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Agreement concerning general employment 
terms and conditions 
Section 1 Scope of the agreement 
1.1 Scope 
This agreement encompasses companies that are members of the following employers’ 
associations and which are listed separately: 

• Almega Service Companies 

• Media Industries Employers’ Association 

1.2 Application 
A request in writing from one of the parties is required for this agreement to apply at a 
company. The agreement then comes into force as of the first day of the next month, 
provided nothing else has been agreed in the individual case. The agreement applies 
between the parties stated in the request. 

If a company is already subject to another collective agreement for salaried em-
ployees, this agreement applies until its validity period expires, provided nothing else 
is agreed. 

1.2.1 The optional nature of the agreement 
If the local parties would like any part of the agreement to be given an alternative con-
tent, the wording thereof is examined by the Agreement Committee. 

1.3 Exemptions 
The agreement does not apply to 

• salaried employees in senior management positions 

• salaried employees whose position is considered a second job, except for what ap-
plies to sick pay during the employer period in accordance with Section 10 of this 
agreement. 

1.4 Retirement age reached 
For salaried employees who have reached the ordinary retirement age in accordance 
with the ITP plan, the employer and salaried employee can come to an agreement that 
employment terms and conditions other than those in this agreement shall apply. A se-
parate agreement is required for the right to sick pay subsequent to the employer pe-
riod. 

The same applies to those who are employed after having reached the ordinary retire-
ment age that applies at the company. 
Minutes note 
The Swedish Employment Protection Act currently gives salaried employees the right 
to work until they are 67 years of age. 

  



SECTION 2 EMPLOYMENT 

4 

1.5 Working abroad 
When working abroad, the employment terms and conditions during the time abroad 
are regulated through 

• agreements between the employer and employee or 

• specific foreign regulations or similar that are in place within the company. 

In addition, “Agreement concerning social security for salaried employees when wor-
king abroad” applies to those salaried employees that are encompassed by this. 

1.6 Senior management – trade union affiliation 
If the employer so requests, salaried employees in senior management positions are to 
refrain from being members of trade unions that are parties to this agreement. This 
also applies to the senior manager’s secretary and, in large companies, the head of hu-
man resources and their secretary. 
Minutes note 
PTK unions have agreed that salaried employees’ union branches and representatives 
appointed by salaried employees within the PTK area can be represented by a joint 
body, PTK-L, with regard to the change agreement and matters concerning reductions 
in personnel in accordance with the Salaried Employees Agreement. This body shall 
be regarded as the local employees’ organisation in accordance with the Employment 
Protection Act (1982:80). If it is not possible for the salaried employees’ party to act 
through PTK-L, it shall be possible for the company to come to a separate agreement 
with each salaried employees’ organisation. 

Section 2 Employment  
Points 2.2–2.4 of Section 2 apply up to and including 31 October 2017.  

2.1 Permanent employment  
The position is permanent unless the employer and salaried employee have agreed that 
the position is to be temporary or on a trial basis. 

2.2 Terms and conditions for temporary employment  
(Applies up to and including 31 October 2017) 
The employer and salaried employee can come to an agreement concerning temporary 
employment: 

• For a certain time, a certain season or a certain job if the specific nature of the 
duties occasion such employment 

• When acting as a substitute for a salaried employee while they are on leave due to 
a holiday, illness, education or parenthood, for example 

• In order to maintain a position that has been advertised as vacant for up to six 
months, provided the employer and the local salaried employees’ party do not 
agree otherwise 

• In order to relieve a temporary peak in the volume of work 

• For young people who are still at school and students when they are on holiday or 
otherwise taking a break from their studies and during work placements 

• For salaried employees who have reached the ordinary retirement age in accor-
dance with the ITP plan. 
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The preferential right to re-employment does not apply in the event of temporary em-
ployment that is judged to have a duration of a maximum of one month. 

2.3 Trial employment 
(Applies up to and including 31 October 2017) 
An agreement concerning trial employment may be entered into when the aim is for 
the position to transition to permanent employment following the trial period. The 
agreement may encompass a maximum of six months. If the salaried employee has 
been absent during the trial period, the position may be extended, subject to agree-
ment, by an equivalent amount of time. If the trial period does not transition to perma-
nent employment, the employer shall justify their standpoint, should the salaried em-
ployee request this. 

2.4 Notification of trial employment and employment in the event 
of peaks in the volume of work 
(Applies up to and including 31 October 2017) 
If practically possible, the employer should notify the salaried employees’ union 
branch concerned before the employer and the salaried employee enter into an agree-
ment concerning trial employment or employment to relieve a temporary peak in the 
volume of work. However, this notification must always be submitted within a week 
of the employment agreement being entered into. If so requested, the employer shall 
discuss this with a trade union representative. 

Section 2 Employment  
Points 2.2–2.5 of Section 2 apply up to and including 31 October 2017.  
The forms of employment listed below are a comprehensive regulation of the forms of 
employment that are available in the area covered by the agreement. With respect to 
preferential right to re-employment, the Employment Protection Act applies unless 
stated otherwise. 

Note: Provisions concerning the termination of temporary employment and fixed-term 
employment are in 13.3.3 and 13.3.4 

2.1 Permanent employment  
The position is permanent unless the employer and salaried employee have agreed that 
the position is to be temporary or on a trial basis.  

2.2 Terms and conditions for temporary employment  
(Applies as of 1 November 2017) 
The employer and salaried employee can come to an agreement concerning temporary 
employment: 

• When acting as a substitute for a salaried employee while they are on leave or ab-
sent or in order to maintain a position that has been advertised as vacant.   

• For an agreed fixed term  

A contract concerning an agreed fixed term shall encompass a minimum employment 
period of seven days, provided the employer and the salaried employee do not agree 
on a shorter period of employment.  
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Note 1:  
If the trade union believes that the opportunity to institute fix-term employment peri-
ods shorter than seven days through individual agreements is being misused, the 
union may, following local and central negotiations in this matter, revoke the op-
portunity for the employer to enter into similar individual agreements in future. The 
opportunity to revoke does not apply when local agreement has been reached. The 
terms misuse refers to the employer repeatedly employing people for short periods in 
spite of it having been possible to satisfy the needs of the enterprise through longer 
fixed-term employment or permanent employment. When misuse is suspected, the 
trade union has the right to inspect all employment contracts from the past six months 
in which an individual agreement has been entered into concerning an employment 
period that is shorter than seven days.  
Local parties can also enter into agreements concerning short employment periods. 
Note 2: 
The intention of a local agreement is for the employer and the salaried employees’ 
party to review together the typical situations in which such short-term employment 
needs arise, periodically or repeatedly, in the enterprise and come to an agreement in 
advance about exemptions pertaining to these or to enter into a local agreement in an 
individual situation. 

Students who are enrolled at a higher education institution can always be employed 
for an agreed fixed term without there being a requirement for a minimum em-
ployment period. 

• For salaried employees who have reached the ordinary retirement age in accor-
dance with the ITP plan (currently 65 years). 

• For seasonal work. 
Note 3: 
The parties are in agreement that the definition of seasonal work is consistent with the 
Employment Protection Act.  

• Doctoral studentships where the work on the doctoral thesis takes place entirely or 
partly at a company. 

• For young people who are still at school and during work placements. 

The preferential right to re-employment does not apply to temporary employment that 
is judged to have a duration of a maximum of one month. 

2.3 Conversion rule for substitutes and agreed fixed-term 
positions  
(Applies as of 1 November 2017) 
A substitute position or an agreed fixed-term position are converted into a permanent 
position when an employee has been employed by the employer in a substitute 
and/or agreed fixed-term position for more than 36 months over the course of a five-
year period.        
Note: After the time for conversion to permanent employment has been reached, the 
salaried employee can enter into a written agreement with the employer to defer the 
conversion. Such agreements are valid for six months. The salaried employee may 
then defer permanent employment again in accordance with this rule. For those who 
have reached the ordinary retirement age in accordance with the ITP plan (currently 
65 years), an agreed fixed-term or substitute position is not converted into a perma-
nent position. 
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As a general rule, similarly to the entitlement pertaining to general fixed-term em-
ployment and employment as a substitute, in the event of a conversion, the em-
ployment terms and conditions remain unchanged, provided the employer and sala-
ried employee have not agreed otherwise. In those cases where the parties have not 
come to an agreement and the employment rate shortly before the conversion time di-
verges substantially from a calculated average employment rate over the course of the 
past twelve months, this shall be set at the average in the permanent position. 

2.4 Trial employment 
(Applies as of 1 November 2017) 
Agreements concerning trial employment may be entered into when the aim is for the 
position to transition to permanent employment following the trial period. There are 
no specific requirements set with respect to trial needs. However, the agreement may 
encompass a maximum of six months. If the salaried employee has been absent during 
the trial period, the position may be extended, subject to agreement, by a period equi-
valent to the period of absence.  
If the salaried employee has been employed in a similar position in the company im-
mediately prior to the trial employment for a fixed term or as a substitute, the length of 
the trial period is reduced by the corresponding degree. 

2.5  Transitional regulations 
These rules enter into force on 1 November 2017. The earlier rules apply in full to em-
ployment contracts entered into prior to 1 November 2017.  

When converting to permanent employment, time employed in positions that have 
begun prior to 1 November 2017 is disregarded. 

Section 3 General rules of conduct 
3.1 Loyalty 
The relationship between employer and salaried employee is based on mutual loyalty 
and mutual trust. The salaried employee shall be discreet with respect to to the em-
ployer’s affairs such as pricing, computer systems, surveys, operating conditions, busi-
ness matters or similar. 

3.2 Competing business 
A salaried employee may not perform work nor directly or indirectly undertake econo-
mic activity for a company that is in competition with their employer. The salaried em-
ployee may also not take on assignments or undertake activities that may have a preju-
dicial impact on their work. Those who intend to take on assignments or second jobs of 
a more extensive nature shall therefore first consult with the employer. 

3.3 Positions of trust 
A salaried employee has the right to hold positions of trust within central and local go-
vernment and trade unions. 
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Section 4 Compensation for overtime 
Refer to the working hours agreement, Appendix 1, regarding working hours. 

4.1 The right to compensation for overtime 
Salaried employees have the right to compensation for overtime in accordance with 
4.3, provided nothing else has been agreed in accordance with 4.1.1–4.1.2. 

4.1.1 Agreement with certain salaried employees 
The employer and the salaried employee may enter into an agreement that compensat-
ion for overtime shall be provided through the salaried employee receiving a higher 
salary and/or five additional days’ annual leave over and above the statutory annual 
leave allowance. 

Such agreements may only be entered into with salaried employees in management 
positions and salaried employees whose working hours are difficult to monitor or who 
are free to set their own working hours. In other cases, specific grounds shall exist. 

4.1.2 Preparatory and concluding work 
If the employer and the salaried employee have entered into an explicit agreement that 
the salaried employee shall perform preparatory and concluding work of not less than 
12 minutes each day and the salary has not been set accordingly, the salaried em-
ployee shall be compensated with three days’ annual leave over and above the sta-
tutory annual leave allowance. 

4.1.3 Written agreement Validity period 
Agreements in accordance with 4.1.1 and 4.1.2 shall be in writing. They are valid until 
further notice and can be revised at the next salary review. The agreement should state 
how the salaried employee is compensated for overtime. 

The party who wants to terminate the agreement  shall inform the other party at least 
two months in advance. 

The employer shall inform the concerned salaried employees’ union branch when an 
agreement has been entered into. 

4.2 Prerequisites for compensation for overtime 
4.2.1 Definition of overtime 
Overtime that give an entitlement to compensation denotes work that is performed 
over and above the ordinary daily working hours that apply to the salaried employee, 
provided the overtime 
• has been ordered in advance or 
• has been approved retrospectively by the employer. 
Refer to 4.4 regarding part-time work 

4.2.2 Preparatory and concluding work 
Time spent performing necessary preparatory and concluding work that is normally 
part of the salaried employee’s duties is not considered overtime. 
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4.2.3 Calculation of overtime 
If the overtime has been worked both before and after the ordinary working hours on a 
certain day, both periods of overtime are to be added together. Only full half-hours are 
to be included in the calculation. 

4.2.4 Overtime that is not contiguous with ordinary working hours 
If a salaried employee works overtime at times that are not immediately before or after 
their ordinary working hours, compensation is provided for a minimum of three hours’ 
overtime. However, this does not apply if it is only a meal break that separates the 
overtime from the ordinary working hours. 

4.2.5 Travel expenses in the event of overtime 
If the salaried employee appears for overtime that is not immediately after their ordi-
nary working hours and there are resulting travel expenses, the employer shall com-
pensate the salaried employee for these. This also applies in those cases where an 
agreement has been entered into in accordance with 4.1.1. 

4.2.6 Overtime in the event of reduced ordinary daily working hours 
The following applies if the ordinary daily working hours are reduced for part of the 
year, e.g. during the summer, without a corresponding extension taking place during 
another part of the year. Calculation of overtime that has been worked during the part 
of the year in which the reduced working hours has been applied shall take place on 
the basis of the daily working hours that apply for the rest of the year. 

4.3 Compensation for overtime 
4.3.1 Money – leave 
Compensation for overtime is provided either in money (overtime pay) or leave (time 
off in lieu). Time off in lieu is provided if the salaried employee so desires and the em-
ployer, following consultation with the salaried employee, finds that this can be ar-
ranged without inconvenience to the business of the company. 

During the consultation, the employer shall as far as is possible accommodate the sala-
ried employee’s wishes concerning when the time off in lieu is to be taken. 

4.3.2 Size of the compensation 
Overtime pay per hour is payable as per the following: 

Overtime 06:00–20:00 Monday–Friday (not holidays) 

monthly salary 
         94 

or as agreed 

1 ½ hours time off in lieu for every hour of overtime 

overtime at other times 

monthly salary 
         72 

or as agreed 

2 hours time off in lieu for every hour of overtime 

Monthly salary denotes the current fixed monthly cash salary. 
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Overtime on weekdays the salaried employee has off is the same as overtime at other 
times The same applies to overtime on Midsummer Eve, Christmas Eve and New 
Year’s Eve. 

4.4 Excess hours in the event of part-time employment (additional 
time) 
4.4.1 Compensation for additional time 
If a part-time employee has worked time in excess of the ordinary daily working hours 
that apply to the part-time position, compensation is payable per excess hour as 
follows 
        monthly salary         
3.5 × weekly working hours 
Monthly salary denotes the current fixed monthly cash salary. 
Weekly working hours denotes the part-time employee’s working hours per week that 
does not include holidays, calculated as a monthly average. 

4.4.2 Calculation of additional time 
If the additional time has been worked both before and after the ordinary working 
hours that apply to a part-time employee, both periods are to be added together. Only 
full half-hours are to be included in the calculation. 

4.4.3 Compensation for overtime in the event of working additional time 
A part-time employee is entitled to compensation for overtime if the additional time is 
worked before or after the times that apply to the ordinary daily working hours for a 
full-time employee in an equivalent position at the company. When calculating com-
pensation in accordance with 4.3.2, the salary is adjusted upwards to that it equates to 
a full-time salary. 

Section 5 Displaced working hours 
5.1 Displaced working hours 
Displaced working hours denotes that part of the salaried employee’s ordinary wor-
king hours that are on the days and between the times that are indicated in 5.3. 

