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Sect. 1 AREA OF COVERAGE

This agreement covers all temp bureaux which are members of Dansk Erhverv Arbejdsgiver..

The agreement applies to all temp workers within 3F's sector engaged by a temp bureau with the intention of being available to client companies. 

The agreement shall not cover work at client companies who are members of either Dansk Industri, HORESTA-A or Dansk Textil & Beklædning and covered by their collective pay agreements (Industriens overenskomst, overenskomsten mellem Dansk Textil & Beklædning and 3F or HORESTA-A and 3F respectively). Neither shall it cover work at client companies who subscribe to the collective pay agreements of Dansk Industri, HORESTA-A or Dansk Textil & Beklædning without being members of such organisations.

Temp workers are defined as those engaged by a temp bureau to perform paid work for a client company.

Temp bureau working is defined as regular work which consists of the bureau entering into an agreement with temp workers to temporarily provide their labour to the client companies responsible for execution of such work.

Client companies are defined as the place where temp work is performed.

Sect. 2 TEMP BUREAU UNDERTAKINGS

The temp bureau is the employer and is responsible for such aspects as pay, holiday- and public holiday payments, and sick pay.

The client company is responsible for providing all protective equipment required by the Working Environment Act. 

Sect. 3 PAY AND WORKING HOURS – COMPANIES COVERED BY THE AGREEMENT

Employment is regulated as a sub-item in accordance with this agreement. 

With regard to pay and time off, the collective pay agreement which the client company is party to shall apply for the sector in accordance with the work to be performed. Elements such as performance-related pay, seniority supplements, overtime, unsocial hours, shift work etc are to be paid according to the same rules as apply at the company. 

Notwithstanding paras 1 and 2, working hours can be freely agreed on the first and last days of the temp assignment, although the temp shall be paid for at least 4 hours per day.

If there is an opportunity to work part-time within the client company either in the collective pay agreement or in pursuance of a local agreement, the temp can be offered such work. In such situations, the temp shall not be entitled to payment for 4 hours per day.

Sect. 4
PAY AND WORKING HOURS – CLIENT COMPANIES NOT COVERED BY THE AGREEMENT

Employment is regulated as a sub-item in accordance with this agreement. 

With regard to pay, supplements and working hours, the collective pay agreement for the sector shall apply for work to be performed at the client company. 

· The relevant collective pay agreement for temp work within the building and construction sector is: The building- and construction collective pay agreement between Dansk Byggeri and 3F

· The relevant collective pay agreement for temp work within the warehouse sector is: Joint collective pay agreement between HTS-A and 3F

· The relevant collective pay agreement for temp work within the service sector is: The service collective pay agreement between Servicebranchens Arbejdsgiverforening (SBA) and Faglig Fælles Forbund  (KAD) and Landssammenslutningen for Sanitører og Servicefunktionærer under the Dansk Funktionærforbund – Serviceforbundet.
· The relevant collective pay agreement for temp work within the green sector is: The collective pay agreement between Gartneribrugets Arbejds-giverforening and 3F

· The relevant collective pay agreement for temp work within the transport sector is: The transport collective pay agreement between ATL and Faglig Fælles Forbund.
· The relevant collective pay agreement for temp work within the industrial sector is: Industry's collective pay agreement between Dansk Industri and CO-industri. 

Notwithstanding the above, working hours can be freely agreed on the first and last days of the temp assignment, although the temp shall be paid for at least 4 hours per day.

If there is an opportunity to work part-time within the client company either in the collective pay agreement or in pursuance of a local agreement, the temp can be offered such work. In such situations, the temp shall not be entitled to payment for 4 hours per day.

Sect. 5 TERMINATION

For temp workers employed by the same bureau within the timeframe below, the following notice periods apply:

From the temp bureau:

Less than 1924 hours paid employment 

within 15 months:
No notice

More than 1924 hours paid employment 

within 15 months:
14 days notice

From the temp worker:

Less than 1924 hours paid employment 

within 15 months: 
No notice

More than 1924 hours paid employment 

within 15 months:
7 days notice

Notice of termination of employment shall lapse in the event of redundancy caused by the withdrawal of labour by other workers, machine breakdown, shortage of materials and any form of force majeure.

Sect. 6 SICK PAY

In the event of sickness, the law on sick pay and maternity leave shall apply.

Furthermore, the following has been agreed:

The temp bureau shall pay a wage to temps during sick leave and enforced leave due to injury who have been in paid employment at the same bureau for at least 1443 hours. The temp shall fulfil the terms for sick pay entitlement from the bureau in pursuance of the sickness benefits act.

Seniority at the bureau shall not be regarded as disrupted during sick leave of up to 3 months, military service of up to 3 months, pregnancy- and maternity leave and at the end of temporary employment contracts, providing the temp starts a new contract when offered by the bureau.

