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Finland: Industrial relations profile 

Facts and figures 
Area: 338,419 square kilometres 

Population: 5.4 million 

Language: Finnish, Swedish 

Capital: Helsinki 

Currency: Euro 

Economic background 

GDP per capita (2010) 

(in purchasing power standards, index: EU27=100) 

115 

Real GDP growth (% change on previous year) (2011)  2.9%  

Inflation rate (2011) 

(annual average rate of change 2010–2011) 

3.3% 

Average monthly labour costs, in € (2008)  €3,997.0  

Average labour productivity (% change on previous 

year) (2011) 

1.7%  

Gross annual earnings, in € (2010) €38,626  

Gender pay gap (2010) 19.4%  

Employment rate (15–64 years) (2011) 69.0%  

Female employment rate (15–64 years) (2011) 69.0%  

Unemployment rate (15–64 years) (2011) 7.8%  

Monthly minimum wage n.a. 

Source: Eurostat  

Industrial relations characteristics, pay and working time  

Trade union density (%) (2011) 

(Trade union members as a percentage of all employees in 

dependent employment) 

68% 

Employer organisation density (%) (2011) 

(Percentage of employees employed by companies that are 

members of an employer organisation) 

70% 

Collective bargaining coverage (%) (2011) 

(Percentage of employees covered by collective 

agreements) 

90% 

Number of working days lost through industrial action 

(2011) 

Total number of working days 

lost in 2011 was 127,758  
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Collectively agreed pay increase (%)  

(annual average 2010–2011) 

2.7% 

Actual pay increase (%)  

(annual average 2010–2011) 

-0.6% 

Collectively agreed weekly working hours 37.0 hours 

Actual weekly working hours  37.3 hours 

 

Background 
Two governments were in office during 2011 under Prime ministers Mari Kiviniemi (Centre) and 

Jyrki Katainen (National Coalition). Kiviniemi’s outgoing centre-right government consisted of 

the Centre, National Coalition, Greens, and Swedish People’s Party. 

Parliamentary elections were held in April 2011. The True Finns party grew significantly, 

increasing its number of seats from five to 39 (out of 200), to become the third largest party. The 

National Coalition received the most seats, 44, whereas the Social Democrats came in  second 

place, with 42 seats. The other five parties that gained seats were Centre, Left Alliance, Greens, 

Swedish People’s Party, and Christian Democrats. 

Negotiations to form a majority government were unusually difficult and the True Finns 

eventually remained in opposition. Programme negotiations started with six parties (all except 

True Finns and Centre). They were concluded in June 2011, when a new six-party government 

was formed.  

The new government, headed by Prime Minister Katainen, covers a broad political spectrum. The 

Finance Minister is Jutta Urpilainen (Social Democrats). Other key ministers in the area of 

economy and labour are Jyri Häkämies (National Coalition) and Lauri Ihalainen (Social 

Democrats). The government places considerable emphasis on maintaining a high employment 

rate and developing working life, but is watchful of the tightening financial situation. 

After the formation of the government, Prime Minister Katainen told parliament that he would 

invite labour market leaders for talks on the state of the economy in August, with the focus on job 

creation and safeguarding the economy’s competitiveness. 

The new government has emphasised good relations with social partners, and the new Minister of 

Labour, Lauri Ihalainen, is a former President of the Central Organisation of Finnish Trade 

Unions (SAK). 

The most essential legal framework for collective bargaining is the Collective Agreements Act 

(Työehtosopimuslaki) of 1946, which is complemented by basic agreements between union 

confederations and employer associations. 

Labour market relations are characterised by close cooperation between the state and the social 

partners. Almost all legislation concerning working life is based on a tripartite consensus. 

Main actors 

Trade unions 

The Working Conditions Barometer 2011 reports a notable decline in union membership (4 

percentage points from 2010), although it still remains at a relatively high level (68%). In 

contrast, the proportion of non-union members who belong to an unemployment fund has 

http://www.sak.fi/english
http://www.finlex.fi/fi/laki/ajantasa/1946/19460436
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increased. Basic unemployment allowance applies to everyone, but earnings-related allowance is 

only paid to members of unemployment funds. Most of such funds are union-affiliated. 