5.2 Notification of displaced working hours 
The employer should notify the salaried employee at least 14 days in advance that 
working hours will be displaced. This notification should also contain information 
about how long the displacement is intended to apply. 
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5.3 Compensation for displaced working hours 
Compensation for displaced working hours is payable as per the following: 

MONDAY–FRIDAY, FROM 18:00 TO 24:00 MONTHLY SALARY 
600 

MONDAY–SATURDAY, FROM 00:00 TO 07:00 MONTHLY SALARY 
400 

SATURDAY–SUNDAY, FROM SATURDAY 07:00 TO SUNDAY 24:00 MONTHLY SALARY 
300 

FROM 07:00 ON EPIPHANY, 1 MAY, ASCENSION DAY, NATIONAL DAY 
AND ALL SAINTS DAY, TO 00:00 ON THE FIRST WEEKDAY AFTER THE 
RESPECTIVE HOLIDAY 

MONTHLY SALARY 
300 

FROM 18:00 ON MAUNDY THURSDAY AND FROM 07:00 ON WHITSUN 
EVE, MIDSUMMER EVE, CHRISTMAS EVE AND NEW YEAR’S EVE, TO 
00:00 ON THE FIRST WEEKDAY AFTER THE RESPECTIVE HOLIDAY. 

MONTHLY SALARY 
150 

Compensation for displaced working hours cannot be paid concurrently with overtime 
pay. 

Monthly salary denotes the current fixed monthly cash salary. 

For part-time employees, the salary is adjusted upwards so that it equates to a full-time 
salary. 

5.4 Local agreements 
The local parties may enter into agreements concerning alternative compensation for 
displaced working hours, provided there are specific grounds. 

5.5 Individual agreements 
The employer and an individual salaried employee may enter into an agreement to the 
effect that compensation in accordance with the above is not to apply and that the sala-
ried employee shall instead be compensated in another manner. Agreements of this 
type shall be made in writing. 

The terms are valid until further notice and can be revised at the next salary review. 

A party who wants to terminate the agreement shall inform the other party at least two 
months in advance. 

5.6 When the salaried employee has previously received other 
compensation 
If a salaried employee has been compensated for displaced working hours through 
their salary or in another manner and has therefore not received any specific compen-
sation, the terms shall not be altered through this agreement’s entry into force. 

Section 6 On-call time 
6.1 On-call time 
On-call time denotes time during which the salaried employee is not obliged to work, 
but is instructed to be at the employer’s disposal in the workplace in order to work 
when the need arises. 
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6.2 Schedule 
On-call time shall be allocated in such a way that it does not place an unreasonable 
burden on an individual salaried employee. 

The on-call schedule should be drawn up well in advance. 

6.3 Compensation for on-call time 
COMPENSATION PER HOUR OF ON-CALL TIME IS PAYABLE AS PER THE 
FOLLOWING  

MONTHLY SALARY 
600 

HOWEVER, THE FOLLOWING APPLIES:  

FROM FRIDAY AT 18:00 TO SATURDAY AT 07:00 MONTHLY SALARY 
400 

FROM SATURDAY 07:00 TO SUNDAY 24:00 MONTHLY SALARY 
300 

FROM 18:00 ON THE DAY BEFORE, TO 07:00 ON EPIPHANY, 1 MAY, 
ASCENSION DAY AND ALL SAINTS DAY 

MONTHLY SALARY 
400 

FROM 07:00 ON EPIPHANY, 1 MAY, ASCENSION DAY, NATIONAL DAY 
AND ALL SAINTS DAY, TO 00:00 ON THE FIRST WEEKDAY AFTER THE 
RESPECTIVE HOLIDAY 

MONTHLY SALARY 
300 

FROM 18:00 ON MAUNDY THURSDAY AND FROM 07:00 ON WHITSUN 
EVE, MIDSUMMER EVE, CHRISTMAS EVE AND NEW YEAR’S EVE, TO 
00:00 ON THE FIRST WEEKDAY AFTER THE RESPECTIVE HOLIDAY. 

MONTHLY SALARY 
150 

Compensation for on-call time is payable per shift for a minimum of eight hours, with 
a deduction for the time for which the salaried employee has received overtime pay, 
where applicable. 

Monthly salary denotes the current fixed monthly cash salary. 

For part-time employees, the salary is adjusted upwards so that is equates to a full-
time salary. 

6.4 Local agreements 
The local parties may enter into agreements concerning alternative solutions, provided 
there are specific grounds. 

6.5 Individual agreements 
The employer and an individual salaried employee may enter into an agreement to the 
effect that compensation in accordance with the above is not to apply and that the sala-
ried employee shall instead be compensated in another manner. Agreements of this 
type shall be made in writing. 

The terms are valid until further notice and can be revised at the next salary review. 

A party who wants to terminate the agreement shall inform the other party at least two 
months in advance. 
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Section 7 Standby duty 
Section 7 applies up to and including 31 October 2017.   

7.1 Standby duty 
(Applies up to and including 31 October 2017) 
1) Standby Duty I denotes time during which the salaried employee is not obliged to 

work, but is instructed to be at the employer’s disposal by being reachable in order 
to immediately be able to work when the need arises. 

2) Standby Duty II denotes time during which the salaried employee is not obliged to 
work, but is instructed to be reachable in order to be able to work at the workplace 
or another place within a stipulated amount of time. 

7.2 Schedule  
(Applies up to and including 31 October 2017) 
Standby duty shall be allocated in such a way that it does not place an unreasonable 
burden on an individual salaried employee. The schedule for standby duty should be 
drawn up well in advance. 

7.3 Compensation for standby duty 
(Applies up to and including 31 October 2017) 

 STANDBY DUTY I STANDBY DUTY II 

COMPENSATION FOR STANDBY DUTY IS PAYABLE 
PER HOUR ON STANDBY AS PER THE FOLLOWING 

MONTHLY SALARY 
1,000 

MONTHLY SALARY 
1,400 

HOWEVER, THE FOLLOWING APPLIES:   

FRIDAY–SUNDAY    

FROM FRIDAY AT 18:00 TO SATURDAY AT 07:00 MONTHLY SALARY 
700 

MONTHLY SALARY 
1,000 

FROM SATURDAY 07:00 TO SUNDAY 24:00 AND 
NATIONAL DAY 

MONTHLY SALARY 
500 

MONTHLY SALARY 
700 

FROM 18:00 ON THE DAY BEFORE, TO 07:00 ON 
EPIPHANY, 1 MAY, ASCENSION DAY AND ALL 
SAINTS DAY 

MONTHLY SALARY 
700 

MONTHLY SALARY 
1,000 

FROM 07:00 ON EPIPHANY, 1 MAY, ASCENSION 
DAY AND ALL SAINTS DAY, TO 00:00 ON THE 
FIRST WEEKDAY AFTER THE RESPECTIVE 
HOLIDAY 

MONTHLY SALARY 
500 

MONTHLY SALARY 
700 

FROM 18:00 ON MAUNDY THURSDAY AND NEW 
YEAR’S EVE AND FROM 07:00 ON WHITSUN 
EVE, MIDSUMMER EVE, CHRISTMAS EVE, TO 
00:00 ON THE FIRST WEEKDAY AFTER THE 
RESPECTIVE HOLIDAY. 

MONTHLY SALARY 
250 

MONTHLY SALARY 
350 
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Compensation for standby duty is payable per shift for a minimum of eight hours, with 
a deduction for the time for which the salaried employee has received overtime pay, 
where applicable. 

In the event of being ordered to appear for work, overtime pay is payable for the hours 
worked, however for a minimum of one hour for Standby Duty I and a minimum of 
two hours for Standby Duty II. Compensation is payable for travel expenses associa-
ted with such an appearance. 

Monthly salary denotes the current fixed monthly cash salary. 

For part-time employees, the salary is adjusted upwards so that is equates to a full-
time salary. 

7.4 Local agreements 
(Applies up to and including 31 October 2017) 
The local parties may enter into agreements concerning alternative solutions, provided 
there are specific grounds. 

7.5 Individual agreements 
(Applies up to and including 31 October 2017) 
The employer and an individual salaried employee may enter into an agreement to the 
effect that compensation in accordance with the above is not to apply and that the sala-
ried employee shall instead be compensated in another manner. Agreements of this 
type shall be made in writing. 

The agreement is valid until further notice and can be revised at the next salary re-
view. 

A party who wants to terminate the agreement shall inform the other party at least two 
months in advance. 

Section 7 Standby 
Section 7 applies as of 1 November 2017.  

7.1 Definition 
(Applies as of 1 November 2017) 
Standby denotes time during which the salaried employee is not obliged to work, but 
must be reachable in order to be able to work when the need arises. 
7.2 Local agreements 
(Applies as of 1 November 2017) 
The local parties may enter into agreements concerning standby in which standby 
duties and forms of compensation, for example, are adapted to local circumstances. 

The table below, in which standby shifts, standby compensation and compensation for 
time worked during standby duty are defined, can serve as as a foundation on which to 
base such agreements.   
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7.3 Standby duty 
(Applies as of 1 November 2017) 
Standby Duty A means that the salaried employee shall be reachable via a mobile de-
vice or similar in order to report for work. Standby Duty A does not entail the salaried 
employee being required to report to any specific location.  

Standby Duty B means that the salaried employee shall report to the workplace or to 
another place specified by the employer in order to work. 

Standby Duty C means that the salaried employee shall report to their home in order to 
work.  
Note 1 
In cases where the employer wants to apply Standby Duty C, but the salaried em-
ployee does not believe that their home is a desirable workplace, the salaried em-
ployee shall report for work at the workplace or another designated place. However, 
compensation is payable in accordance with Standby Duty C. 
Note 2 
In the event of standby duty, the employer shall take into account reasonable reporting 
times with consideration given to the salaried employee’s type of standby and other 
practical and objectively relevant circumstances. One (1) hour for reporting time for 
Standby Duty B or in the daytime for Standby Duty C can serve as a starting point. 
The reporting time may be shorted or longer. 

7.4 Schedule 
(Applies as of 1 November 2017) 
Standby duty shall be scheduled in such a way that it does not place an unreasonable 
burden an individual salaried employee. The schedule should be drawn up and com-
municated well in advance. Notification of amendments to the schedule is provided at 
least two weeks in advance. Temporary departures that could not be foreseen when the 
schedule was drawn up are not considered amendments.   
Note 1 
Unreasonable burden denotes, for example, that standby shall not be scheduled for 
too few salaried employees or that the standby is scheduled in several standby shifts 
over the course of the same 24-hour period without any connection to ordinary wor-
king hours. 
Note 2 
It is anticipated that local agreements concerning night work and rest rules in con-
junction with standby duty will be entered into when necessary.  

  

 STANDBY 1 STANDBY 2 

 COMPENSATION 

FOR STANDBY 
COMPENSATION 

FOR TIME WORKED  
COMPENSATION 

FOR STANDBY 
COMPENSATION 

FOR TIME WORKED  

TIME 1     

TIME 2     
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7.5 Standby compensation 
(Applies as of 1 November 2017) 
If an alternative local agreement has not been entered into, compensation for Standby 
Duty A, B and C is payable as per the following: 

REPORTING TIME COMPENSATION PER HOUR 

 A B C  

MONDAY AT 00:00–FRIDAY AT 18:00 MONTHLY 
SALARY 

1750 

MONTHLY 
SALARY 

1400 

MONTHLY 
SALARY 

1650 

FRIDAY AT 18:00–SATURDAY AT 07:00, 
AND FROM 18:00 ON THE DAY BEFORE, TO 
07:00 ON EPIPHANY, 1 MAY, ASCENSION 
DAY, ALL SAINTS DAY AND NATIONAL 
DAY 

MONTHLY 
SALARY 

1100 

MONTHLY 
SALARY 

900 

MONTHLY 
SALARY 

1050 

SATURDAY AT 07:00–SUNDAY AT 24:00 
AND FROM 07:00 ON EPIPHANY, 1 MAY, 
ASCENSION DAY, ALL SAINTS DAY AND 
NATIONAL DAY, TO 00:00 ON THE FIRST 
WEEKDAY FOLLOWING THE RESPECTIVE 
HOLIDAY. 

MONTHLY 
SALARY 

750 

MONTHLY 
SALARY 

600 

MONTHLY 
SALARY 

700 

FROM 18:00 ON MAUNDY THURSDAY AND 
FROM 07:00 ON WHITSUN EVE, MIDSUM-
MER EVE, CHRISTMAS EVE AND NEW 
YEAR’S EVE, TO 00:00 ON THE FIRST WEEK-
DAY AFTER THE RESPECTIVE HOLIDAY 

MONTHLY 
SALARY 

450 

MONTHLY 
SALARY 

350 

MONTHLY 
SALARY 

400 

For part-time employees, the salary is adjusted upwards so that is equates to a full-
time salary.  

Compensation for the salaried employee being on standby is payable per shift for a 
minimum of one hour for Standby Duty A, four hours for Standby Duty B and two 
hours for Standby Duty C, where appropriate, with a reduction for the time that the sa-
laried employee has received compensation for having been ordered to report for work 
in accordance with 7.6, below. 

7.6 Compensation for time worked during standby duty 
(Applies as of 1 November 2017) 
If an alternative local agreement has not been entered into, compensation for time 
worked is payable per hour as per the following: 
In the event of being ordered to report for work, overtime pay is paid for the actual 
time worked, however:  

1) a minimum of 30 minutes when working in accordance with Standby Duty A,   

2) a minimum of three hours when working in accordance with Standby Duty B, and 

3) a minimum of two hours when working in accordance with Standby Duty C. 
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A salaried employee who is on Standby Duty B, but works in accordance with 
Standby Duty A shall be compensated for at least one hour. 

For part-time employees, the salary is adjusted upwards so that is equates to a full-
time salary. 

Compensation is payable for travel expenses associated with Standby Duty B. 

7.7 Individual agreements 
(Applies as of 1 November 2017) 
The employer and an individual salaried employee may enter into an agreement to the 
effect that compensation in accordance with the above is not to apply and that the sala-
ried employee shall instead be compensated in another manner. Such an agreement 
shall be made in writing and should contain information about the compensation that 
is awarded instead of compensation for standby duty. 

The agreement is valid until further notice and can be revised at the next salary re-
view.  

The party who wants to terminate the agreement shall inform the other party at least 
two months in advance.  
Note 1 
If there is a local branch/association, it is appropriate for the parties to have discus-
sed the structure of individual agreements. It may also be appropriate to discuss indi-
vidual agreements concerning standby in conjunction with the salary review. 
Note 2 
When an individual agreement expires, the agreed compensation is no longer payable. 
Compensation is instead payable as per the general rule in the collective agreement. 

Section 8 Travel time compensation 
8.1 The right to travel time compensation 
Salaried employees are entitled to travel time compensation in accordance with 8.3, 
with the following exceptions: 
Exceptions 
1) The employer and the salaried employee who have entered into an agreement con-

cerning compensation for overtime in accordance with 4.1.1 and 4.1.2 may enter 
into an agreement that the provisions concerning travel time compensation are not 
applicable. 

2) Employers and salaried employees can enter into agreements that compensation 
for travel time shall be provided in another form, e.g. by the occurrence of travel 
time being taken into account when the salary is set. 

3) Salaried employees whose work normally results in a significant amount of travel 
on official business, e.g. travelling salespeople and service technicians, only have 
a right to travel time compensation if the employer and the salaried employee have 
entered into an agreement concerning this. 

8.2 Travel time 
Travel time is the time during an ordered journey on official business that is used for 
travelling to the destination. 

When calculating travel time for which there is an entitlement to compensation, only 
such travel time as is prior to or after the employee’s ordinary working hours. 
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If the travel time is both before and after the ordinary working hours on a certain day, 
both periods are to be added together. Only full half-hours are to be included in the 
calculation. 

If the employer has paid for a berth on a train or ship during the journey or any part 
thereof, the time from 22:00 to 08:00 is not to be included. 

The normal time taken for the salaried employee during a journey on official business 
to drive a car or other vehicle themselves is also considered travel time, regardless of 
whether or not the vehicle belongs to the employer. 

The journey shall be considered to have begun and ended in accordance with the pro-
visions that apply for calculating expenses or equivalent at each company. 

8.3 Travel time compensation 
1) Travel time compensation per hour 

monthly salary 
         240 

Travel time compensation in accordance with the divisor 240 is payable for a 
maximum of six hours per calendar day, provided longer travel time is not de-
monstrated. 