If the period between 2 temp assignments for the same bureau exceeds 12 months, all previously accumulated seniority shall lapse.

Sick pay shall be paid by the bureau for up to 56 calendar days from the first full day of sick leave. In the event of a recurrence of the same sickness within 14 calendar days as from the first working day inclusive after the preceding sick leave, the bureau's payment period shall count from the first day of leave in the first leave period.

Sick pay consists of the sick pay entitlement supplemented up to full pay, although max. DKK 120.00 per hour and for 37 hours per week minimum.

The basis of calculation for sick pay is the expected loss of earnings for the temp per working hour, including systematic nuisance compensation in the sick leave period. If this is not known, the basis shall be the temp's earning per working hour in the last 4 weeks before leave, including systematic nuisance compensation and excluding irregular payments with no relation to the hours worked in the period. 

The right to payment during sick leave will stop if sick pay refund from the local authority ceases, and is due to the temp's neglect of the obligations arising from the sick pay act.

In instances where the company has already paid sick pay to a temp, it can only deduct an amount equivalent to the lost refund from the employee's pay.
Holiday benefit on sick pay is calculated in accordance with the paid holidays act.

Sect. 7 CHILD'S FIRST SICK DAY

Temps who have been in paid employment with the same bureau for at least 1443 hours shall be granted leave with full pay, although max. DKK 120.00 per hour, when necessary due to caring for a sick child at home of under 14. This term only applies to the child's first sick day.

If the period between 2 temp assignments for the same bureau exceeds 12 months, all previously accumulated seniority shall lapse.

Basis of calculation is that stated in sect.  6, the penultimate paragraph.

Sect 8 CHILD'S ILLNESS/HOSPITAL ADMISSION

Full pay shall be paid to temps, although max. DKK 120.00 per hour, when necessary to be admitted to hospital with a child. This rule concerns children under 14. 

Such leave can only apply to the owner of custodial rights, and maximum leave entitlement is 1 week per child within a 12 month period.  

Upon request, the employee shall produce proof of hospital admission.

Any refund from the local authority shall be paid to the bureau.

If the period between 2 temp assignments for the same bureau exceeds 12 months, all previously accumulated seniority shall lapse.

Basis of calculation is that stated in sect.  6, the penultimate paragraph.

Sect. 9 MATERNITY LEAVE

Temps who have been in paid employment with the same bureau for at least 1443 hours are entitled to pay during maternity leave from 4 weeks before the expected date of birth (pregnancy leave) and for up to 14 weeks after birth (maternity leave). 

Adoptive parents who have been in paid employment at the time they receive the child with the same temp bureau for at least 1443 hours shall be paid during leave of 14 weeks from the date they receive the child. 

The pay shall equal that the employee would have earned during the period, although max. DKK 130.00 per hour. The amount shall include the maximum unemployment benefit entitlement at that time. 

Under the same conditions, up to 2 weeks pay shall be paid during paternity leave. 

The bureau shall pay employees on maternity leave for up to a further six weeks of leave immediately after the 14 weeks. Payment in these 6 weeks shall equal the pay the employee would have earned in the period, although max. DKK 130 per hour.
As of 1 July 2007 the bureau shall pay employees on maternity leave for up to a further 9 weeks of leave immediately after the 14 weeks.

Of these, each parent is entitled to payment for 3 weeks.
If leave reserved for each of the parents or adopting parents is not taken, the payment will lapse.

Payment for the remaining 3 weeks will be made to either the father or mother or one of the adoptive parents.

Payment in these 9 weeks shall equal the pay the employee would have earned in the period, although max. DKK 130 per hour.

A condition of payment is that the company is entitled to a refund equal to maximum unemployment benefit. If the refund is less, payment to the employee will be reduced accordingly.

The changes have an effect for children for whom parental leave will commence on 01.03.07 or later.

This payment can be made to one of the parents or child or one of the foster parents. 

A condition of payment is that the bureau is entitled to a refund equal to maximum unemployment benefit. If the refund is less, payment to the employee will be reduced accordingly.

If the period between 2 temp assignments for the same bureau exceeds 12 months, all previously accumulated seniority shall lapse.

Basis of calculation is that stated in sect.  6, the fourth paragraph from the end.

All existing schemes for employer payment of maternity leave can be terminated.

Leave periods:
Pay obligation:

Pregnancy leave
4 weeks at full pay, although max. DKK 130 per hour

Maternity leave 
14 weeks at full pay, although max. DKK 130 per hour 

Paternity leave
2 weeks at full pay, although max. DKK 130 per hour

Parental leave from 


weeks 15 – 20
6 weeks at full pay, although max. DKK 130 per hour

During the 14 weeks maternity leave, an extra pension contribution will be paid to temps who at the expected time of birth fulfil the seniority requirement in para. 1.