Main trade union confederations 

The three main union confederations are the Central Organisation of Finnish Trade Unions (SAK); the 

Finnish Confederation of Salaried Employees (STTK) and the Confederations of Unions for 

Academic Professionals in Finland (AKAVA). 

SAK, founded in 1907, is the biggest trade union confederation. Its 20 affiliated member unions have 

around one million members in the private and the public sectors. Nearly half the members (480,000) 

work in manufacturing industries, 324,000 are employed in the private services sector, and 240,000 in 

the public sector.  

STTK, founded in 1946, has 640,000 members in 18 affiliated trade unions. It is the 

confederation for unions of professional employees in a wide range of sectors: manufacturing 

industry, private services, local and regional government, and the state. The biggest member 

groups include nurses, technical engineers, police officers, secretaries, institute officers, and 

salespersons. 

AKAVA, founded in 1950, has 33 member unions that represent those with university, 

professional or other high-level education. It was formed by 33 affiliates and has about 566,000 

members. Additionally, AKAVA has about 100,000 student members. AKAVA’s bargaining 

rights for the public sector are exercised by the Public Sector Negotiating Commission of 

AKAVA (JUKO). The Federation of Professional and Managerial Staff (YTN) does the private 

sector bargaining for AKAVA. 

Employer organisations 

According to administrative data of the Confederation of Finnish Industries (EK), the employer 

organisations’ density (70%) is higher than the EU27 average.  

Main employer organisations 

 The Confederation of Finnish Industries (EK), is the leading business organisation. It was 

created by merging the Confederation of Finnish Industry and Employers (TT) and the 

Employers’ Federation of Service Industries in Finland (PT). Like the trade union central 

organisation, SAK, the employers’ central organisation dates from 1907. EK represents the 

entire private sector and companies of all sizes. Member companies represent: 

● more than 70% of Finland’s gross domestic product (GDP); 

● more than 95% of Finland’s exports; 

● 27 branch associations; 

● about 16,000 member companies, 96% of which are small and medium-sized enterprises 

(SMEs); 

● about 950,000 employees in member companies. 

 Local government employers (KT) is an interest organisation for local government employers 

representing all Finnish local and joint authorities. It negotiates and concludes collective 

agreements in the local government sector. KT has a key role in improving performance and 

the quality of working life. KT negotiates and concludes collective agreements for 

municipalities and federations of municipalities employing 434,000 people. 

 The State Employer’s Office (VTML) negotiates and concludes collective agreements for the 

85,000 employees working for the state. 

http://www.sak.fi/
http://www.sttk.fi/
http://www.akava.fi/
http://www.juko.fi/
http://www.ytn.fi/
http://www.ek.fi/ek/en/index.php
http://www.kuntatyonantajat.fi/en/Pages/default.aspx
http://www.vm.fi/vm/fi/12_Valtio_tyonantajana/03_Valtion_tyomarkkinalaitos/index.jsp
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 The Church Employers (KiT) represents the Lutheran Church of Finland as an employer and 

negotiated a collective agreement for about 21,458 employees working for the parishes in 

2011. 

 The Federation of Finnish Enterprises (Suomen Yrittäjät, SY) has the largest membership of 

all business-related federations in Finland. The membership consists of more than 115,000 

enterprises of all sizes, from all over the country, and encompasses the entire business 

spectrum. SY was founded in 1996. It is not a negotiating party in collective bargaining. 

 The Federation of Employers in Agriculture (MTA) negotiates collective agreements for 

around 12,000 workers in the agricultural sector. 

Industrial relations  

Collective bargaining 

Levels of collective bargaining 

 National level 
(intersectoral) 

Sectoral 
level 

Company 
level 

Principal or dominant level  X X  

Important but not dominant level  X X 

Existing level    

 

For the first time in four years, the social partners agreed a tripartite framework for a new 

centralised national agreement on wages and conditions in October 2011. The 25-month 

agreement included a 4.3% pay increase with a lump-sum payment of €150 at the beginning of 

2012.  