2) When the journey took place in the period from Friday at 18:00 to Monday at 
06:00 

monthly salary 
         190 

3) When the journey took place in the time from 18:00 on the day before a work-free 
holiday eve or holiday, to 06:00 on the day after the holiday 

monthly salary 
         190 

Monthly salary denotes the current fixed monthly cash salary. 

For part-time employees, the salary is adjusted upwards so that it equates to a full-time 
salary. 

Section 9 Annual leave 
9.1 General provisions 
Annual leave is provided in accordance with applicable legislation and with the 
following supplements and exceptions. 

9.2 Qualification year and annual leave year 
The qualification year is calculated from 1 April to 31 March the following year. 

The annual leave year is the subsequent 12-month period. 

The employer may enter into an agreement with an individual employee or with the 
local salaried employees’ party that the qualification year and/or the annual leave year 
shall be moved to other times or run entirely concurrently. 

When the qualification year and the annual leave year run concurrently, holiday pay 
received shall be considered payment on account and is deducted from both compen-
sation in lieu of annual leave and salary. A salaried employee who has obtained more 
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days paid annual leave than they have earned shall repay the excess holiday pay/sup-
plement that has been paid. A corresponding correction to the salary is made if the em-
ployment rate has changed over the course of the annual leave year. 

Salary deductions are not to be made at the time the employment is terminated if this 
takes place because of: 

1) the salaried employee’s illness or 

2) the salaried employee leaves their position in the circumstances referred to in 
Section 4, third paragraph, first sentence of the Employment Protection Act or 

3) notice of termination is issued by the employer due to circumstances that are not 
attributable to the salaried employee personally. 

Note (Enters into force on 1 November 2017) 
It is important that the employer makes it clear what qualification and annual leave 
years are being applied. 

9.3 Length of annual leave  
9.3.1 Number of days of annual leave 
• Twenty-five days of annual leave in accordance with the Swedish Annual Leave 

Act 

• three or five days of annual leave in addition to the statutory minimum through an 
agreement between the employer and the salaried employee in accordance with 
4.1.1 and 4.1.2 in this agreement. 

Annual leave refers to both paid and unpaid annual leave. 

9.3.2 Number of days of paid annual leave 
The number of days of paid annual leave earned is calculated in the following way: 

A × B = D 
       C 

A = number of contractually agreed days of annual leave (in accordance with 9.3.1) 

B = number of days employed during the qualification year, minus absence that is not 
credited for the purpose of holiday pay. 

C = number of calender days during the qualification year 

D = number of earned days of paid annual leave (fractions are rounded up to a whole 
number). 

9.3.3 Changing the number of days of paid annual leave 
If this agreement enters into force for a salaried employee who is encompassed by an 
individual agreement or staff regulations at the company, the salaried employee is en-
titled to at least the same number of days of paid annual leave as previously. 

If it becomes pertinent to change the annual leave provisions in the applicable regulat-
ions, the employer shall notify the salaried employees’ party and, if the party so 
requests, negotiations shall take place prior to a decision being made. 

9.3.4 Promoted or new salaried employees 
For promoted or new salaried employees, time in which they were employed at the 
company or another company that belongs to the same group of companies shall also 
be included in the qualification year. 
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9.3.5 Annual leave for intermittent workers 
For salaried employees who work an average of fewer than five days per week, the 
number of net days of annual leave is calculated as per the following: 

Number of working days/week × number of days of annual leave in accordance with 
9.3 
5 

= Number of days of annual leave (net days of annual leave) that shall be applied to 
days that would have been working days as per the work schedule. Fractions are 
rounded up to the next full day. 

If the work schedule indicates that the salaried employee is to work both full and part 
time in the same week, the day on which they are working part time shall be counted 
as a full day. When the annual leave is used by this type of salaried employee, a full 
day of annual leave is also used up for the day the salaried employee would only have 
worked part of the day. 
Example 

THE SALARIED EMPLOYEE’S PART TIME  
IS SCHEDULED FOR AN AVERAGE OF  

THE FOLLOWING NUMBER OF WORKING  
DAYS PER WEEK 

NUMBER OF NET DAYS OF ANNUAL LEAVE  
(IN THE EVENT OF 25 DAYS  

OF ANNUAL LEAVE) 

4 20 

3.5 18 

3 15 

2.5 13 

2 10 

If the work schedule is changed so that “the number of working days per week” is 
changed, the number of unused net days of annual leave shall be calculated so that it 
corresponds to the new schedule. 

Holiday supplement, compensation in lieu of annual leave and salary deduction (in the 
event of unpaid annual leave) is calculated on the basis of the number of gross days of 
annual leave. 

9.4 Holiday pay, compensation in lieu of annual leave, etc. 
9.4.1 Holiday pay and holiday supplement 
Holiday pay consists of the monthly salary that is applicable at the time of the annual 
leave and a holiday supplement. 

The holiday supplement for each day of paid annual leave is  

• 0.8 % of the salaried employee’s monthly salary that is valid at the time of the an-
nual leave and any fixed salary supplements per month. Refer to 9.4.6 with regard 
to changed employment rate. 

• 0.5 % of the sum of the variable salary component that has been paid during the 
qualification year. 
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If the salaried employee has not earned full annual leave, the holiday supplement of 
0.5 % shall be adjusted up as per the following: 

0.5 % × the number of days of annual leave that the salaried employee is entitled to 
The number of days of paid annual leave that the salaried employee has earned 

Fixed salary supplement denotes, for example, fixed shift, on-call, standby, overtime 
and travel supplements, guaranteed minimum commission or similar. 

Variable salary component denotes, for example, commission, profit share, bonus, 
performance-related pay, shift, on-call, standby compensation and compensation for 
displaced working hours or similar, to the extent that this is included in the monthly 
salary. 

Commission, profit-share, bonus and similar denote those variable salary components 
that are directly linked to the salaried employee’s personal performance. 

Holiday pay is included in overtime pay and compensation for additional time and tra-
vel time. 

9.4.2 Calculation of the variable salary components during absence 
credited for the purpose of holiday pay 
An average daily income of variable salary components shall be added to the sum of 
the variable part of the salary that has been paid during the qualification year for every 
calender day of absence credited for the purpose of holiday pay. 

Average daily income = 

Variable salary component paid during the qualification year 
Number of days of employment, minus days of annual leave used and full days  
of absence credited for the purpose of holiday pay during the qualification year. 

Shift, on-call, standby compensation and compensation for displaced working hours 
and similar are not to be included in the above calculation, provided the salaried em-
ployee has received such compensation for a maximum of 60 calendar days during the 
qualification year. 

9.4.3 Payment of holiday pay 
The holiday supplement of 0.8 % is paid together with the salary in conjunction with 
or on the next pay day after the annual leave. 

The holiday supplement of 0.5 % is paid by the end of the annual leave year at the la-
test. 
Exceptions 
1) If a significant proportion of the salary consists of variable salary components, the 

salaried employee is entitled to a holiday supplement by payment on account ba-
sed on the variable components. The employer shall estimate the size of the sup-
plement. The supplement is paid at the same time as the salary at the time of the 
ordinary payment in conjunction with the annual leave. By the end of the annual 
leave year at the latest, the employer shall pay the holiday supplement that may 
remain following calculation in accordance with 9.4.1 and 9.4.2. 

2) If an agreement has been entered into that states the annual leave year and qualifi-
cation year shall run concurrently, the employer can pay the residual holiday pay 
that reflects variable salary components following the end of the annual leave 
year. This shall be done at the time of the first ordinary salary payment in the new 
qualification year, when the ordinary salary procedure can be applied. 
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9.4.4 Compensation in lieu of annual leave 
Compensation of every day of paid annual leave that has not been used is 4.6 % of the 
current monthly salary plus holiday supplement in accordance with 9.4.1 and 9.4.2. 

Compensation in lieu of annual leave for days of annual leave that are carried over is 
calculated as if the days carried over have been used in the annual leave year in which 
the employment terminates. 

9.4.5 Unpaid annual leave 
A deduction of 4.6 % of the monthly salary is made to the salaried employee’s current 
monthly salary for every day of unpaid annual leave used. Refer to 9.4.1 with regard 
to the term monthly salary. 

9.4.6 Changed employment rate 
If the salaried employee had a different rate of employment in the qualification year 
than at the time of the annual leave, the monthly salary that is valid at the time of the 
annual leave shall be proportioned in relation to the proportion of full ordinary wor-
king hours that applied at the workplace during the qualification year. If the rate of 
employment has changed during the current calender month, the rate of employment 
that has applied for the majority of calendar days of the month shall be used in the cal-
culation. Refer to 9.4.1 with regard to the term monthly salary. 

9.5 Annual leave for new employees 
If a new salaried employee’s days of paid annual leave are not sufficient to cover the 
company’s main period of annual leave or if the salaried employee in other cases 
would like to take more time off than they have days of annual leave, the employer 
and salaried employee may enter into an agreement to the effect that the salaried em-
ployee will take a leave of absence or take leave without loss of salary for the requisite 
number of days. Agreements of this type shall be made in writing. 

The following applies in the event of leave without loss of salary. If the employment 
terminates within five years of the day it began, a deduction shall be made from the 
accrued salary or compensation in lieu of annual leave in accordance with the same 
provisions as apply in the event of a leave of absence, but calculated on the salary that 
was applicable at the time of the leave. Deductions shall not be made if the em-
ployment terminates as a result of 

1) the salaried employee’s illness or 

2) the salaried employee leaves their position in the circumstances referred to in 
Section 4, third paragraph, first sentence of the Employment Protection Act or 

3) notice of termination is issued by the employer due to circumstances that are not 
attributable to the salaried employee personally. 

For those who have received more days of paid annual leave than they have earned, 
the provisions concerning holiday pay in advance in Section 29 a of the Annual Leave 
Act apply, provided there is no written agreement as per the above. 

9.6 Carrying over annual leave 
9.6.1 Carrying over days of annual leave 
Salaried employees who are entitled to more than 25 days of annual leave with holiday 
pay may, subject to an agreement with the employer, also carry over these excess days 
of annual leave, provided that they have not used previously carried over days of an-
nual leave in the same year. The employer and salaried employee shall enter into an 
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agreement concerning how carried over days of annual leave are to be used. This con-
cerns both the annual leave year in which the carried over days are to be used and 
when in the holiday year they are to be taken. 

9.6.2 Using carried over days of annual leave 
Carried over days of annual leave shall be used in the order in which they were carried 
over. Days of annual leave that have been carried over in accordance with the law 
shall be used before days that have been carried over in accordance with 9.6.1 over the 
course of the same year. 

9.6.3 Holiday pay for carried over days of annual leave 
Holiday pay for carried over days of annual leave is calculated in accordance with 
9.4.1. and 9.4.2. However, when calculating the holiday supplement of 0.5 %, all ab-
sence during the qualification year, excluding ordinary annual leave, shall be treated in 
the same way as absence credited for the purpose of holiday pay. 

The holiday pay for a carried over day of annual leave shall be adapted to the salaried 
employee’s proportion of full ordinary working hours over the course of the qualificat-
ion year that preceded the annual leave year from which the day was carried over. 

Refer to 9.4.6 with regard to the calculation of proportion of full ordinary working 
hours. 

Section 10 Sick pay etc. 
10.1 The right to sick pay and notification of illness 
10.1.1 The right to sick pay 
Sick pay from the employer during the first 14 calendar days of the period of illness is 
paid in accordance with the Swedish Sick Pay Act, with a supplement in accordance 
with 10.2.2, second paragraph. Subsections 10.3.1–10.3.2 state how the sick pay is 
calculated. 

Sick pay from the employer as of the 15th calendar day of the period of illness is paid 
paid in accordance with 10.3.6–10.3.8 and 10.4–10.7. 

A period of illness that begins within five calendar days of the end of a previous pe-
riod of illness shall be regarded as a continuation of the previous period of illness. 

10.1.2 Notification of illness 
A salaried employee who becomes ill and is therefore unable to work shall inform 
their employer of this as soon as possible. The salaried employee shall inform the em-
ployer of when they expect to return to work as soon as possible. 

The same applies if the salaried employee becomes incapable of working as a result of 
an accident or occupational injury or must refrain from work due to the risk of trans-
mitting infection for which there is an entitlement to compensation in accordance with 
the Swedish Compensation for Disease Carriers Act. 

As a general rule, sick pay is not to be paid for time prior to the employer having been 
notified of the illness (Section 8, first paragraph of the Sick Pay Act). 
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10.2 Affirmation and medical certificate 
10.2.1 Written affirmation 
The salaried employee shall submit to the employer a written affirmation that they 
have been ill, information about the extent to which their work capacity has been im-
paired by the illness and the days during which they would have worked (Section 9 of 
the Sick Pay Act). 

10.2.2 Medical certificate 
The salaried employee shall verify the impairment to their work capacity and the 
length of the period of illness using a medical certificate in order for the employer to 
be liable to pay sick pay as of the seventh calendar day following the day of the notifi-
cation of illness (Section 8, second paragraph of the Sick Pay Act). 

If the employer so requests, the salaried employee shall submit such a medical certifi-
cate as of an earlier day. The employer has the right to specify the doctor. 

10.3 Size of the sick pay 
10.3.1 Size of the sick pay 
The sick pay is calculated by making a deduction from the salary as per the following. 

10.3.2 Illness up to and including the 14th calendar day per period of 
illness 
For every hour a salaried employee is absent due to illness, a sickness deduction is 
made per hour as per the following: 

FOR THE FIRST DAY OF ABSENCE  
(THE QUALIFYING DAY) 
IN THE PERIOD OF ILLNESS 

MONTHLY SALARY × 12.2 
52 × WEEKLY WORKING HOURS 

AS OF THE SECOND DAY OF ABSENCE  
IN THE PERIOD OF ILLNESS 

20 % × MONTHLY SALARY × 12.2 
      52 × WEEKLY WORKING HOURS 

In addition, salaried employees who would have worked scheduled displaced working 
hours receive sick pay as of the second day of absence that is 80 % of the compensat-
ion for displaced working hours that they have missed. 

10.3.3 Sick pay from the first day in certain cases 
For a salaried employee who, according to a decision by the Swedish Social Insurance 
Agency, is entitled to sick pay of 80 % as of the first day of absence due to illness, a 
sickness deduction is made in accordance with what applies as of the second day of 
absence in the sick pay period. 

10.3.4 When a deduction has already been made for ten qualifying days 
The law states that the number of qualifying days may not exceed ten over the course 
of a twelve-month period. If at the time of a new period of illness it emerges that the 
salaried employee has been given a deduction for ten qualifying days within the past 
twelve months prior to the beginning of the new sick pay period, the deduction for the 
first day of absence shall be calculated in accordance with what applies as of the se-
cond day of absence. 
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10.3.5 Definition of monthly salary and weekly working hours 
Monthly salary 
Monthly salary denotes the current monthly salary. 

The monthly salary includes 

• fixed monthly cash salary and any fixed monthly salary supplements (e.g. fixed 
shift or overtime supplements) 

• the calculated average income per month of commission, profit-share, bonus, per-
formance-related pay or similar variable salary components. 

For salaried employees who receive a significant proportion of their remuneration in 
the form of variable salary components, the employer and salaried employee should 
enter into an agreement about the amount that is to constitute the monthly salary from 
which the sickness deduction is made. 

Weekly working hours 
Weekly working hours denotes the number of working hours per week that does not 
include holidays for the individual salaried employee. For those who have irregular 
working hours, the weekly working hours are calculated as an average per month or 
other scheduling cycle. 

Weekly working hours are calculated to a maximum of two decimal places, with 0–4 
being rounded down and 5–9 rounded up. 

If the working hours vary depending on the time of year, the working hours are calcu-
lated as a yearly average per week that does not include holidays. 

