins:
8. Regarding pay conditions and other terms and conditions of employment, both contracting parties comply with the
APPLICABLE valid legislation, appropriate company-internal rules, and the Collective Agreement for the Financial Sector in so
COLLECTIVE far as the stipulations in this collective agreement are not more favourable to the Employee.
AGREEMENT
9 Agreed terms and conditions that are not included in the applicable collective agreement or are more fa-

vourable to the employee:

CONDITIONS -

10. This contract was prepared in two identical copies, one for the Employee and one for the Company.
DATE AND Place and date:

SIGNATURE '

tive:

Signature of the employer’s representa-

Signature of the Employee:
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APPENDIX 5 LOCAL BARGAINING CONCERNING WEEKEND WORK AND SPECIAL WORK
LOCATIONS
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28

38

48

SPECIAL WORK LOCATIONS AND ATMS

1.

Work may be carried out regularly on Saturdays and Sundays at passenger
terminals, airports, port terminals and similar work locations as agreed sep-
arately by the labour market organisations.

Weekend duty to maintain ATMs may be agreed in writing in accordance
with bank-specific agreement procedure.

REGULAR WORK ON SATURDAYS

1.

Regular work may be assigned to employees on Saturdays at Electronic
Data Processing facilities.

SATURDAY PAY INCREMENT

1.

Saturday work under section 2 is subject to an additional payment of 50%
of the basic hourly pay.

LOCAL BARGAINING CONCERNING WEEKEND WORK

1.

Scheduling regular working hours for Saturdays and Sundays is primarily
agreed locally in accordance with section 40 of the collective agreement. If
the company has no shop steward/senior staff representative, any schedul-
ing of regular working hours for Saturdays and Sundays is agreed with em-
ployees whose work the matter concerns.

Upon the initial introduction of regular Saturday and Sunday work, and when
making any material changes to the use of Saturday and Sunday work, a
negotiation period of 9 weeks is applied, subject to separate agreement be-
tween the parties concerning the negotiation period. The negotiation period
commences when the employer submits its negotiation proposal. The nego-
tiation proposal must include at least the following information: the need for
Saturday and Sunday work, the scope and focus of the planned operations,
the number of employees required, work shift arrangements, work arrange-
ments, arrangements concerning holidays and days off, compensation and
how the implementation of Saturday and Sunday work will be monitored in
cooperation.

Negotiations concerning a new agreement are conducted during the agree-
ment’s validity period. Negotiations must be initiated immediately after a no-
tice of termination has been submitted.
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4. The stipulations of this section are also observed when negotiating a new
agreement that will not take effect immediately after the previous agreement
ends.

5. When agreeing on Saturday and Sunday work locally, the parties may also
agree that

e o0n average, the working week is a five-day week

e days off are given otherwise than on consecutive days

e the maximum number of hours for flexible hours (60 hours) is exceeded,
provided that the adoption of a working time bank is also agreed in con-
nection with the same in accordance with the appendix to the collective
agreement

e compensation for on-call duty is paid, as referred to in section 15 of the
collective agreement.

6. Local agreements, as referred to in this Appendix, meet the requirements of
the Act on Co-operation within Undertakings concerning the adoption of reg-
ular Saturday or Sunday work.

7. If no local agreement can be reached, or if the local agreement on Saturday
and Sunday work terminates with no new agreement in place before the
previous agreement ends, the employer may implement working time ar-
rangements in accordance with section 6.

LOCAL AGREEMENTS IN FORCE

1. Local agreements previously agreed in accordance with Appendix 5 are
valid as agreed locally.

WEEKEND WORK WITHOUT A LOCAL AGREEMENT

If no local agreement was concluded on regular Saturday and Sunday work, as
referred to in section 4, the company may decide on regular Saturday and Sun-
day work as follows:

1. Before the company adopts regular Saturday and Sunday work, the com-
pany must first negotiate on the work carried out on Saturdays and Sundays
in accordance with chapter 3 of the Act on Co-operation within Undertakings.
The negotiation must cover at least the matters referred to in section 4, sub-
section 2 of this Appendix. In addition, the procedures related to the identi-
fying of volunteers, as referred to in subsection 3 hereunder, are discussed.

2. Before the employer adopts Saturday and Sunday work, the employer noti-
fies the employee representatives and the staff of the implementation
method and arrangements concerning Saturday and Sunday work.
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. Carrying out regular work on Saturdays and Sundays is primarily voluntary.
If there are not enough volunteers, the employer may decide on the employ-
ees carrying out work on Saturdays and Sundays within the limits referred
to hereunder.