The signatory parties are the union confederations AKAVA, SAK and STTK and on the 

employer side the Confederation of Finnish Industries (EK) and the employer organisations of the 

state, municipalities and the Lutheran church. 

The government supported the agreement with tax relief worth €400 million and in late 

November the partners concluded that support for the framework agreement was broad enough 

for implementation. The accord covers about 94% of the workforce, or around two million 

employees. Social partners have characterised the comprehensive national framework settlement 

as a historic achievement (FI1111011I). 

The agreement also covered several substantial quality of working life issues that include: 

 the opportunity for employees to participate in paid training for three days a year to increase 

expertise; 

 a two-week extension of paternity leave which can be used flexibly until a child is two years 

old; 

 a strengthening of the status of fixed-term employees and temporary agency workers. A 

proposal for legislative changes concerning the grounds of temporary agency work and 

temporary employment will be submitted accordingly by the end of March 2013; 

 an amendment to the act on cooperation within undertakings to include flexible working 

hours, grounds for temporary employment and enhancement of employee vocational skills in 

human resources plans. The associated statutory amendment proposals were to be submitted 

no later than the end of November 2012; 

http://www.evl2.fi/sanasto/index.php/Kirkon_ty%C3%B6markkinalaitos
http://www.yrittajat.fi/
http://www.tyonantajat.fi/
http://www.eurofound.europa.eu/eiro/2011/11/articles/fi1111011i.htm
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 a revision of labour protection legislation to focus special attention on the stress of shift work; 

 a study of the use of working time banks, with associated legislative proposals submitted no 

later than the end of November 2012; 

 a study of the effectiveness of pay reviews with a view to promoting equal pay, forming the 

basis for proposing further measures no later than the end of May 2012; 

 a cancellation of planned cuts in Finland’s job alternation scheme. 

In addition to the key points of quality of work/life issues, the agreement contains initiatives 

concerning the harmonisation of work and family life, enhancing trust in the labour market and 

improving employee security in enterprise downsizing (FI1110011I). 

Coverage of collective agreements 

Collective agreements are of a generally binding nature. Since 1971, a principle of general 

applicability of collective agreements has been applied. According to the agreement, employers 

that are unorganised in terms of collective bargaining must also comply with the national 

agreements concerning their type of business. The generally binding character of a collective 

agreement depends on various factors, especially the organising rate of employers and employees 

and type of business.  

Since 2001, a Commission has been in place to confirm the general applicability of collective 

agreements. The Commission examines the nationwide agreements made in the private sector and 

decides if agreements are generally applicable, based on information given by the signatory 

parties and statistics from Statistics Finland concerning the area. The ‘Structure of Earnings’ of 

Statistics Finland is used mainly as comparison material and offers information regarding 

employee share per sector. The statistics compile information on earnings submitted by the 

organised employers in the private sector. These cover most of the employees in the member 

companies of the Confederation of Finnish Industries (EK). The statistics are mostly from 2004. 

Collective bargaining coverage describes the share of employees working for the organised 

employers in proportion to all employees. In Finland this share is an important criterion when 

deciding on general applicability. If the share is at least half of all employees in the sector, it is 

confirmed that the agreement is generally applicable, and that it applies to all employment 

relationships within the agreement sector. According to a study published by the Ministry of 

Employment and the Economy in 2008, the share of employees covered by collective agreements 

in the private sector was 85% when taking into account collective agreements that are generally 

binding. With the inclusion of the public sector, where collective agreements cover all employees, 

the average coverage of collective agreements was 89.5% of employees (FI1107011I). 

Traditionally, Finland has had a highly centralised bargaining system with a national incomes 

policy agreement (tulopoliittinen kokonaisratkaisu, often called tupo). This is a tripartite accord 

drafted by the government together with trade union confederations and employer organisations. 