If the salary changes 
The following applies if the salary changes. The employer shall make a sickness 
deduction on the basis of the old salary until the day on which the salaried employee 
receives confirmation of the new salary. 

10.3.6 Illness as of the 15th calendar day 
For every sick day (even work-free weekdays and Sundays and holidays) a sickness 
deduction per day is made as per the following: 

The sickness deduction is calculated differently depending on whether the salaried 
employee’s monthly salary is higher or lower than a certain limit. This salary limit is 
calculated as 

8 ×  the price basic amount (PBA) 
                      12 
Example 2018: 
PBB for 2018 is SEK 45,500 

The salary limit is therefore: 

8 ×  SEK 45,500 = SEK 30,333 for 2018 
            12 

For salaried employees with a monthly salary that amounts to a maximum of the 
salary limit: 

90 %  ×  monthly salary  ×  12 
                           365 
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For salaried employees with a monthly salary higher than the salary limit: 

Sickness deductions are 

90 %  ×  8 ×  PBA + 10 %  ×  monthly salary  ×  12 - 8 ×  PBA 
                  365                           365 

In addition to what is stated in 10.3.5, monthly salary also denotes benefits in the form 
of food or accommodation valued in accordance with the Swedish Tax Agency’s in-
structions. 

10.3.7 Maximum sickness deduction per day 
The sickness deduction per day may not exceed 

the fixed monthly cash salary  ×  12 
                          365 

The following is equivalent here to fixed monthly cash salary 

• fixed salary supplement per month (e.g. fixed shift or overtime supplement) 

• such commission, profit-share, bonus or similar that is earned during time off wit-
hout being directly linked to the salaried employee’s personal performance 

• guaranteed minimum commission or similar.  

Refer to 10.3.5 for a definition of monthly salary.  

10.3.8 Length of the sick pay period 
General rule 
If the salaried employee, in accordance with this agreement, is entitled to sick pay as 
of the 15th calendar day of the period of illness, the employer shall pay such as per the 
following: 

Sick pay is paid up to and including the 90th calender day of the period of illness to 
those who 

• have been employed for at least one consecutive year by the employer or 

• have transferred directly from a position with an entitlement to sick pay for 90 
days (group 1). 

Sick pay is paid up to and including the 45th calender day of the period of illness to 
others (group 2). 

The period of illness includes all days with sickness deductions (even qualifying 
days), and work-free days during the period. 

Maximum number of days with sick pay 
If the salaried employee is ill on two or more occasions over the course of a twelve-
month period, the entitlement to sick pay is restricted to a total of 105 days for group 1 
and 45 days for group 2. Consequently, if the salaried employee has received sick pay 
from the employer over the course of the past twelve months, calculated from the be-
ginning of the current period of illness, the number of days of sick pay is deducted 
from 105 or 45, respectively. The remainder constitutes the maximum number of days 
of sick pay for the current case of illness. 

The right to sick pay over the course of the first 14 calendar days of the period of ill-
ness is not affected by the above restriction. 
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10.4 Certain coordination rules 
10.4.1 Rehabilitation benefit 
If a salaried employee is absent with rehabilitation benefit over the course of a period 
in which they are otherwise entitled to sick pay in accordance with 10.3.8, salary 
deductions are made as in the event of illness as of the 15th calendar day as per 10.3.6. 

10.4.2 Compensation from other insurance 
If the salaried employee receives compensation from insurance other than ITP or the 
collective occupational injury insurance scheme (TFA) and the employer has paid the 
premium for this insurance, the sick pay shall be reduced by the amount of the com-
pensation. 

10.4.3 Other compensation from central government 
If the salaried employee receives compensation from central government other than 
that from universal insurance, occupational injury insurance or the State Personal In-
jury Insurance Act, the sick pay shall be reduced by the amount of that compensation. 

10.5 Restrictions on the right to sick pay 
10.5.1 The salaried employee has reached the age of 60 years 
If the salaried employee has reached the age of 60 years at the time they are hired, the 
employer and the salaried employee may enter into an agreement that the salaried em-
ployee has the right to sick pay as of the 15th calendar day of the period of illness. If 
an agreement of this type has been entered into, the employer shall inform the local sa-
laried employees’ party. 

10.5.2 Concealment of illness 
Salaried employees who have concealed the fact that they are suffering from a certain 
illness at the time they are hired are not entitled to sick pay from the 15th calendar day 
of the period of illness when their incapacity to work is due to the illness in question. 

10.5.3 Failure to submit health certificate 
If the employer has requested a health certificate from the salaried employee at the 
time they are hired, but because of illness has not been able to submit this, the salaried 
employee is not entitled to sick pay as of the 14th calendar day of the period of illness 
in the event of incapacity to work that is due to the illness in question. 

10.5.4 Reduced sickness benefits 
If the salaried employee’s sickness benefits have been reduced in accordance with the 
Social Insurance Code, the employer shall reduce the sick pay by the corresponding 
amount. 

10.5.5 Injury in the event of an accident caused by a third party 
If a salaried employee has been injured in an accident caused by a third party and 
compensation is not being paid in accordance with the collective occupational injury 
insurance scheme (TFA), the employer pays sick pay only if – or to the extent – the 
salaried employee is not able to receive damages for loss of earnings from the party 
responsible for the injury. 

10.5.6 Accident at another employer 
If the salaried employee has been injured in an accident while undertaking paid work 
for another employer or in conjunction with running their own business, the employer 
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shall pay sick pay as of the 15th calendar day of the period of illness only if they have 
specifically committed to do so. 

10.5.7 When sickness pension is paid 
If  the salaried employee receives a sickness pension in accordance with the ITP plan, 
their right to sick pay expires. 

10.5.8 Retirement age reached 
Refer to 1.4 with regard to restriction in the right to sick pay as of the 15th calender 
day of the period of illness for salaried employees who have reached retirement age. 

10.5.9 Other restrictions in the right to sick pay 
The employer is not liable to pay sick pay as of the 15th calendar day of the period of 
illness 

• if the salaried employee has been exempted from sickness insurance benefits in 
accordance with the Social Insurance Code, or 

• if the salaried employee’s incapacity to work is self-inflicted, or 

• if the salaried employee has been injured as a result of military action, provided 
nothing else has been agreed. 

10.6 Disease carriers 
If a salaried employee must refrain from work due to the risk of transmitting infection 
and they are entitled to compensation in accordance with the Compensation for Dise-
ase Carriers Act, deductions are made in accordance with the following up to and in-
cluding the 14th calendar day. 

For every hour a salaried employee is absent, a deduction is made per hour as per the 
following: 

 monthly salary  ×  12 
52  ×  weekly working hours 

As of the 15th calendar day, deductions are made in accordance with 10.3.6–10.3.8. 

10.7 Other provisions 
When applying the provisions in this paragraph, benefits that are paid in accordance 
with the Central Government Personal Injury Protection Act are on a par with equiva-
lent benefits in accordance with the Social Insurance Code and the Occupational In-
jury Insurance Act. 

Section 11 Time off 
11.1 Leave, short-term paid leave 
As a rule, leave is granted only for part of a working day. In special cases, however, 
leave may also be granted for one or more days, e.g. sudden illness in the salaried em-
ployee’s family or the death of a close relative. 

For Easter Saturday, Midsummer Eve and Christmas Eve that are customarily days 
off, leave should be granted if this can take place without detriment to the company’s 
operations. 

In years when National Day falls on a Saturday or Sunday the salaried employee ins-
tead receives another day off without a salary deduction. 
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This time off is proportionate for part-time employees. 

Time off that is not used over the course of the year expires. 

11.2 Leave of absence, full-day unpaid time off 
Leave of absence is granted if the employer finds that this can take place without 
detriment to the company’s operations, provided this is not a matter of statutory time 
off, e.g. study leave or parental leave. 

Leave of absence in order to try other work should be granted for the purposes of reha-
bilitation. The time off is limited to six months, but can be extended subject to an 
agreement between the employer and the salaried employee. 

When the leave of absence is granted, the employer shall indicate what period of time 
the leave encompasses. Leave of absence may not be scheduled in such a way that it 
begins and/or ends on a Sunday and/or holiday that is a day off for the individual sala-
ried employee in question. For a salaried employee who has their weekly rest period 
scheduled for a day other than Sunday, a corresponding rule shall be applied. 

11.2.1 Salary deduction for full-time employee, full day 
When a salaried employee is absent for at least one day as a result of leave of absence, 
a salary deduction is made as per the following: 

• for a period of a maximum of 5 (6)1 working days, a deduction for every working 
day of 1/21 (1/25)1 of the monthly salary 

• for a period longer than 5 (6)1 working days, a deduction of one day’s salary is 
made for each day off. This also applies to the salaried employee’s work-free 
weekdays and Sundays and holidays. 

one day’s salary = the fixed monthly cash salary  ×  12 
                                 365 

11.2.2 Salary deduction for part-time employees, full day 
If the salaried employee is employed part time and only works on some of the week’s 
working days (known as intermittent part-time work), a salary deduction shall be 
made for every day that the salaried employee is on leave of absence that would other-
wise have been a working day. 

Deductions are made as per the following: 

Monthly salary divided by 

number of working days per week  ×  21 (25)1  
                             5 (6)1 
  

                                                      

1 Figures within parentheses are used in the event of a six-day week. 
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Example 
THE SALARIED EMPLOYEE’S PART-TIME 

HOURS ARE SCHEDULED FOR THE FOLLOWING 
NUMBER OF WORKING DAYS/WEEK 

DEDUCTION 

4 MONTHLY SALARY 
16.8 

3.5 MONTHLY SALARY 
14.7 

3 MONTHLY SALARY 
12.6 

2.5 MONTHLY SALARY 
10.5 

2 MONTHLY SALARY 
8.4 

“Number of working days per week” denotes the number of working days per week 
that does not include holidays, calculated as an average per month. 

11.3 Other time off, unpaid time off for part of a day 
Time off for part of a day may be granted if the employer finds that this can take place 
without detriment to the company’s operations. 

A salary deduction is made for every full half-hour. The deduction per hour is 1/175 of 
the monthly salary. For part-time employees, the salary is adjusted upwards so that it 
equates to a full-time salary. 

11.4 Monthly salary 
Monthly salary denotes the current monthly salary. Fixed monthly cash salary here de-
notes 

• fixed salary supplement per month (e.g. fixed shift or overtime supplement) 

• such commission, profit-share, bonus or similar that is earned during time off wit-
hout having a direct link to the salaried employee’s personal performance 

• guaranteed minimum commission or similar. 

If a period of leave of absence encompasses one or more full calendar month/settle-
ment period, the salaried employee’s full salary shall be deducted for each of the cal-
endar months/settlement periods. 

11.5 Parental pay 
11.5.1 Terms and conditions for parental pay 
A salaried employee who is on a leave of absence because of pregnancy, in con-
junction with the birth of a child or an adoption is entitled to parental pay from the 
employer if 

• the salaried employee has been employed by the employer for at least one 
consecutive year, and 

• the salaried employee’s employment continues for at least three months following 
the leave of absence.  
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The term “in conjunction with” denotes that the leave of absence shall take place wit-
hin 18 months. 
Note:  
An application for parental leave that is intended to take place some time in the period 
from 1 June to 31 August of the respective year should be submitted to the employer in 
conjunction with the annual leave application, i.e. normally by the 1 March. 
11.5.2 Size of the parental pay 
The parental pay deduction is calculated differently depending on whether the salaried 
employee’s monthly salary is higher or lower than a certain limit. This salary limit is 
calculated as 

10  ×  the price basic amount (PBA) 
                          12 
Example 2017: 
PBB for 2017 is SEK 44,800 

The salary limit is therefore: 

10  ×  SEK 44,800 = SEK 37,333 for 2017 
            12 

For salaried employees with a monthly salary that amounts to a maximum of the sa-
lary limit, a parental pay deduction is made per day that is: 

90 %  ×  monthly salary  ×  12 
                           365 

For salaried employees with a monthly salary above the salary limit, a parental pay 
deduction is made per day that is: 

90 %  ×  10  ×  PBA + 10%  ×  (monthly salary  ×  12) – (10  ×  PBA) 
                    365            365 

If the salaried employee has been employed for one but not two consecutive years, the 
parental pay consists of 

• two months’ salary minus 60 parental pay deductions calculated per day in accor-
dance with this paragraph. 

If the salaried employee has been employed for two but not three consecutive years, 
the parental pay consists of 

• three months’ salary minus 90 parental pay deductions calculated per day in accor-
dance with this paragraph. 

If the salaried employee has been employed for three but not four consecutive years, 
the parental pay consists of 

• four months’ salary minus 120 parental pay deductions calculated per day in 
accordance with this paragraph. 

If the salaried employee has been employed for four but not five consecutive years, 
the parental pay consists of 

• five months’ salary minus 150 parental pay deductions calculated per day in 
accordance with this paragraph. 
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If the salaried employee has been employed for five but not six consecutive years, the 
parental pay consists of 

• six months’ salary minus 180 parental pay deductions calculated per day in accor-
dance with this paragraph. 

Parental pay is only awarded for a contiguous period of leave. If the leave of absence 
were to be shorter than one, two, three, four, five or six months, parental pay is not 
provided for longer than the period of leave. 

Parental pay is not paid for annual salary components in excess of 15 price basic 
amounts. 

11.5.3 Payment of parental pay 
Half of the parental pay is paid when the leave of absence begins and the remaining 
half when the salaried employee has been back at work for three months following the 
leave of absence. 

11.5.4 Reduction of parental pay 
Parental pay is not paid if the salaried employee is exempted from parental benefit by 
the Social Insurance Code. If this benefit has been reduced, the parental pay shall be 
reduced by the corresponding amount. 

11.6 Time off with temporary parental benefit 
11.6.1 Deduction 
If a salaried employee is absent with temporary parental benefit, a salary deduction is 
made per hour of absence as per the following: 

   monthly salary  ×  12    
52  ×  weekly working hours 

If a period of leave of absence encompasses one or more full calendar months/settle-
ment periods, the salaried employee’s full salary shall be deducted for each of these 
calendar months/settlement periods. 

Weekly working hours 
Weekly working hours denotes the number of working hours per week that does not 
include holidays for the individual salaried employee. For those who have irregular 
working hours, the weekly working hours are calculated as an average per month or 
other scheduling cycle. 

Weekly working hours are calculated to a maximum of two decimal places, with 0–4 
being rounded down and 5–9 rounded up. 

If the working hours vary depending on the time of year, the working hours are calcu-
lated as a yearly average per week that does not include holidays. 

If the salary changes 
The following applies if the salary changes. The employer shall make a deduction on 
the basis of the old salary until the day on which the salaried employee receives con-
firmation of the new salary. 
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11.6.2 Monthly salary 
Monthly salary denotes 

• fixed monthly cash salary and any fixed monthly salary supplements (e.g. fixed 
shift or overtime supplements) 

• the calculated average income per month of commission, profit-share, bonus, per-
formance-related pay or similar variable salary components. For salaried em-
ployees who receive a significant proportion of their remuneration in the form of 
such salary components, the employer and salaried employee should enter into an 
agreement concerning which salary amount is to constitute the monthly salary 
from which the deduction is to be made. 

• monthly salary also denotes benefits in the form of food or accommodation valued 
in accordance with the Swedish Tax Agency’s instructions. 

