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SHORT AND GENERAL SUMMARY ON TEMPORARY 

LAY-OFFS RELATED RULES IN FINLAND 
 

 

 

 

Question Answer  

1. Can an employer 
terminate 
employment contracts 
for a temporary 

period due to Corona 
situation – temporary 
lay-offs 

YES.  
According to the Finnish Employment Contracts Act 
(55/2001, as amended), the employer is entitled to 
temporarily lay off an employee if the work or the 

employer's possibilities for offering work have 
diminished temporarily (e.g. due to the impact of 
the COVID-19) and the employer cannot reasonably 
provide the employee with other suitable work or 
training corresponding to its needs. In principle, the 
duration of the temporary lay-offs shall not exceed 
90 days (with the exception of part-time lay-offs 

where the duration may be longer subject to 
applicable rules). 
 
Further, it should be noted that the employer is 
entitled to lay off an employee until further notice 

(i.e. for a period exceeding 90 days) if the 

employer has financial or production-related 
reasons for terminating the employment contract 
pursuant to the Finnish Employment Contracts Act.  
 
Notwithstanding the above, an employer and an 
employee may also individually agree on a lay-off 
for a fixed period if this is needed in view of the 

employer's operations or financial standing 
(however, not a commonly used option). 
 

2.What will be the 
employer’s cost due 
to temporary lay-offs 

The employer is not required to pay salary to the 
extent that the work is suspended due to the lay-
off (full-time/part-time lay-off). Normal salary is 

payable until lay-offs can take effect (see timeline 
for implementation). 

 

3.What is the 
maximum period for 

temporary lay-offs 

In principle, 90 days (with the exception of part-
time lay-offs where the duration may be longer 

subject to applicable rules). 

4.What is the timeline 
for implementing 
temporary lay-offs 

Prior negotiation/advance communication obligation 
1) Duty to provide negotiation invite and to 

negotiate on the planned lay-offs in 
accordance with co-operation 
legislation/CBA (applicable to employers 

who regularly employ at least 20 
employees) → approx. 1-3 weeks 
depending on the collective agreement 
(however, temporary legislative changes 
are currently underway to reduce the length 
of the statutory negotiation period); or 

2) Advance explanation and hearing obligation 
(applicable to employers who regularly 

employ less than 20 employees) → typically 
max. couple of days 
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After fulfilling the prior negotiation or advance 
communication obligation, the employer is entitled 

to provide a lay-off notice to each employee 
concerned. The statutory length of the lay-off 
notice period is 14 days. However, collective 
agreements include deviating timelines (approx. 
from 3 days to 1 month). Currently temporary 

legislative changes are underway to reduce the 
statutory lay-off notice period from 14 days to 5 

days. 
 
The lay-off will take effect once the applicable lay-
off notice period has ended. 

5.What are the 

employee’s 
remuneration 
entitlements during 
temporary lay-offs 

In principle, the employees are not entitled to their 

salary during the provision of the lay-off. Certain 
benefits may continue to accrue during the 
temporary lay-off (e.g. limited annual holiday 
accrual) and e.g. obligation to pay salary during a 
public holiday that occurs during the lay-off period 
(subject to applicable collective agreement). 

6.What are the 
employer’s obligations 
for remuneration 

payment if employees 
are absent from 
work/unable to 
perform work due to 

Corona situation 

Sick pay: 
In general, currently there have been no changes 
to employment legislation due to COVID-19. 

 
Employees prevented from performing their work 
due to an illness or accident are entitled to sick pay 
according to the Employment Contracts Act: 

- Sick pay is paid for the day when the 
employee fell ill if it would have been a 
working day for the employee and for each 
working day included in the following 9 
weekdays. 

- If the employment relationship has lasted 

for a minimum of 1 month, the employee is 
entitled to full pay as sick pay. In 
employment relationships that have lasted 
less than 1 month, the employee is entitled 
to 50% of his/her pay as sick pay. 

 

Collective agreements usually provide for 

significantly longer sick pay periods than the 
Employment Contracts Act (typically up to 3 
months). The right to a longer period of sick pay 
may also be based on an employment contract or 
practice at the workplace. 
 
If the employee’s disability to work continues after 

the employer’s obligation to pay salary has ended, 
the employee may apply for daily allowance in 
accordance with the Finnish Health Insurance Act 
(1224/2004, as amended). 
 
Child care 

In principle the employee is entitled either to paid 
or unpaid leave for child care depending on the 

circumstances (e.g. age of the child, duration of 
absence) and applicable collective bargaining 
agreement.  
 

7. Actions that 
employers can take if 
needed to keep up the 
business but shorten 
costs 

Bonuses/Discretionary benefits. In some cases, 
the employer may be able to withdraw/amend 
bonus schemes and other discretionary benefits 
(subject to the rules of the plan/benefits) that 
aren’t mandatory by law, as long as these elements 
are not regulated by the individual employment 
agreement, collective agreements, or are not 

otherwise binding to the employer. 
 
Overtime pay/Flexitime. Pursuant to applicable 
collective agreement and/or subject to employee’s 
consent, the employer may instruct the employees 
to take time off in lieu of unpaid overtime. In 

addition, the employer may in general restrict 
employees to work overtime. Further, the employer 
may instruct the employees to use their flexitime 



accruals subject to the flexitime policy applied at 
the workplace. 

 
Holidays/Holiday bonus. Summer holidays (in 
principle 4 weeks) should be given during the 
summer holiday period from 2nd of May to 30th 
September. In principle, the employer has the right 

to decide the timing of the holiday during the 
holiday season after providing an opportunity to the 

employee to be heard. Holiday bonuses may be 
converted as vacation days instead of cash 
payment subject to the binding nature of the 
holiday bonus practice (i.e. purely discretionary 
benefit or e.g. based on collective agreement). 
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