Entry in the minutes:

Consent to weekend work that was given based on local agreement
is not valid in connection with weekend work referred to in this sec-
tion.

. Employees whose employment commenced before 1 March 2018 have the
right to withdraw their consent for justified reasons by notifying the employer
of this four months in advance.

. Upon the employer’s order, each employee may be required to work on a
weekend but not more often than on one weekend per month. This limitation
is valid until 31 July 2019.

. Employees have the right to refuse Saturday and Sunday work due to an
extremely weighty personal reason. The excuse must be specifically related
to carrying out work on a Saturday or Sunday. The right is valid for a fixed
term for the duration of the impediment. An additional prerequisite is that the
employer is able to assign work for the period from Monday to Friday. The
employee presents to the employer a clarification based on which the em-
ployer is able to assess the impediment and its duration.

. New employees (employment commenced on 1 March 2018 or later) may
be assigned to weekend work as of 1 June 2018.

. The objective is that Saturday and Sunday work is allocated equally, and the
employer must consider the employees’ wishes, as possible. The implemen-
tation of equality is monitored through cooperation.

Employees are entitled to at least one free weekend per month, unless
agreed otherwise with the employee on a case-by-case basis. When taking
at least six days of annual leave, one such weekend must be scheduled for
the weekend preceding the annual leave period, unless agreed otherwise
with the employee. A free weekend is used during the annual leave only if
all weekends of the month are deemed annual leave. In addition, the Sunday
immediately following an annual leave of at least six days is free.

In addition to the above, the employee is entitled to at least five free Satur-
days and seven free Sundays in a year, unless agreed otherwise with the
employee on a case-by-case basis. A weekend taking place during the an-
nual leave is not counted as such days.
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If an employee deems that weekend work was not allocated equally, the
situation is reviewed together with the employer. Shop stewards/senior staff
representatives have the possibility to express their views on the matter. The
employer takes the required measures to rectify any defects that were jointly
discovered.

In operations where Saturday and Sunday work is used, the stipulations of
subsection 8, section 6 of the collective agreement concerning shift lists ap-

ply.

10.Pay increased by 50% is paid for Saturday work that is included in regular

working time. Pay increased by 100% is paid for Sunday work that is in-
cluded in regular working time.

11.Regarding Sunday work, the stipulations in subsections 1-9 take effect on

1 January 2019. The adoption of Sunday work does not require new local
negotiations, as referred to in section 4 of Appendix 5, provided that they
have already been conducted.

DAYS OFF

1.

The working week is a five-day week. Days off are given on consecutive
days, unless otherwise agreed between the employer and employee.

If Saturday and Sunday work is implemented in accordance with Appendix
5, public holidays taking place on a weekend, Christmas Eve and Midsum-
mer Eve shorten the working time for the week in question if they would have
been working days according to the shift list.

VALIDITY

1.

The validity period of this agreement is the same as that of the Collective
Agreement for the Financial Sector.
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APPENDIX 6 AGREEMENT ON WORKING TIME ARRANGEMENTS FOR INTERNATIONAL
PAYMENT SYSTEMS

18

28

The advent of international payment systems (e.g. TARGET, EBA) has resulted
in the need to amend the working time provisions observed under the Collective
Agreement for the Financial Sector of 1 April 1999. The working time arrange-
ments under this agreement, which have been negotiated separately for each
company in accordance with section 2, are intended to apply to work concerning
international payment systems and the related support tasks from Monday to
Friday on weeks that include a midweek holiday.

The Bank Employers’ Association and the Trade Union SUORA have agreed
on the working time arrangements concerning international payment systems
as follows:

REGULAR WORKING HOURS AND COMPENSATION ON WEEKS IN-
CLUDING A MIDWEEK HOLIDAY

1. Regular working hours on midweek holidays, Midsummer Eve and Christ-
mas Eve are paid with an increase of 150% for the first two hours and with
an increase of 200% for subsequent hours.

2. Regular working hours after 14:00 on Maundy Thursday are paid with an
increase of 75%, and regular working hours after 14:00 on New Year’s Eve
are paid with an increase of 100%.

3. Regular working hours after 17:30 on the eve of other midweek holidays
(Epiphany, the First of May, Ascension Day, All Saints’ Day and Independ-
ence Day) are paid with an increase of 75%.