Section 12 Salary for part of a salary period 
If a salaried employee begins or ends their employment or changes employment rate 
in the current calendar month/settlement period, the salary is calculated in the 
following way: 

X  ×  Z = L 
Y 

X = current monthly salary 

Y = number of calendar days in the current month/settlement period 

Z = number of days employed in the month/settlement period 

L = salary for the calculation period 

In the event of a changed employment rate, every period is calculated using its 
respective employment rate. 
Example: 
The calculation period is up to and including the 20th of each month. The salaried em-
ployee’s full-time salary is  

SEK 20,000. Employed from 1 October 20xx 

Full time up to and including 16 June 20xx Part time (50 % from 17 June 20xx) 

X = SEK 20,000 X = SEK 10,000 

Y = 31 days Y = 31 days 

Z = 27 days Z = 4 days 

L =  SEK 17,419 L = SEK 1,290 
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Section 13 Notice of termination 
The provisions in Sections 13.1.1, 13.2.1 and 13.3.3–13.3.5 apply up to and including 
31 October 2017 

13.1 Notice of termination on the part of the salaried employee 
13.1.1 Notice period 
The notice period on the part of the salaried employee is the following, unless other-
wise stated in 13.3.2–13.3.6. 

The salaried employee’s notice period in months 

TIME EMPLOYED BY THE COMPANY NOTICE PERIOD 

LESS THAN TWO YEARS  ONE MONTH 

FROM TWO YEARS  TWO MONTHS 

13.1.2 Written notice of termination 
The salaried employee should hand in their notice in writing. If the notice of terminat-
ion is still given verbally, the salaried employee should confirm this to the employer in 
writing as soon as possible. 

13.2 Notice of termination on the part of the employer 
13.2.1 Notice period 
The notice period on the part of the employer is the following, unless otherwise stated 
in 13.3.2–13.3.6. 
The salaried employee’s notice period in months 

TIME EMPLOYED BY THE COMPANY NOTICE PERIOD 

LESS THAN TWO YEARS ONE MONTH 

FROM TWO YEARS TO FOUR YEARS TWO MONTHS 

FROM FOUR YEARS TO SIX YEARS THREE MONTHS 

FROM SIX YEARS TO EIGHT YEARS FOUR MONTHS 

FROM EIGHT YEARS TO TEN YEARS FIVE MONTHS 

FROM TEN YEARS SIX MONTHS 

Information about 13.1.1 and 13.2.1 
Calculation of the length of time employed 

Section 3 of the Employment Protection Act indicates how the length of time em-
ployed as per the above is to be calculated. 

13.2.2 Extended notice period in some cases 
If a salaried employee, who has been made redundant as a result of a lack of work has 
reached the age of 55 years and at that time has been employed for 10 consecutive ye-
ars, the notice period shall be extended by six months. 

However, such an extension of the notice period is only applied up to the age of 65 years. 
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13.2.3 Notice of redundancy 
The notice of redundancy that the employer has to give to the local employees’ organi-
sation in accordance with the Employment Protection Act shall be regarded as having 
been given when the employer has submitted the redundancy letter to the local em-
ployees’ party or two working days after the employer has sent the letter by recorded 
delivery to the unions concerned. Notice of redundancy that the employer has given 
during a time in which the company is shut down for annual leave shall be regarded as 
having been given the day after the shut-down ended. 

13.3 Other provisions in the event of notice of termination 
13.3.1 Salary during the notice period 
If a salaried employee cannot be given work during the notice period, salary and other 
compensation shall be paid as if the salaried employee had been working (Section 12 
of the Employment Protection Act). 

13.3.2 Agreement concerning alternative notice period 
Salaried employees who, in accordance with a collective agreement or individual em-
ployment contract, have a longer notice period when this agreement enters into force 
at the company retain this. 
The employer and salaried employee can enter into an agreement concerning an alter-
native notice period. However, if they do so, the notice period on the part of the em-
ployer may not be lower than the notice period indicated in the table in 13.2.1. 

13.3.3 Notice period in the event of trial employment 
(Applies up to and including 31 October 2017) 
Trial employment can be terminated by both the employer and the salaried employee 
prior to the end of the trial period by means of one party informing the other in writing 
at least one month in advance. 
If the employer or the salaried employee does not want the employment to continue 
following the end of the trial period, one party shall inform the other in writing at least 
two weeks prior to the end of the trial period. 

13.3.4 Notice period in the event of temporary employment  
(Applies up to and including 31 October 2017) 
Temporary employment can be terminated prior to the time indicated at the time of 
employment through the employer or salaried employee submitting notice in writing. 
Such employment is terminated one month after either of the parties has submitted no-
tice in writing to the other party. On the part of the employer, such notice may not be 
submitted once six months have passed since the employment commenced. 

13.3.5 Retirement age reached – termination of employment 
Employment is terminated without a notice period when the salaried employee reaches 
the retirement age that applies to the position in accordance with the ITP plan, provided 
the employer and salaried employee have not agreed otherwise. Notice in accordance 
with Section 33 of the Employment Protection Act does not need to be submitted. 
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Note:  
This provision currently means that the salaried employee’s employment terminates 
without notice when the salaried employee reaches the age that is listed in Section 32 
a of the Employment Protection Act (currently 67 years of age), provided the salaried 
employee and the employer have not agreed otherwise. 

13.3.6 Pensioners – notice period 
For salaried employees who continue to work after they have reached the age of 65 
years, the notice period as per 13.1.1 and 13.2.1 applies. 

For salaried employees who have reached the age of 67 years, the notice period for 
both parties is one month. 

13.3.7 Reduction of notice period for the salaried employee 
If, due to specific circumstances, the salaried employee wants to leave their position 
prior to the end of the notice period, the employer should examine whether this is ac-
ceptable. 

13.3.8 Damages when the salaried employee does not observe the notice 
period 
If the salaried employee leaves their position prior to the end of the notice period, the 
employer has the right to damages for the resultant pecuniary loss and inconvenience. 
These damages are at least the amount equivalent to the salaried employee’s salary for 
that part of the notice period the salaried employee has not observed. 

13.3.9 Reference 
When the employer or employee has given notice of termination, the employee is en-
titled to receive a reference that indicates 

a) the time that the salaried employee has been employed, 

b) the duties that the salaried employee has performed and  

c) if the salaried employee so requests, a testimonial concerning how their work has 
been performed. The employer shall provide the reference within three weeks of 
the salaried employee requesting it. 

13.3.10 Annual leave certificate 
When employment is terminated, the salaried employee is entitled to a certificate that 
indicates how many of their statutory 25 days of annual leave they have used in the 
current annual leave year. The employer shall provide the certificate within one week 
of it having been requested by the salaried employee. If the salaried employee is entit-
led to more than 25 days of annual leave, the extra days shall be considered to have 
been used first. 

13.4 Order of precedence in the event of operational cut-backs 
and re-employment 
If it becomes pertinent to reduce the number of staff, the local parties shall evaluate 
the company’s requirements and needs with respect to staffing. If these needs cannot 
be met through the application of law, an order of precedence shall be established with 
departures from the provisions in the law. 
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The local parties shall then select those employees who are to be given notice of ter-
mination so that the company’s skills requirements are taken into account specifically, 
along with the company’s potential to operate in a competitive manner and thus conti-
nue to provide employment. 

This is dependent on the local parties, at the request of one party, entering into an 
agreement concerning order of precedence in the event of termination by applying 
Section 22 of the Employment Protection Act and the departures from the act that are 
required. 

The local parties can also enter into an agreement concerning order of precedence in 
the event of re-employment through departures from the provisions in Sections 25–27 
of the Employment Protection Act. In which case, the criteria listed above shall apply. 

When so requested, the local parties are obliged to conduct negotiations concerning 
the order of precedence and confirm agreements in writing. 

If the local parties are not in agreement, the federation parties may, if requested by 
either party, enter into an agreement in accordance with the guidelines that are listed 
above. 

This is dependent on the employer providing the local and central parties to the agree-
ment with the relevant factual information in advance of dealing with matters covered 
in 13.4. 
Information 
Without a local or central agreement as per the above, termination as a result of a 
lack of work and re-employment can be examined in accordance with the law taking 
into account the negotiation procedure. 

Section 13 Notice of termination 
The provisions in Sections 13.1.1, 13.2.1 and 13.3.3–13.3.5 apply as of 1 November 2017.  

13.1 Notice of termination on the part of the salaried employee 
13.1.1 Notice period 
The notice period on the part of the salaried employee is the following, unless other-
wise stated in 13.3.2–13.3.7.  

The salaried employee’s notice period in months 

TIME EMPLOYED BY THE COMPANY NOTICE PERIOD 

LESS THAN TWO YEARS  ONE MONTH 

FROM TWO YEARS  TWO MONTHS 

13.1.2 Written notice of termination 
The salaried employee should hand in their notice in writing. If the notice of terminat-
ion is still given verbally, the salaried employee should give the employer written con-
firmation as soon as possible. 
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13.2 Notice of termination on the part of the employer 
13.2.1 Notice period 
The notice period on the part of the employer is the following, unless otherwise stated 
in 13.3.2–13.3.7. 
The salaried employee’s notice period in months 

TIME EMPLOYED BY THE COMPANY NOTICE PERIOD 

LESS THAN TWO YEARS ONE MONTH 

FROM TWO YEARS TO FOUR YEARS TWO MONTHS 

FROM FOUR YEARS TO SIX YEARS THREE MONTHS 

FROM SIX YEARS TO EIGHT YEARS FOUR MONTHS 

FROM EIGHT YEARS TO TEN YEARS FIVE MONTHS 

FROM TEN YEARS SIX MONTHS 

Information about 13.1.1 and 13.2.1 
Calculation of the length of time employed 

Section 3 of the Employment Protection Act indicates how the length of time em-
ployed as per the above is to be calculated. 

13.2.2 Extended notice period in some cases 
If a salaried employee, who has been made redundant as a result of a lack of work has 
reached the age of 55 years and at that time has been employed for 10 consecutive ye-
ars, the notice period shall be extended by six months. 

However, such an extension of the notice period is only applied up to the age of 65 years. 

13.2.3 Notice of redundancy 
Notice of redundancy that the employer has to give to the employees’ organisation 
locally in accordance with the Employment Protection Act shall be regarded as have 
being given when the employer has submitted the redundancy letter to the local em-
ployees’ party or two working days after the employer has sent the letter by recorded 
delivery to the unions concerned. Notice of redundancy that the employer has given 
during a time in which the company is shut down for annual leave shall be regarded as 
having been given the day after the shut-down ended. 

13.3 Other provisions in the event of notice of termination 
13.3.1 Salary during the notice period 
If a salaried employee cannot be given work during the notice period, salary and other 
compensation shall be paid as if the salaried employee had been working (Section 12 
of the Employment Protection Act). 

13.3.2 Agreement concerning alternative notice period 
Salaried employees who, in accordance with a collective agreement or individual em-
ployment contract, have a longer notice period when this agreement enters into force 
at the company retain this. 
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The employer and salaried employee can enter into an agreement concerning an alter-
native notice period. However, if they do so, the notice period on the part of the 
employer may not be lower than the notice period indicated in the table in 13.2.1. 

13.3.3 Termination of trial employment  
(Applies as of 1 November 2017)  
Trial employment can be terminated by both the employer and the salaried employee 
prior to the end of the trial period by means of one party informing the other in writing 
at least two weeks in advance.  

If the employer or the salaried employee does not want the employment to continue 
following the end of the trial period, one party shall inform the other in writing at least 
two weeks prior to the end of the trial period. If no notification has been provided by 
the end of the trial period, the trial employment becomes permanent employment. 

If the trial period does not transition to permanent employment, the employer shall 
justify their standpoint, should the salaried employee request this. 

These rules enter into force on 1 November 2017. The earlier rules apply in full to em-
ployment contracts entered into prior to 1 November 2017. 

13.3.4 Termination of substitute and agreed fixed-term positions  
(Applies as of 1 November 2017)  
A substitute or agreed fixed-term position may be terminated by the employer or sala-
ried employer notifying the other to that effect. The position then terminates one 
month after either of the parties has notified the other in writing of their intention to 
terminate the position. The opportunity to terminate the position in this manner only 
applies up to the time at which the salaried employee has a total employment period at 
the company of six months. When a contract concerning an agreed fixed-term or sub-
stitute position has been preceded by a period of trial employment in a similar posit-
ion, the trial period is reduced by the corresponding amount. 

If the substitute or agreed fixed-term position is terminated through notice being given 
by the employer, the employer shall justify their decision should the salaried employee 
request this. 

These rules enter into force on 1 November 2017. The earlier rules apply in full to em-
ployment contracts entered into prior to 1 November 2017. 
Note:  
The employer and salaried employee may agree in writing that a substitute or agreed 
fixed-term position cannot be terminated through notice being given by either of the 
parties. 

13.3.5 Agreement concerning termination of temporary employment  
(Applies as of 1 November 2017) 
If the employer and the salaried employee agree that a temporary position may be ter-
minated early, the parties cannot agree to a shorter notice period than those stipulated 
the collective agreement.  

An agreement concerning the opportunity to terminate employment early only applies 
once any period pursuant to subsection 13.3.4 has expired.  
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13.3.6 Retirement age reached – termination of employment 
Employment is terminated without a notice period when the salaried employee reaches 
the retirement age that applies to the position in accordance with the ITP plan, provi-
ded the employer and salaried employee have not agreed otherwise. Notice in accor-
dance with Section 33 of the Employment Protection Act does not need to be sub-
mitted. 
Note:  
This provision currently means that the salaried employee’s employment terminates 
without notice when the salaried employee reaches the age that is listed in Section 32 
a of the Employment Protection Act (currently 67 years of age), provided the salaried 
employee and the employer have not agreed otherwise. 

13.3.7 Pensioners – notice period 
For salaried employees who continue to work after they have reached the age of 65 
years, the notice period as per 13.1.1 and 13.2.1 applies. 

For salaried employees who have reached the age of 67 years, the notice period for 
both parties is one month. 

13.3.8 Reduction of notice period for the salaried employee 
If, due to specific circumstances, the salaried employee wants to leave their position 
prior to the end of the notice period, the employer should examine whether this is 
acceptable. 

13.3.9 Damages when the salaried employee does not observe the notice 
period 
If the salaried employee leaves their position prior to the end of the notice period, the 
employer has the right to damages for the resultant pecuniary loss and inconvenience. 
These damages are at least the amount equivalent to the salaried employee’s salary for 
that part of the notice period the salaried employee has not observed. 

13.3.10 Reference 
When the employer or employee has given notice of termination, the employee is en-
titled to receive a reference that indicates 

• the time that the salaried employee has been employed, 

• the duties that the salaried employee has performed and 

• if the salaried employee so requests, a testimonial concerning how their work has 
been performed. The employer shall provide the reference within three weeks of 
the salaried employee requesting it. 

13.3.11 Annual leave certificate 
When employment terminates, the salaried employee is entitled to a certificate that in-
dicates how many of their statutory 25 days of annual leave they have used in the 
current annual leave year. The employer shall provide the certificate within one week 
of the salaried employee requesting it. If the salaried employee is entitled to more than 
25 days of annual leave, the extra days shall be considered to have been used first. 

13.4 Order of precedence in the event of operational cut-backs 
and re-employment 
If it becomes pertinent to reduce the number of staff, the local parties shall evaluate 
the company’s requirements and needs with respect to staffing. If these needs cannot 
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be met through the application of lay, an order of precedence shall be established with 
departures from the provisions in the law. 

The local parties shall then select those employees who are to be given notice of ter-
mination so that the company’s skills requirements are taken into account specifically, 
along with the company’s potential to operate in a competitive manner and thus conti-
nue to provide employment. 

This is dependent on the local parties, at the request of either party, entering into an 
agreement concerning order of precedence in the event of termination by applying 
Section 22 of the Employment Protection Act and the departures from the act that are 
required. 

The local parties can also enter into an agreement concerning the order of precedence 
in the event of re-employment through departures from the provisions in Sections 25–
27 of the Employment Protection Act. In which case, the criteria listed above shall ap-
ply. 

When so requested, the local parties are obliged to conduct negotiations concerning 
order of precedence and confirm agreements in writing. 