It is a policy document covering a wide range of economic and political issues, such as pay 

increases, taxation, pensions, unemployment benefits and housing costs, as well as a range of 

qualitative working life measures.  

Main trends in collective bargaining 

In 2008, the Confederation of Finnish Industries (EK) announced that branch, establishment and 

individual-level bargaining will be the negotiation models of the future. Therefore, the next 

bargaining round took a place at sectoral level. 

However, in 2011 social partners worked out a tripartite framework for a new centralised national 

agreement on wages and conditions. With an uncertain economic situation in Europe and the 

world, wide-ranging wage coordination should benefit both employees and companies by offering 
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stability and predictability. EK has however emphasised that the agreement is a framework 

agreement within which employer associations and trade unions can reach their own agreements 

on the size of pay increases (FI1110011I). 

Within a tripartite bargaining system, local- and company-level bargaining has been increasing in 

Finland. Local bargaining can be seen as supplementary to sectoral and national accords. The 

Confederation of Finnish Industries has emphasised the importance of company-level bargaining.  

Another trend can be described as ‘increased individual pay increases’. This indicates that the 

Finnish pay system has moved slowly from a rigid pay model to a more flexible system that takes 

account of local needs and facilitates wage payment based on individual and company-level 

performance. 

Other issues in collective agreements 

The Finnish government has appointed several tripartite working groups to draft proposals for 

pension system reforms, with the aim of persuading unions and employers to agree on ways of 

lengthening employees’ careers and working lives.  

The issue of lengthening employees’ careers and working lives and a rise of retirement age has 

recently become the most challenging question. Social partners are trying to find new models to 

lengthen job careers and must therefore provide reforms related to studentships and retirement.  

Industrial disputes 

According to Statistics Finland’s industrial disputes statistics, a total of 163 industrial actions 

took place in 2011. The number of industrial disputes decreased from the previous year, when 

there were 191 actions. The number of employees involved in industrial actions in 2011 was 

about 59,000, less than half the figure for the previous year. The number of working days lost in 

2011 was about 128,000, which means that the working days lost fell by more than half from the 

previous year, 2010. 

Tripartite concertation 

A tripartite framework for a new centralised national agreement on wages and working conditions 

was agreed between social partners in 2011. The agreement exists for 25 months, offering a pay 

increase of 4.3% by the end of the agreement period, with a first increase of 2.4% covering the 

first 13 months, and a further 1.9% increase for the remaining 12 months. A lump-sum payment 

of €150 at the beginning of 2012 was also included in the agreement. It is estimated that this 

agreement will raise the annual cost burden for employers by 2.05%. 

Currently, the social partners have several tripartite working groups discussing, for example, the 

status of those working in fixed-term or otherwise atypical contracts, lengthening of working 

careers, secure employment and sustainable economic growth. Tripartite concertation in Finland 

is working well and social partners have many joint projects concerning working life issues. 

Workplace representation 

Main channels of employee representation 

 Works council 
type 

Trade union 

1. Most important body  X 

2. Alternative body X  

http://www.stat.fi/til/tta/index.html
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The major channel for employee representation in Finland is trade unions operating in the 

workplace. Shop stewards represent the union in the workplace, ensuring both management and 

employees comply with collective agreements; employee representation takes place largely 

through this channel. The shop steward is elected by trade unionists at the workplace, normally 

one chief representative plus a deputy and one for each department. Works councils are 

cooperation committees with information and consultation rights. Most employees are union 

members and the representatives of the workforce are the trade union representatives. In 

companies with 30 or more employees and unorganised workforces, representatives can be 

elected. Employee representatives must form at least two-thirds of the members of this joint body.  

Employee rights 

The legal framework for collective bargaining is the Collective Agreements Act of 1946, which is 

complemented by basic agreements between union confederations and employer associations. 

The Labour Court (Työtuomioistuin) monitors the implementation of collective bargaining. 

Under existing law the Labour Court hears and tries legal disputes arising from collective 

agreements or collective civil servants’ agreements. Similarly it tries matters arising from the 

Collective Agreements Act or the Act on Collective Civil Servant Agreements. 