4. An employee who works on a midweek holiday is given a day off during the
same week, unless agreed otherwise between the employer and the em-
ployee.

MATTERS NEGOTIATED SEPARATELY FOR EACH COMPANY

1. Negotiations are conducted at each company in accordance with the coop-
eration procedure between the representatives of the employer and the
employees concerning the grounds for, effects of and alternatives to work-
ing time arrangements. The matters discussed in the negotiations must in-
clude, for example, the subject areas specified hereunder:

e Scope of operations

¢ Adequate staffing

e Work arrangements and responsibilities
e Shift lists
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e Confirming the shift list for midweek holidays and their eves 6 months
in advance if possible

e Problems with childcare and other justifiable reasons

e Equal treatment

e Arranging meals

e Commuting and the related compensation

e On-call duties

e Security considerations

38 VALIDITY

1. The validity period of this agreement is the same as that of the Collective
Agreement for the Financial Sector.
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APPENDIX 7 INDIVIDUAL WORKING HOURS
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PURPOSE OF INDIVIDUAL WORKING HOURS

1.

2.

Individual working hours enable working hours that differ from the traditional
working time system.

Individual working hours are voluntary in nature.

AGREEING ON INDIVIDUAL WORKING HOURS

1.

Individual working hours require an agreement between the employer and
the employee.

The agreement is made in accordance with the working hours agreement
model that the parties to this agreement have jointly drawn up.

New employees are included in the scope of the traditional working hours
system.

When the period of individual working hours ends, the employee has the
right to return to the traditional working hours model.

Shop stewards/senior staff representatives may, with the employee’s con-
sent, review the working hours agreement.

VALIDITY OF THE AGREEMENT

1.

The agreement may be concluded for a fixed term of no more than one year
or it may be valid until further notice.

Fixed-term individual working hours end without a notice period.

An agreement that is in force until further notice and has continued for one
year may be terminated with two (2) months’ notice. The individual working
hours will, however, continue to be applied until the end of the averaging
period that is in effect at the time when the notice period ends.

A fixed-term agreement or an agreement that is valid until further notice and
has lasted for less than one year may be terminated by mutual understand-
ing or with two (2) months’ notice for an especially weighty unforeseeable
reason.

WORKING HOURS

1.
2.
3.

The company and the employee agree on the average working time.
The agreed average working time shall be no more than 40 hours a week.

The maximum working time in a shift list is 10 hours per day (24 hours) and
48 hours per week.
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4. The individual working hours must average out to the agreed average work-

ing hours over periods of no more than 3 months.

A longer averaging-out period, which must not exceed 12 months, is possi-
ble when agreed separately and it is applicable primarily to special situations
when, for example, the summer period or studies require the planning of the
working time for the entire year.

WORKING HOURS PLAN AND SHIFT LISTS

1.

A working hours plan for the entire averaging-out period is drawn up when
agreeing on individual working hours. In connection with this, the main prin-
ciples regarding the scheduling of working hours during an averaging-out
period are agreed.

The employer prepares a detailed shift list for a period of at least 3 weeks.
The shift list is made available to the employee no later than a week before
the list takes effect. A list that has been issued may not be amended except
by mutual agreement.

PAY

Pay is determined in relation to the agreed average working hours and the
working hours set out in section 6, subsection 1 of the collective agreement.
The employee's pay means the pay specified in the pay grade table plus any
additional increments.

OVERTIME AND ADDITIONAL WORK

1.

When the average working time agreed in a working hours agreement
amounts to at least 37 hours/week, work in excess of the shift list is overtime
work.

When the average agreed working hours amount to less than 37
hours/week, overtime work is work that is carried out in addition to 7 hours
and 40 minutes or in addition to regular working time that is longer than this,
as specified by the shift list. Work in excess of the shift list that does not
exceed 7 hours and 40 minutes a day is additional work.

Employees have the right to refuse overtime and additional work due to ap-
propriate reasons.

EFFECT OF DAYS OFF ON INDIVIDUAL WORKING HOURS

1.

Midweek holidays that fall on a weekday other than a Saturday, days off
under the collective agreement and days of annual paid leave shorten the
working time in the averaging-out period by the average working time of one
day during the period.
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2. If paid annual leave or days off under the collective agreement are agreed
after the shift list was confirmed, these days off shorten the working hours
as set out in the shift list.

OTHER TERMS OF EMPLOYMENT

1. The other terms of employment applied to an employee with individual
working hours are determined correspondingly to an employee with
monthly salary in the industry.