If the local parties are not in agreement, the federation parties may, provided either 
party so requests, enter into an agreement in accordance with the guidelines that are 
listed above. 

This is dependent on the employer providing the local and central parties to the agree-
ment with the relevant factual information in advance of dealing with matters covered 
in 13.4. 
Information 
Without a local or central agreement as per the above, termination as a result of a 
lack of work and re-employment can be examined in accordance with the law taking 
into account the negotiation procedure. 
Note (Valid as of 1 November 2017) 
The parties have drawn up a new joint guide for order of precedence in the event of a 
lack of work called “Vägen Framåt” [The Way Forward]. This guide constitutes a col-
lective agreement. 

Section 14 Negotiation procedure in the event of legal 
disputes  
The provisions apply up to and including 31 October 2017 
Negotiation limitations 
If one party would like to claim damages or another performance in accordance with a 
law, collective agreement or individual agreement, that party, provided no other proce-
dure is stipulated in the agreement in question, shall request negotiations within four 
months of the time at which the party became aware of the circumstance on which the 
demand is based. However, the negotiations must be requested within two years of 
this circumstance having occurred. 

If one party does not request negotiations within the stipulated time, that party loses 
the right to negotiations. 

Local negotiations 
Negotiations shall primarily be completed by the local parties (the employer and the 
local trade union organisation). 
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The negotiations shall begin as soon as possible and within three weeks of the day on 
which they were requested, provided the parties have not agreed otherwise. 

Central negotiations 
Once local negotiations have ended, the party that would like to finalise the case shall 
refer the matter to central negotiations. 

The request for central negotiations shall be made in writing and be with the counter-
party’s central organisation within two months of the day on which the local negotiat-
ions have concluded. Failure to do so results in the party losing their right to negotiat-
ions. 

Central negotiations shall begin as soon as possible and within three weeks of the day 
on which they have been called, provided the parties have not agreed otherwise. 

Legal adjudication 
If a legal dispute that concerns a law, collective agreement or individual agreement 
has been subject to central negotiations without being resolved, a party may refer the 
dispute to legal adjudication within three months of the day on which the central nego-
tiations were concluded. Failure to do so results in the party losing their right to make 
a claim. 

Note 
If a dispute is based on the Employment Protection Act, the time limits in the act shall 
apply instead of those in this negotiation procedure. This negotiation procedure does 
not impact on the rules concerning time limits and obligations for the employer to re-
quest negotiations in accordance with Sections 34, 35 and 37 of the Swedish Em-
ployment (Co-Determination in the Workplace) Act. 

Section 15 Agreement committee  
The agreement committees duties 
The agreement committee’s duties are to 

• monitor the application of the present agreement concerning salaries and general 
employment terms and conditions 

• provide recommendations concerning issues referred to the committee by a central 
party 

• be a forum for discussion on matters of significance to the parties’ areas of agree-
ment 

• constitute an arbitration committee as per agreement. 

Cases that are referred to the committee shall be processed without delay 

Composition of the agreement committee 
The committee consists of six members, three of which are appointed by the em-
ployers’ side and three by the employees’ side. The committee appoints a chair and 
deputy chair from among its members. The members of the committee are appointed 

for a period of two years, with the employers’ side and employees’ side having the 
right to change their respective representatives. 
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Decisions of the agreement committee 
If the committee is unanimous, it can decide on a joint recommendation in a case and 
on joint information on a certain matter. 

Arbitration committee 
If the parties agree, the agreement committee can, in individual cases, constitute an ar-
bitration committee in legal disputes within the parties’ jurisdiction. Dispute cases can 
be only be handled by the committee once central negotiations have concluded. 

If the agreement committee is to constitute an arbitration committee, the parties have 
to jointly appoint an impartial chair. 

The committee can only make decisions in legal disputes if all members are present. 
In the event of a tied vote, the impartial chair has the deciding vote. 

Section 16 Validity period 
This agreement applies as of 1 May 2017 up to and including 30 April 2020. Notice 
that the agreement is to be terminated for its third year (1 May 2019–30 April 2020) 
on condition that notice of termination is given for the agreements for salaried em-
ployees in benchmark trade unions within the industry. Such notice of termination 
shall be given by 31 October 2018 at the latest. 

If notice that the agreement is to be terminated has not been given within three months 
of the time its validity expires, it is extended for one year at a time. 

If an employers’ association or Unionen or Akademikerförbunden have given notice 
that the agreement is to terminate or have agreed to move the notice period forward, 
such notice or termination or agreement automatically applies to the areas of agree-
ment concerned, provided the parties have not agreed otherwise. 
Information 
The amendments in Section 2, 2.2–2.5, Section 7, Section 9.2, Sections 13.3.5–13.3.5, 
13.5 and the appendices concerning Provisions to Flexpension in Service Companies. 
Agreement Concerning Part Time for the Purposes of Retirement and Agreement Con-
cerning the Negotiation Procedure in the Event of Legal Disputes enter into force on 
1 November 2017. 

 

Stockholm, 20 April 2017 

Almega Service Companies Unionen   
Gunnar Ekbrant Elin Svensson  
Patrik Eidfelt  Annika Flaten 

Media Industries Employers’ Association Akademikerförbunden 
Gabriella Forssell Anne Westerlind 
Charlott Richardson Ulrika Emteryd 

  



APPENDIX 1 PROVISIONS TO FLEXPENSION IN SERVICE COMPANIES 

44 

Appendix 1 to the general employment terms and conditions 

Provisions to Flexpension in Service 
Companies  
The agreement enters into force on 1 November 2017. 

General rules 
Section 1 
The parties have entered into an agreement on the introduction of a system for Flex-
pensions in Service Companies in the area covered by the agreement. This agreement 
applies to all salaried employees that are covered by the general terms and conditions 
agreement and for whom the ITP agreement’s retirement pension provisions are or 
could have been applicable and involve a collective provision to the flexpension sy-
stem. This means that as of 1 November 2017 the employer shall pay a supplementary 
premium to the ITP plan for salaried employees who have reached the age of 25 years, 
but are not yet 65, in accordance with point 7.2 in Section 1 and point 6.4 in Section 2 
of the ITP plan.  

Section 2 
The supplementary premium shall be paid to Collectum beginning on 1 November 
2017 and each month thereafter. The supplementary premium then increases in con-
junction with future salary reviews in the collective agreement and in accordance with 
the procedures that apply to supplementary premiums to ITP 1 and ITPK within ITP 2. 
The premium shall be a complement to the insurance for ITP 1 or ITPK that the sala-
ried employee has in their employment by the employer. 
Note 1 
If the collective agreement’s salary review date during the build-up phase is earlier 
than the salary review date in the benchmark agreements, the increase in the supple-
mentary premium shall take place at the same time as the benchmark agreements’ sa-
lary review. 

The parties shall as far as is possible assist  Collectum with information about which 
employers are to make provisions to Flexpension in Service Companies. 

Section 3 
As of the agreement negotiations for 2017, the premium to Flexpension in Service 
Companies shall gradually be expanded with a delay of one year in relation to the 
benchmark associations’ agreements within the Confederation of Swedish Enterprise. 
This means that a provision to Flexpension in Service Companies is made in 2017 that 
corresponds to 2016’s level of 0.2 per cent. The parties are also in agreement that 
Flexpension for service companies is being expanded to the same level that applies to 
the benchmark associations within the Confederation of Swedish Enterprise with a 
delay of three years, however a maximum total of two per cent. This means that when 
the benchmark associations cease making provisions to Flexpension in Service Com-
panies, further provisions shall be made to Flexpension in Service Companies in the 
three subsequent years so that the premium levels become the sale, however only up to 
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a maximum premium level of two per cent. The parties conclude that the premium dif-
ference at the time of the introduction of Flexpension in Service Companies is 0.7 per 
cent.  

Should the future scope for salary increases become significantly lower than that of 
the previous year, the parties shall begin negotiations on entirely or partly putting off 
the provision stipulated for the current year. 
Note  
Each year that the premium level in Flexpension in Service Companies is expanded, 
the scope for salary increases decreases in relation to the benchmark association’s 
cost benchmark by a corresponding level. 

Costs for premium exemption insurance in Alecta and for the premium transfer to Col-
lectum and the insurance companies along with administration costs shall be charged 
to the allocated premiums. 

Compensation from the premium exemption insurance shall be paid in accordance 
with Collectum’s and Alecta’s terms and conditions for supplementary premiums to 
ITP 1 and ITPK. 

Section 4 
Employers that are encompassed by Flexpension in Service Companies can decide 
whether the company’s salaried employees are to have the opportunity to renounce 
their provisions to Flexpension. The salaried employee’s fixed cash salary is increased 
at the time they renounce by the corresponding current collective premium level at 
that time. Renunciation of this kind applies to the current employment at the em-
ployer, i.e. the legal entity. Renunciation does not have an impact on premiums 
previously paid to Flexpension in Service Companies 

If the employer has decided that the salaried employees at the company may choose to 
renounce their provisions to Flexpension, salaried employees who so desire can in-
form their employer of this on the following occasions: 

• All salaried employees at the company can submit confirmation of their renunciat-
ion from 1 November 2017 at the earliest to 28 February 2018 at the latest. 

• New salaried employees at the company can submit confirmation of their renunci-
ation within the first two months of their employment.  

• Salaried employees at companies who enter the system for Flexpension in Service 
Companies via a transfer of undertakings can submit confirmation of their renun-
ciation only once the regulation concerning provisions begins to apply and for the 
subsequent two months. 

• Salaried employees at companies who enter the system for Flexpension in Service 
Companies through a collective agreement in accordance with Section 7, first pa-
ragraph, can submit confirmation of their renunciation within two months of the 
collective agreement taking effect. 

• Salaried employees at companies who enter the system for Flexpension in Service 
Companies through a collective agreement in accordance with Section 7, second 
paragraph, can submit confirmation of their renunciation only once the regulation 
concerning provisions begins to apply and for the subsequent two months. 

Note 1 
In conjunction with the hiring, it is possible for the employer to state in the em-
ployment contract what the agreed salary and Flexpension in Service Companies are   
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and what the salary would be in the event the Flexpension is renounced. If the salaried 
employee chooses to renounce their provisions to Flexpension, confirmation of this 
can only be submitted once their employment has commenced. 
Note 2 
In cases where a newly employed salaried employee is granted annual leave in the pe-
riod from June up to and including August and this period is entirely or partly within 
the scope of the two months that constitute the period in which the salaried employee 
has the opportunity to renounce their provisions to Flexpension, the period in which 
they have the opportunity to renounce shall be extended by the corresponding number 
of calendar days.  

Exemptions from the above points apply to salaried employees who have not yet re-
ached the age of 25 years for whom the opportunity to submit confirmation concer-
ning renunciation of provisions to Flexpension only begins on the day of their 25th 
birthday and continues for the subsequent two months.  

The employer shall document that the salaried employee has chosen to renounce their 
provisions to Flexpension in Service Companies in accordance with these rules and 
then notify Collectum. Should the question arise, the employer has to show that the sa-
laried employee has chosen to renounce. 
Note 3 
The employer can change their position pursuant to this paragraph by making a new 
decision. If such a decision is made and the employer’s decision means that the sala-
ried employees are given the opportunity to renounce their provisions to Flexpension 
in Service Companies, they can do so on the condition that the time limit(s) above al-
low it. If the employer’s decision means that their salaried employees are no longer 
given the opportunity to renounce, the previously permitted renunciations apply, pro-
vided nothing else has been agreed in accordance with Section 5 below. 
Note 4 
The parties are in agreement that a renunciation shall be the salaried employee’s own 
decision and may therefore not be conditional in relation to employment benefits in 
addition to that which is regulated in this agreement. Furthermore, the employer can-
not generally require individual renunciations at the company in any other way.  
Note 5 
The central parties that conclude collective agreements shall have followed up how 
the opportunity to renounce Flexpension in Service Companies is handled by the com-
panies and salaried employees by 31 March 2018. The parties shall then determine 
whether the rules above are to be amended. If nothing else is agreed, the above rules 
continue to apply. 

Section 5  
Salaried employees who have renounced provisions to Flexpension in Service Compa-
nies and have therefore obtained the collective premium level to Flexpension in Ser-
vice Companies applicable at the time of the renunciation as salary can, if the em-
ployer agrees to this, retract their renunciation and obtain the current collective pre-
mium level as a pension premium instead. Whether the pension premium in accor-
dance with the collective level is to be deducted from the salary is determined as per 
an agreement between the salaried employee and the employer. 
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Section 6 
A salaried employee who has chosen not to renounce their provision to Flexpension in 
Service Companies can enter into an individual agreement with the employer concer-
ning additional provisions other than those listed in the agreement for Flexpension in 
Service Companies. An individual agreement of this kind applies for as long a time 
and in the manner that the salaried employee and the employer have agreed.  

If an individual agreement that has been entered into in accordance with what is stated 
in the first paragraph, the individually agreed additional provision is issued as salary to 
the salaried employee. 
Note 1 
The parties to this agreement concerning Flexpension in Service Companies shall 
work to ensure that such additional provisions are made within the scope of the pens-
ion plan ITP to ITP 1 or ITPK. 
Note 2 
The salary exchange system that is applied without a link to Flexpension in Service 
Companies is not affected by this regulation. 

Section 7 
Companies that are already encompassed by another flexpension system when they 
become bound by the collective agreement shall continue to expand the company’s 
premium level by the provisions made in accordance with Flexpension in Service 
Companies until such time as the company reaches the fully expanded premium level 
for Flexpension in Service companies as stated in Section 3. 
Note 1 
The completely expanded level of the provision to Flexpension in Service Companies 
stated in Section 3 only takes aim at premiums built up within the scope of central 
agreements concerning Flexpension/part-time pension. 

For companies that were not previously encompassed by the flexpension system when 
they become bound by the collective agreement, the following applies in addition to 
that which is stated in Section 3: 

• at the time of the first salary review following the company having become bound 
by the collective agreement, the scope for salary increases is issued in accordance 
with applicable salary agreements and the year’s potential premium provision to 
Flexpension in Service Companies. 

• at the time of the second to the fifth years’ salary reviews following the company 
having become bound by the collective agreement, the scope for salary increases 
is issued in accordance with applicable salary agreements and the respective 
year’s potential premium provision to Flexpension in Service Companies. In ad-
dition, which does not result in any deduction from the scope for salary increases, 
one quarter of the collective premium level for Flexpension in Service Companies 
that applied at that time the company became bound by the collective agreement is 
issued that the time of the review. 

The company can choose to introduce provisions to Flexpension in Service Compa-
nies for all salaried employees at a faster rate than that which is listed in this para-
graph, which does not result in any deduction from the scope for salary increases in 
the applicable salary agreements. This is also not regarded as an individual agreement 
concerning additional provisions within the scope of the flexpension agreement.  
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Note 2 
With respect to undertakings or parts of undertakings that are transferred from one 
employer to another through a transfer of undertakings such as is referred to in 
Section 6 b of the Employment Protection Act, the following applies when the acqui-
ring company is bound by a collective agreement concerning Flexpension in Service 
Companies and the transferor company and acquiring company have expanded their 
respective premium levels differently. When the acquiring company’s collective agree-
ment becomes applicable to the transferred salaried employees, the premium level for 
Flexpension in Service Companies that is listed in the acquiring company’s collective 
agreement applies. 

Supplementary premiums to ITP 1 

Section 8 
The supplementary premium shall be paid at the earliest from the month of the sala-
ried employee’s 25th birthday and  for no longer than up to and including the month 
before the salaried employee’s 65th birthday. 

Section 9 
The supplementary premium shall be calculated on the basis of the pensionable salary 
for pension benefits in accordance with ITP 1, point 6. 

The supplementary premium is debited from the employer by Collectum on the basis 
of the same information that is used to calculate the premium for ITP 1. 