Pay and working time developments 

Minimum wage 

In Finland, there is no national minimum wage, but collective agreements define the minimum 

wages at the sectoral level. Since the beginning of the 1970s there has been a minimum wage 

system that is based on collective agreements. Members of the employers’ confederations are 

obliged to follow the collective agreement signed by their respective confederations. Employers 

can also make independent agreements with the respective trade unions. Normally, terms of 

employment are concluded at sectoral level. Normally, collective agreements are sectoral 

collective agreements with universal applicability in a certain sector. Non-organised employers 

have to observe the collective agreement which sets minimum terms and conditions of 

employment within the area of employment it covers. They are not allowed to pay lower wages 

than stipulated in collective agreements. 

If there is a collective agreement in the sector, but it does not have universal applicability, it is 

possible to regard wages that are stipulated in this agreement as normal and reasonable in that 

particular sector. If there is no collective agreement in a sector, normal and reasonable wages can 

be based on social partners’ recommendations. If there are no such recommendations, it is 

recommended that for a full-time job one should pay at least enough so that the employee would 

earn a right to unemployment insurance. 

Pay developments 

Statistics Finland (Tilastokeskus) collates information concerning collectively agreed pay 

increases and calculates both non-weighted and weighted pay increases. The following table 

shows the annual changes (nominal and real) of wage and salary earnings from 2007 to 2011. 

Income level of wage and salary earners 

 Index of wage and salary earnings (2005=100) 
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http://www.oikeus.fi/tyotuomioistuin/index.htm
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Total 106.4 112.3 116.8 119.8 123.1 

- Annual change, % (Nominal) 3.4 5.5 4.0 2.6  2.7 

- Annual change, % (Real) 0.9 1.4 4.0 1.4  -0.6 

Private sector 106.3 112.0 116.5 119.1 122.5 

- Annual change, % (Nominal) 3.3 5.4 4.0 2.3 2.8 

- Annual change, % (Real) 0.8  1.2  4.0  1.0  -0.6 

Local government 106.9 112.8 116.8 120.8 123.8 

- Annual change, % (Nominal) 3.8 5.5 3.5 3.4  2.5 

- Annual change, % (Real) 1.2 1.3  3.5 2.2  -0.8 

Central government 106.6 114.6 120.8 124.8 128.3 

- Annual change, % (Nominal) 3.2  7.5  5.3 3.3 2.9 

- Annual change, % (Real) 0.7 3.3  5.3 2.1  -0.5 

Source: Statistics Finland, Wage and salary statistics 

Working time 

According to EIRO, the average collectively agreed working time in 2010 was 37.5 hours, which 

was slightly below the EU15 average of 37.6 hours in 2010. 

The actual average hours worked per week was 37.3 in 2011. The collectively agreed annual 

working time in Finland has been slightly over 1,700 hours depending on the number of public 

holidays during the year. 

In 2011, the collectively agreed average annual working time was 1,715 hours as it was in the 

previous year. The collectively agreed working time has been stable. 

Web links 
http://www.stat.fi/tup/suoluk/suoluk_vaesto_en.html  

http://www.stat.fi/til/tta/index.html 

http://www.stat.fi/tup/suoluk/suoluk_palkat_en.html  

http://www.tem.fi/files/31920/4_2012_tyoolobarometri.pdf  

http://www.finlex.fi/fi/laki/ajantasa/1946/19460436  

 

Pertti Jokivuori, University of Jyväskylä 

http://www.stat.fi/tup/suoluk/suoluk_palkat_en.html
http://www.stat.fi/tup/suoluk/suoluk_vaesto_en.html
http://www.stat.fi/til/tta/index.html
http://www.stat.fi/tup/suoluk/suoluk_palkat_en.html
http://www.tem.fi/files/31920/4_2012_tyoolobarometri.pdf
http://www.finlex.fi/fi/laki/ajantasa/1946/19460436
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