2. When the individual working hours agreement ends, the employee has the
right to return to their previous job or a similar job, similarly to an employee
returning from maternity, paternity or parental leave or childcare leave.

LOCAL NEGOTIATIONS

1. The details of company-specific supplementary practices may be defined
together with the chief shop steward.

COOPERATION BETWEEN THE LABOUR MARKET ORGANISATIONS

1. The joint working time working group that has been established by the par-
ties monitors individual working hours practices and may issue application
instructions or recommendations regarding the use of the system, as nec-
essary.

VALIDITY OF THE PROTOCOL

1. This protocol is valid on equal terms with the Collective Agreement for the
Financial Sector.
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APPENDIX 8 PROTOCOL OF PAY DISCUSSIONS

18

Pay committee

1. A pay committee is established at group level or in other companies. A pay

committee may also be established in other companies.
A pay committee:

e monitors and promotes the functioning of the pay discussion system

e discusses the pay principles at the company group level or other com-
pany

e takes part in the design and implementation of training required for the
pay discussion system

e deals with disputes concerning pay discussions.

Entry in the minutes:
The existing pay committees based on Appendix 8e continue their
operations.

. The members of a pay committee are agreed at the local level. If the local

parties fail to reach an agreement on the members, the pay committee is
established as follows:

Number of employees | Number of employee Number of employer
representatives representatives
Less than 1,000 per- 2-4 1-2
sons
1,000 persons 4-6 2-4

. Employers who are members of Service Sector Employers Palta and belong

to an employer group or company group appoint their representatives to the
pay committee.

. The staff representatives of the company group in question and the main

contact person of the Federation of Professional and Managerial Staff YTN
are the ex-officio members of the pay committee. Other employee repre-
sentatives are decided within relevant organisations. Deputies can be
elected for the representatives to attend meetings when the actual repre-
sentatives are unable to attend.

. The employee representatives’ term of office in the pay committee is the

same as the term of shop stewards/senior staff representatives.

. The pay committee agrees on its activities, organisation and meetings. The

employer must, however, convene the pay committee whenever needed
and at least once in a calendar year. The documents presented in a meeting
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must be delivered to the pay committee members at least one week in ad-
vance of the meeting.

7. Employee representatives are granted paid leave for the time required for
the pay committee’s meetings and the related joint meeting preparations
carried out by the employee representatives.

28 Principles of pay determination

1. An employee’s pay is determined individually, while taking into account the
complexity of the work, the employee’s competence and work performance
and the principle that everyone should receive the same pay for the same
or equally demanding work.

The minimum pay for employees is determined by qualification classes.

In company groups and other companies, the qualification classes may be
further defined by adding job descriptions therein. The objective is that such
positions are added to qualification classes through mutual agreement.

Changes in the complexity of work are assessed during employment in ac-
cordance with the qualification classes included in the collective agreement,
unless agreed otherwise in the company group or in other companies in
question.

Exceptions to the qualification classes may be agreed in company groups
and other companies.

The competence and performance of an employee are assessed using the
evaluation form included in the collective agreement, unless agreed other-
wise in company groups or other companies.

2. The company decides on its pay policies after pay policies have first been
discussed in the company group or the individual company in question,
whereafter the company introduces the pay policies to its staff to a sufficient
extent.

3. An employee’s pay is affected by:

e work duties and changes in them

e work experience

e subtasks that are more demanding than the employee’s main duties
e ualifications

e responsibility

e work performance

4. The aim is that employees feel their pay is fair and motivating.
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Pay discussions

1.

In addition to the personal minimum pay increases (across-the-board pay
increases) set out in the protocol of signature (that is, the agreement on
negotiation procedure), pay increases are carried out through pay discus-
sions.

An employee’s personal pay is increased if so decided in pay discussions.

The monetary pay that is regularly paid to the employee is deemed to be the
personal monthly salary or hourly wage. Company-specific supplements or
increments paid due to working conditions (Saturday, evening, night, shift
work, on-call, emergency call-back and telephone consulting) are not con-
sidered as personal pay.

The date of pay discussions is agreed within company groups or in other
companies. Pay discussions take place before the pay increase dates set
out in the collective agreement.

Personal pay discussions are important when determining the employee’s
pay. The employee’s supervisor is obligated and the employee has the right
to participate in a pay discussion at least once a year. The supervisor and
employee confirm the results of the pay discussion in writing. A summary of
the discussion is produced in accordance with the attached template, unless
agreed otherwise 