Supplementary premiums to ITPK within ITP 2 

Section 10  
The supplementary premium shall be paid for a salaried employee who was born in 
1978 or earlier and for no longer than up to and including the month before the sala-
ried employee’s 65th birthday. 

Section 11 
The supplementary premium shall be calculated on the basis of the pensionable salary 
for pension benefits in accordance with ITP 2, point 3. 

For salaried employees who have been granted part time for the purposes of retire-
ment, the employer shall also continue to report their income on the basis of their 
previous employment rate. 
Note 1 
With respect to variable salary components, it is presumed that an agreement has 
been entered into with respect to how these are to be reported. An agreement is ente-
red into on the basis of the previous employment rate, taking into account actual ear-
nings, the new employment rate and any alterations to the salary system. 

Section 12  
The employer has a right to de-register a salaried employee who is on parental leave. 
When such time on parental benefit qualifies for a pension, the Confederation of Swe-
dish Industry and PTK recommend that the employer continue paying the premiums to 
ITP 2 for the first eleven months of the parental leave. The parties to the agreement 
are therefore in agreement that this recommendation shall also apply to supplementary 
premiums to ITPK. 



APPENDIX 1 PROVISIONS TO FLEXPENSION IN SERVICE COMPANIES 

49 

Payment rules 

Section 13  
Use of of pension insurance that is based on the supplementary premiums for Flex-
pension in Service Companies takes place in accordance with the terms and conditions 
that apply to the use of ITP 1 and ITPK, respectively. 

Section 14  
Questions concerning the interpretation and application of this agreement are to be 
handled in accordance with the industry agreement’s negotiation procedure. With 
respect to questions where the application is dictated by the rules of the ITP plan, the 
interpretation and application of these terms and conditions should also take place in 
the ITP committee.  

Employees who do not have ITP 1 or ITPK 

Section 15 
For salaried employees who are between the ages of 25 and 65 years and to whom the 
ITP agreement is or could have been applicable, but are not currently accruing ITP 1 
of ITPK benefits with the employer, the employer enters into an individual agreement 
with the employee about how provisions to Flexpension in Service Companies is to be 
handled on the basis of the applicable circumstances. Such agreements can also be en-
tered into between the employer and local trade union organisations.  

Sections 4 and 5 also apply to salaried employees who are not currently accruing ITP 
1 or ITPK benefits. 

Joint information 

Section 16 
The parties to the collective agreement are shall draw up joint information materials in 
order to provide support with respect to the management of Flexpension in Service 
Companies. These material are to be distributed to companies, elected representatives 
and the companies’ salaried employees. 
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Appendix 2 to the general employment terms and conditions 

Agreement concerning part time for the 
purposes of retirement 
The agreement enters into force on 1 November 2017. 
A salaried employee has greater opportunity to apply to the employer to reduce their 
working hours from the age of 62 years in order to make Flexpension possible. One 
prerequisite for entering into an agreement is that this can take place with reasonable 
consideration given to the demands and needs of the business. 

A salaried employee who wants to use their right to apply shall do so in writing. The 
employer shall carefully examine the application and make an assessment of the feasi-
bility of agreeing to part time. 

If the employer and salaried employee agree that the salaried employee is to decrease 
their working hours, the position becomes a part-time position as soon as the agree-
ment enters into force and has the employment rate stated in the agreement. 

If agreement concerning reduced working hours is not reached, the employer shall in-
form the salaried employee and their trade union organisation (if there is a local 
branch/association at the company) of this and of the reasons why agreement cannot 
be reached. Both local and central negotiations concerning the application and the cir-
cumstances of this can then be called by the trade union organisation. In the event of 
negotiations, the salaried employee’s application to reduce their hours is considered to 
pertain to a reduction to 80 per cent. 

If the negotiations do not lead to an agreement, the company’s assessment continues to 
apply. If agreement cannot be reached, this is not subject to legal scrutiny, provided 
the employer has examined the application and justified their assessment by referring 
to the demands and needs of the business. 

For a salaried employee who has entered into an agreement in accordance with the 
above regulations and belongs to ITP 2, the employer shall continue to report their 
income to Collectum on the basis of their previous employment rate. However, this 
obligation ceases if the salaried employee takes a job at another company or in some 
other way undertakes activity of an economic nature that may provide the salaried em-
ployee with an income. 

The preferential right to employment at a higher employment rate as per Section 25 a 
of the Employment Protection Act does not apply to salaried employees who have re-
duced their working hours for the purpose of retirement. 
Note 1 
The parties are in agreement that the agreement shall be adapted to the statutory 
pension regulations applicable at any time. 
Note 2 
With respect to variable salary components, it is presumed that an agreement has 
been entered into with respect to how these are to be reported. An agreement is ente-
red into on the basis of the previous employment rate, taking into account actual ear-
nings, the new employment rate and any alterations to the salary system. 
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Salary agreement between Unionen and 
Almega Service Companies and the Media 
Industries Employers’ Association for the 
Salaried Employees’ Agreement 
1 Salaries 
1.1 Overall objective of wage formation 
Wage formation is an important driving force for good performance, good results and 
individual development. By such means, wage formation contributes to fulfilment of 
objectives, productivity, increased profitability and development in the company, 
which creates the conditions for good salary development and job security. 

Wage formation is linked to the company’s overall objectives and takes place in the 
light of the company’s overall financial and market conditions and employees’ work, 
performance and development, as well as relevant factors in the wider world.  

The focus of the agreement is on creating a process in which the results achieved by 
the salaried employee, their expertise and their proficiency is tied to how their indi-
vidual salary develops. This provides the salaried employee with the opportunity to in-
fluence how their own salary develops and the wage formation contributes to the com-
pany’s development.  

A trusting collaboration between the company’s senior management, managers, sala-
ried employees and local trade union representatives is a prerequisite for a good wage 
formation. 

Based on this agreement, the company’s salary policy and the company’s circumstan-
ces and needs, the parties shall plan the salary review by going through the prerequisi-
tes, objectives and direction and forms etc. When representatives of Unionen have not 
been reported to the employer, the employer instead works together directly with the 
employees in applicable parts and implements the salary process in accordance with 
this agreement. 

1.2 Rules for setting salaries 
Basic premises 
Companies that are profitable and developing create the financial prerequisites for an 
increase in real-terms salaries. 

It is of great importance to companies’ development and competitiveness that they can 
have salaried employees with the right skills who are given the opportunity and moti-
vation to develop these skills throughout their working life. If their are salaried em-
ployees whose skills and salaries are developing unfavourably, specific attention shall 
be directed towards them. 

If so required, the parties can, in conjunction with the establishment of a schedule, ini-
tiate the negotiations by going through the meaning of the agreement in order to elimi-
nate any lack of clarity.  
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The run through and planning stage involves discussing: 

• experiences from the salary process and previous salary reviews 

• the financial and market conditions 

• current salary structure and the future requirements for change that are identified 

• how the salary process is to prevent improper salary differences due to gender  

• objectives and priorities and associated salary criteria for the forthcoming salary 
review on the basis of salary structure and the change requirements identified 

• forms and prerequisites for the salary review 

• schedule for the salary process. 

Information about the salary process and its schedule is submitted in an appropriate 
manner to managers and employees. 

When surveying salaries in accordance with the Swedish Discrimination Act, the local 
parties should find and develop form of cooperation. 

The individual salary system 
Salaries shall be individual and differentiated. 

Market forces and the local parties perception of a certain salary structure in the com-
pany also influence salaries. Every salaried employee shall know on which grounds 
their salary is set and which requirements apply in order to obtain an increased salary. 

The employer and salaried employee have a joint responsibility for skills develop-
ment. Increased knowledge and experience means that the salaried employee can de-
velop in order to perform duties that are more advanced and more demanding in terms 
of responsibility. 

It is of major importance that the assessment of the factors that influence salaried em-
ployees’ salary takes place on the basis of grounds that are as objective as possible. 
Factors used when setting salaries individually shall, of course, be gender neutral.  

Setting salaries, general 
Achieving the objective of a good wage formation requires the company to have a 
grounded salary policy that is clear and is based on the agreed rules for salary setting 
and which is well known.  

The salaried employee’s salary shall be determined with consideration given to: 
• the content and difficulty of their duties and the resultant responsibility, as well as 

the salaried employee’s performance and ability to fulfil set objectives 

• financial responsibility 

• operational responsibility 

• responsibility for personnel 

• knowledge and experience 

• ability to lead, take the initiative and collaborate and 

• the wealth of ideas the salaried employee provides and their educational skills. 
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Salary increases 
• Salary increases for individual allocation are distributed on the basis of the rules in 

this appendix.  

• If the salaried employee has been given duties that are more advanced and more 
demanding of responsibility, this shall result in a further salary increase in addit-
ion to the general scope. 

Performance review 
Manager and salaried employee shall do a performance review each year. The perfor-
mance review meeting between the manager and the salaried employee is a necessary 
means by which to obtain a basis on which to assess the development interventions for 
the salaried employee and how their salary is set. Reviews are conducted at the insti-
gation of the employer. The aim is to establish in a dialogue with the salaried em-
ployee, their development needs and individual objectives.  

Performance reviews normally encompass 

• follow-up of previous reviews 

• work situation and work environment-related issues 

• duties, responsibilities, any changes in the work content 

• the companies skills requirements in the short and long term and the salaried em-
ployee’s needs and desires with respect to skills development 

• evaluations of the past year and expected results and individual objectives. 

The employer and the individual salaried employee have a joint responsibility for the 
salaried employee’s skills development. Performance reviews or equivalent are an im-
portant foundation for the planning of skills development.  

The results of the performance review, including skills planning, are documented in an 
appropriate manner by the employer and the employee. 

Salary discussion 
Salary discussions are conducted between manager and salaried employee. The di-
scussion takes place at the instigation of the employer.  

The salary discussion is a dialogue about the salary on the basis of the salaried em-
ployee’s work, results and development, as well as their contribution to the company’s 
operations in the past year. The performance review forms the basis of the salary di-
scussion.  

The salary discussion normally encompasses: 

• a run through of the salaried employee’s duties, responsibilities, performance and 
any changes in the content of their work, as well as their development and skills 
development 

• a follow-up of the salaried employee’s objectives and how they have fulfilled 
these, their results and their contribution to the company’s operations and business 
development 

• the salaried employee’s salary in relation to the company’s salary policy, criteria 
for setting salaries, salary structure etc.  

• the individual salary increase in the current salary review and how the salaried 
employee can influence how their salary increases in future.  
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Information about the new salary (salary justification) 
Once new salaries are set, the manager notifies the salaried employee of their new sa-
lary and justifies this in a separate discussion in accordance with the negotiation pro-
cedure. It is natural that the justification is linked to the performance review and salary 
discussion that the manager and salaried employee have had. 

Actions in the event of a low salary increase 
The basic premise is that everyone contributes to the company’s operations and deve-
lopment and shall therefore have a salary increase in conjunction with the salary re-
view. A salaried employee who does not demonstrate sufficient performance or does 
not fulfil set objectives obtains no or a markedly low salary increase.  

When a salaried employee has obtained no or a markedly low salary increase, specific 
talks are to be held between the manager and salaried employee about their suitability 
for their duties, their need for interventions to improve their skills or other appropriate 
actions.  

The employer shall report to the trade union organisation the number of members who 
are not living up to expectations and therefore have an action plan. 

An action plan containing a schedule and follow-up shall be drawn up for these sala-
ried employees. The action plan shall be in writing and drawn up jointly by the mana-
ger and the salaried employee. If a member so desires, the employer shall report the 
action plan to the local trade union organisation for discussion. The actions in the plan 
shall aim to allow the salaried employee to obtain the prerequisites for their salary to 
develop in a positive direction in future.  

The manager and salaried employee shall come to an agreement about how, when and 
to what extent follow-up is to take place. The manager and salaried employee shall 
evaluate the action plan. If Unionen’s member so requests, a trade union representa-
tive can also participate in the evaluation. Follow-up takes place at the time of the next 
performance review, at the latest. 

In order for an action plan to be drawn up for two consecutive years, the employer 
shall first request negotiations with the local trade union organisation. 

If the local parties so desire, central parties can conduct advisory salary consultations 
concerning the salary process in order to provide advice and experience. 

Setting salaries for new employees and in the event of promotion 
• The local parties should collaborate with respect to how salaries are to be set for 

new employees and in the event of changes to duties/promotion. 

• If the local trade union organisation so requests, the employer’s decision concer-
ning an appropriate starting salary for the person in question shall be proceeded by 
negotiations. The local parties should find rational forms for this collaboration. 

• The starting salary shall be set in parity with equivalent positions within the com-
pany and adopted in accordance with the rules in this appendix and the company’s 
salary policy and on the basis skills (training and experience) and the influence of 
market forces. 

• A salaried employee who has obtained entirely or partly new duties that can be re-
garded as a promotion shall obtain a salary increase separate from the salary agre-
ement. Such a salary increase shall normally take place in conjunction with the 
change. 
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Salary conditions 
• There shall be a difference in salary between salaried employees in management 

positions and subordinate staff who do not have specialist positions. When setting 
salaries and comparing salaries, benefits in addition to salary shall also be taken 
into account. 

• The basic principle is that men and women shall have the same salary for work 
that is the same or can be considered equivalent.  

• Salaried employees with a large amount of experience within their job/profess-
ional field shall not have an unfavourable increase in salary in relation to salaried 
employees with less experience. 

• Salaried employees who have been or are on parental leave shall not, as a result of 
being on leave, have an unfavourable increase in salary in relations to the com-
pany’s other salaried employees. 

• In the case of salaried employees who have not obtained an acceptable salary 
increase, specific talks are to be held between the manager and salaried employee 
about their suitability for their duties, their need for interventions to improve their 
skills or other appropriate actions. 

1.3 Calculation of the scope for individual salary increases 
The total scope for individual salary increases is calculated as 2.0 %, 1.8 % and  
2.3 % of the sum of fixed cash salaries for salaried employees on 30 April 2017, 
30 April 2018 and 30 April 2019.  

Distribution of individual salary increases 
The scope that has been formed as above shall be distributed individually in accor-
dance with the rules for setting salaries, point 1.2. 

Individual salary increases shall be awarded as of 1 May 2017, 1 May 2018 and 1 May 
2019.  

1.4 Lowest salaries 
If the salaried employee has reached the age of 20 or 24 years, respectively, by 30 
April 2017, 30 April 2018 and 30 April 2019, respectively, their salary shall be no less 
than 

  20 24 

2017 SEK 17,170 SEK 19,895 

2018 SEK 17,479 SEK 20,253 

2019 SEK 17,881 SEK 20,719 

The salaried employee’s contribution to the scope is used in order to achieve an appro-
priate salary amount. If the sum of this is not sufficient to achieve the salary amount, 
the remaining part shall be contributed outside of the available framework for salary 
increases.  

The stated lowest salaries pertain to salaried employees with full-time positions. When 
applying these amounts to part-time employees, the amounts are to be recalculated in 
proportion to the percentage of full time. 
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“Salary” here denotes 

• fixed cash salary 

• benefits in kind in the form of food or accommodation as per the Swedish Tax 
Agency 

• in the event of commission, profit-share and similar variable forms of salary: the 
average value thereof in accordance with the standards that apply for the determi-
nation of pensionable salary in accordance with the ITP agreement. 

The stated salary amounts also apply to substitutes, who are otherwise exempted from 
the application of the salary agreement in accordance with point 2.2. 

A salary increase to the amounts stated above need not be awarded if the salaried em-
ployee has an impaired work capacity. In such cases, local salary agreements are ente-
red into. 

1.5 Introductory salary 
Introductory salary can be applied on the condition that 

• the introduction and training programme and the schedule have been approved by 
the local trade union organisation and 

• the salaried employee lacks experience of the duties in question 

Introductory salary is applicable to new employees who are between the ages of 20 
and 23 years at the time they start and must undergo planned training in connection to 
the job. 

The salary for such salaried employees shall amount to at least 75 per cent of the lo-
west salary for salaried employees who have reached the age of 20. Introductory sa-
lary is payable for a maximum of 12 months, but only during the agreed introductory 
period. 

2 Scope 
2.1 Scope 
This salary agreement encompasses salaried employees who have begun working for 
the company, at the latest, on 30 April 2017, 30 April 2018 or 30 April 2019. 

2.2 Exemption of certain categories 
The salary review does not encompass a salaried employee who, on 30 April 2017, 
30 April 2018 or 30 April 2019,  

• have not yet reached the age of 18 years or 

• are employed as a substitute or intern or otherwise for a fixed term, specific season 
or specific job and whose employment has not been continuous for six months or 

• is employed on a trial basis and has either not transitioned directly from previous 
employment in which they have been encompassed by a salaried employees’ agre-
ement concerning general terms and conditions, or whose employment has not run 
continuously for six months or 

• is in a position that is a second job or 
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• continues to work for the company after they have reached the retirement age or 
have been employed by the company after having reached the retirement age that 
is applied therein. 

An agreement can be entered into that a salary increase shall be awarded to a salaried 
employee who is exempted from the salary agreement in accordance with the above. 
In which case, the provisions in this salary agreement shall serve as a guide. 

If a salaried employee who, on 30 April 2017, 30 April 2018 or 30 April 2019, was 
employed as a substitute or on a trial basis and, according to the first paragraph, is not 
encompassed by the salary review obtains permanent employment at the company 
during the agreement period, the provisions in this agreement shall serve as a guide 
when setting the salaried employee’s salary. 

A salaried employee who, on 30 April 2017, 30 April 2018 or 30 April 2019, is on 
leave of absence for at least the subsequent three month for reasons other than illness 
or parental leave is exempted from this salary agreement, provided nothing else has 
been agreed. When the salaried employee returns to work, their salary shall be deter-
mined on the basis of the same standards that applied to other salaried employees at 
the company in accordance with this agreement. 

2.3 Salaried employees who have ended their employment 
If a salaried employee has ended their employment on 1 May 2017, 1 May 2018 or 1 
May 2019, or later and has not received a salary increase in accordance with point 1.3, 
they shall notify the company of their demand to that effect within one month of the 
salaried employees at the company having been informed that the salary review is 
complete. If the salaried employee fails to do so, this salary agreement no longer 
grants them any entitlement to a salary increase. 

2.4 Salary review for certain new employees 
If the company and a salaried employee have entered into an employment contract and 
thus a certain salary on 1 November 2016, 1 November 2017 or 1 November 2018 and 
they have also explicitly agreed that the agreed salary shall apply regardless of the sa-
lary review for 2017, 2018 or 2019, respectively, the salaried employee shall not be 
encompassed by the salary agreement. 

2.5 Already completed salary review 
If, pending this salary agreement, the company has already awarded general and/or in-
dividual salary increases, these shall be deducted from what the salaried employee 
obtains when applying point 1.3, provided no explicit local agreement otherwise has 
been entered into. 

3 Application rules 
3.1 The term “company” 
In the case of a company that has its operations located in various places or has more 
than one unit in the same place, the following applies when calculating the framework 
for salary increases in accordance with point 1.3. If this has been a distinct practice at 
the company when applying previous salary agreements or if a local agreement to this 
effect has been entered into, “company” denotes the company as a whole, otherwise 
the agreement is applied on a unit-by-unit basis. 
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3.2 Retroactive recalculation 
In the event that this salary agreement is applied retroactively, the following applies 
with respect to sickness deductions etc., leave of absence deductions and overtime pay 
that has been paid out. 

Individual recalculation of sickness deductions etc. shall take place as per the 
following: 

• Sickness deduction up to and including the 14th calendar day shall be recalculated 
retroactively. 

• Retroactive recalculations shall not take place for sickness deductions as of the 
15th calendar day other than to the extent that the salary increase is taken into 
account when setting the sickness benefit. 

Leave of absence deductions shall be recalculated retroactively. The recalculations 
shall take place individually. 

Overtime pay shall be recalculated retroactively. The recalculations shall take place 
individually. 

3.3 Change in working hours 
If the number of working hours for all or some of the company’s salaried employees 
changes on 1 May 2017, 1 May 2018 or 1 May 2019 or later, the salaried for the affec-
ted salaried employees shall be amended in proportion to the change in working hours. 

4 Commission 
4.1 
For salaried employees remunerated through commission and profit-share, there 
should be an aim – taking into account that it is in the nature of these forms of salary 
that the individual salaried employee’s earnings can vary – to ensure that their ear-
nings increase in line with those of other salaried employees in the long term. 

5 Certain pension matters 
5.1 Pensionable salary increases 
If a salary increase is awarded to a salaried employee as denoted in point 2.3 and is en-
titled to a pension, the increase shall not be pensionable. However, if their em-
ployment has ended because of retirement, the salary increase shall be pensionable. 

5.2 Notification of pensionable salary 
As is the case for pensionable salary, companies shall notify Collectum or PRI of sa-
lary increases as of 1 May 2017, 1 May 2018 and 1 May 2019 in accordance with 
point 1.3. 
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Negotiation procedure when reviewing salaries 
The parties are in agreement concerning the following negotiation procedure for salary 
reviews on 1 May 2017, 1 May 2018 and 1 May 2019. 

a) The salaried employees shall submit written information about the members con-
cerned and the represented appointed thereby by 25 August 2017, 9 February 2018 
and 8 February 2019, respectively, at the latest. 

The company shall submit written notification of the new salaries it intends to 
award to the salaried employees concerned to the appointed representatives by 15 
September 2017, 2 March 2018 and 1 March 2019, respectively, at the latest. 

b) If the salaried employees wish to call for local negotiations concerning this, a noti-
fication to that effect containing proposed revisions by the representatives of the 
salaried employees shall be submitted to the company by 29 September 2017, 16 
March 2018 and 15 March 2019, respectively, at the latest. The local salary nego-
tiations shall begin as soon as possible and conclude by 13 October 2017, 29 
March 2018 and 29 March 2019, respectively, at the latest. 

c) If the local negotiations as per b) do not lead to a settlement, the matter may be re-
ferred to central negotiations between Almega Service Companies and the Media 
Industries Employers’ Association and Unionen. The request for central negotiat-
ions shall be made in writing and be called for by Almega Service Companies and 
the Media Industries Employers’ Association and Unionen by 27 October 2017, 
13 April 2018 and 12 April 2019, respectively, at the latest, after which it falls to 
Almega Service Companies and the Media Industries Employers’ Association and 
Unionen to establish a suitable day for central negotiations without delay. 

Note 
The local parties are entitled to enter into an agreement concerning departures from 
the negotiation procedure stated under points a) and b). 

d) In the event that the negotiation procedure has not been set in motion in accor-
dance with a) because there is no local trade union representation, the employer 
shall set new salaried in accordance with the salary agreement. The employer shall 
notify members of the new salaries it intends to award by the date listed in a), se-
cond paragraph, at the latest. Unionen then has the right to request negotiations by 
the date listed in b), at the latest. The negotiation procedure in b) and c) then ap-
plies. 

Prior to the negotiations, Unionen shall inform the employer of whom are members, 
after which the employer supplies lists of the proposed new salaries for these. 
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Local salary agreement 
Introduction 
The traditional central salary agreement states how salary increases are to be worked 
out, for example in kronor, per cent and distribution of pots. This agreement is an al-
ternative and states no such rules. It is the employer and the local trade union organi-
sation who together agree on how the negotiations are to be organised, the scope for 
salary increases and the individual distribution. 

Conditions 
Application of this agreement is initiated by the employer confirming, in accordance 
with the specified negotiation procedure, this with the local salaried employees’ party 
at the company by 25 August 2017, 9 February 2018 and 8 February 2019. 

According to this agreement, local salaried employees’ party denotes, of course, a sa-
laried employees’ trade union branch or, in the absence of this, elected trade union re-
presentatives with authorisation to negotiate salaries. 

Information about the implications of the agreement is provided to all salaried em-
ployees. The employer and the local salaried employees’ party concerned put together 
this information. 

Prior to each salary review, the employer and the local salaried employees’ party con-
cerned shall make a joint assessment of the company’s financial conditions. The local 
salaried employees’ party concerned shall obtain all relevant information that is requi-
red for the negotiations, for example the company’ results and future prospects, the fi-
nances of the various profit centres, sales statistics etc. 

A joint assessment shall also encompass the salary situation in the company. For ex-
ample salary increases in the past two years, “internal salary statistics” and differences 
in salary between different groups, for example between men and women. 

Following the completion of each salary review pursuant to this agreement, the em-
ployer and the local salaried employees’ party shall conduct a joint evaluation of the 
review. 

A local salary agreement has the same validity period as the central salary agreement 
and expires at the same time as the central agreement, regardless of local regulations.  

Rules for setting salaries 
Basic premises  
Companies that are profitable and developing create the financial prerequisites for an 
increase in real-terms salaries.  

It is of great importance to the companies’ development and competitiveness that they 
can have salaried employees with the right skills who are given the opportunity and 
motivation to develop these skills throughout their working life. If there are salaried 
employees whose skills and salaries are developing unfavourably, specific attention 
shall be directed towards them. 
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The individual salary system 
Salaries shall be individual and differentiated. Market forces and the local parties per-
ception of a certain salary structure in the company also influence salaries. Every sala-
ried employee shall know on which grounds their salary is set and what they can do to 
increase it.  

The employer and the salaried employee shall contribute to the development of the sa-
laried employee’s skills. Increased knowledge and experience means that the salaried 
employee can be developed in order to perform duties that are more advanced and 
more demanding in terms of responsibility. 

It is of major importance that the assessment of the factors that influence salaried em-
ployees’ salary takes place on the basis of grounds that are as objective as possible. 
The performance review can be a means by which to obtain a basis on which to assess 
the development interventions for the salaried employee and how their salary is set. 

Setting salaries  
The salaried employee’s salary shall be determined with consideration given to 

• the content and difficulty of their duties and the resultant responsibility, and 

• the salaried employee’s performance and ability to fulfil set objectives 

• financial responsibility. 

Important factors that shall also be considered when setting the salary are the salaried 
employee’s 

• knowledge and experience, 

• ability to lead, take the initiative and collaborate and 

• the wealth of ideas the salaried employee provides and their educational skills. 

Salary increases 
• It is of great importance that the company has a well-developed and grounded sa-

lary policy.  

• If a salaried employee has been given duties that are more advanced and more de-
manding of responsibility, their salary shall reflect this. 

• A salaried employee who has been assigned entirely or partly new duties that can 
be regarded as a promotion shall obtain a salary increase separate from the salary 
agreement. Such a salary increase shall normally take place in conjunction with 
the promotion. 

• Salary increases that are to be distributed individually in accordance with this 
agreement must be distributed on the basis of the above premises. 

Salary conditions 
• There shall be a difference in salary between salaried employees in management 

positions and subordinate staff who do not have specialist positions. When setting 
salaries and comparing salaries, benefits in addition to salary shall also be taken 
into account. 

• Men and women shall have the same salary for work that is the same or can be re-
garded as equivalent, provided the differences in salary are not due to factors that 
apply to the setting of individual salaries. 
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• Salaried employees with a large amount of experience within their job/profess-
ional field shall not have an unfavourable increase in salary in relation to salaried 
employees with less experience. 

• Salaried employees who have been or are on parental leave shall not, as a result of 
being on leave, have an unfavourable increase in salary in relations to the com-
pany’s other salaried employees. 

• In the case of a salaried employee who has not obtained an acceptable salary 
increase, specific talks are to be held between the manager and employee about 
their suitability for their duties, their need for interventions to improve their skills 
or other appropriate actions. 

Starting salaries 
Starting salaries denotes the setting of salaries for new employees, in the event of pro-
motion and when the salaried employee has been given new duties in the company. 

• The starting salary shall be set in parity with equivalent positions within the com-
pany. 

• When doing so, consideration shall be given to the wider world, the salaried em-
ployee’s knowledge and experience and the demands placed on them in their new 
position. 

• The starting salary shall be set in accordance with the basic premises of the indi-
vidual salary system and the principles for starting salaries indicated above. 
Increased capability and experience shall result in an increased salary. 

• If the local trade union organisation so requests, the employer’s decision concer-
ning an appropriate starting salary for the person in question shall be proceeded by 
negotiations. The local parties should find rational forms for this collaboration. 

Negotiation procedure 
The negotiation procedure below applies 
1) By 25 August 2017, 9 February 2018 and 8 February 2019, at the latest, the em-

ployer shall notify the local salaried employees’ party of its desire to apply a local 
salary agreement. According to this agreement, local salaried employees’ party 
denotes, of course, a salaried employees’ trade union branch or, in the absence of 
this, elected trade union representatives with authorisation to negotiate salaries. 

2) The employer and local salaried employees’ party shall jointly inform all salaried 
employees concerned about the implications and aim of the agreement. Should the 
parties subsequently find continued implementation unproductive, it shall be ter-
minated and transition as soon as possible to negotiations in accordance with the 
provisions of the central salary agreement. 

3) If the local parties agree to continue applying a local salary agreement, a negotiat-
ion procedure shall be drawn up, i.e. when the negotiations are to start and when 
they are to be concluded. In conjunction with this, the local salaried employees’ 
party shall inform the employer of which salaried employees it is representing in 
the negotiations. 

However, the negotiations shall be conducted in such a manner that they can be 
concluded prior to the time stated in point 5 below. 
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4) During the negotiations, the local parties can request advice/assistance from the 
central parties. 

5) If the local parties, with or without advice from the central parties, are not able to 
reach agreement, the negotiations pursuant to this agreement shall be terminated. 
After this, the employer and the local salaried employees’ party shall initiate nego-
tiations in accordance with the central salary agreement as soon as possible, but by 
15 September 2017, 2 March 2018 and 1 March 2019, at the latest.  

If no local agreement is reached, central negotiations shall be called for within ten 
days of the end of the local negotiations. 

Working procedure and the managers’ responsibilities 
A manager shall discuss results and the link to salary level with each of their subordi-
nates. The central parties concerned shall produce a joint document that can be of help 
during such discussions. 

Every manager shall devote particular care to those employees who, in the company’s 
view, are not achieving the objectives that have been agreed and are therefore being 
given a lower salary increase than the majority of the employees in the group/com-
pany. Such employees shall be given the opportunity to improve their performance, 
for example through training and changes to how work is allocated and organised. A 
specific plan for such interventions shall be drawn up. 

If the local salaried employees’ party or member concerned so requests, the local sala-
ried employees’ party shall contribute in the event of such changes/development inter-
ventions as may be required to achieve a positive change in results. 

Developments shall be monitored continually by a manager and union representative. 
Major demands are placed especially on analysing the reasons why some salaried em-
ployees receive lower salary increases than the majority in the group/company. The 
employer cannot maintain that it is due to an individual employee failing to fulfil 
objective if opportunities to undertake development interventions are not provided. 

Evaluations of the salary review 
The employer and local salaried employees’ party shall conduct a joint evaluation 
following the conclusion of a salary review. The following points should be taken into 
account: 

• The employees’ and senior management’s general reactions to the attempt to set 
salaries locally without traditional central salary agreements. 

• The managers’ ability to inform colleagues about the new salaried in relations to 
duties and performance. 

• Results of specific development interventions for certain salaried employees. 

• For example, have unreasonable salary differences between men and women been 
corrected? Comparisons with what is known about salaries at competitors within 
the industry. 

• Comparisons with salary increases at the company in previous years. 

• Changes that need to be made in order to continue with a local salary agreement in 
the next agreement period. 

Each party can also conduct their own evaluations in order to establish how its own 
objectives and expectations have been fulfilled. 
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