Pension contribution comprises:


Employer's contribution
Employee's contribution
Total contribution


DKK per hour/ 
DKK per hour/
DKK per hour/


DKK per mth.
DKK per mth
DKK per mth

as at 1 July 2007
5.00/780.00
2.50/390.00
7.50/1,170.00

as at 1 July 2008
5.20/820.00
2.60/410.00
7.80/1,230.00

as at 1 July 2009
5.50/890.00
2.75/445.00
8.25/1,335.00

A pro rata contribution is paid to part-time employees.

The above provision will become effective on 1 July 2007 and shall apply to maternity leave starting after that date.
Sect. 10 PAYMENT FOR PUBLIC HOLIDAYS

In order to provide temps with payment for public holidays, the bureau shall set aside an amount equivalent to 3.5% of each temp's pay with holiday entitlement. This amount shall include holiday benefit in the public holiday payment.

Public holiday entitlement during illness and injury-related enforced absence is subject to the same rules.

Refer to app. 1 for administration and payment for public holidays.

Sect. 11 LEAVE DAYS

1.
Total

Temp workers are entitled to 5 leave days per holiday entitlement year in accordance with arts. 2 and 3. If the temp is not employed for the whole holiday entitlement year, leave days are calculated pro rata in relation to 12 months of employment.

2.
Savings

The following applies to leave days accumulated:

The temp shall save 2.25% of pay linked to the collective pay agreement, excluding overtime payment.

For each leave day of 7.4 hours, a payment on account of DKK 750.00 will be made.
For underage employees, the amount shall be DKK 500.00. Payments can however never exceed the amount on deposit in the account.

The bureau can elect to reconcile the account when the temp leaves, although no later than the end of the holiday entitlement year.

Any balance left over in the account shall be paid to the employee.

3.
Change of job, payment and location

Regardless of changes of job, only the leave days stated in art. 1 can be taken each holiday entitlement year.

If leave days are not taken – due to an agreement between employer and temp – the accumulated pay for such days shall be paid out. The same applies for sick leave, injury or maternity leave.

Leave days are allocated according to the same rules as residual holidays, according to the Paid Holidays Act.

No leave day benefit or compensation for the same shall be paid during leave days in the event of leaving.

Sect. 12 PROOF OF EMPLOYMENT

Employment in client companies of temps exceeding 1 month with an average weekly working week of over 8 hours shall be confirmed by an employment agreement.

Please also refer to the attached agreement on proof of employment – app. 2.

Sect. 13 PENSIONS

Pension will be paid to temps over the age of 22 with paid employment by the employment bureau for a total of at least 320 hours within 3 years, or who are over 22 and enrolled in a labour market pension scheme based on a collective pay agreement from previous employment.

A contribution of 10.8% will be deducted from pensionable pay and paid in to Pension Danmark.
As of 1 July 2008, the company's contribution will increase by 0.4% and employee contributions by 0.2%.
Total pension contribution will subsequently be 11.4%. 

As of 1 July 2009, the company's contribution will increase by 0.4% and employee contributions by 0.2%. 

Total pension contribution will subsequently be 12%. 

Of which, the company's contribution will be 2/3rds and the temp's 1/3rd.

	
	1 March
2007
	1 July
2008
	1 July
2009

	Temp bureau contribution
	7.2%
	7.6%.
	8.0%.

	Temp's contribution
	3.6%.
	3.8%.
	4.0%.

	Total pension contribution
	10.8%.
	11.4%.
	12%.


Labour market pension schemes taken out by bureaux before the collective pay agreement becomes effective can be retained.

Providing the bureau and temp agree, the pension contribution can be paid into another scheme within the DA/LO area, with the intention of the temp being able to maintain a previously established labour market pension scheme.

No pension will be paid to temps who accumulate state pension.

Sect. 14 HOLIDAYS

Please refer to the provisions of the Paid Holidays Act.

Dansk Erhverv Arbejdsgiver and 3F agree that the bureau can use one of the approved holiday cards approved by the organisations instead of the holiday account system.

Holiday cards can be used for temps covered by the collective pay agreement.

Dansk Erhverv Arbejdsgiver provides a guarantee for the availability of funds.

Sect. 15 TRAVELLING TIME

For temps in client companies located more than 25 km from the their home, payment for travelling time can be agreed in special circumstances and in accordance with normal practice.

Sect. 16 UNION REPRESENTATIVE RULES

The union representative rules agreed between Dansk Erhverv Arbejdsgiver, HK Handel and HK/Privat shall apply. Please refer to app. 3.

Such rules shall only apply if a 3F collective pay agreement has been signed with the client company.

Sect. 17 INDUSTRIAL DISPUTES

The "Norms for Handling Industrial Disputes" shall apply as a rule, along with the main agreement between Dansk Arbejdsgiverforening and Landsorganisationen i Danmark in force.

Claims concerning compliance with the provisions of the collective pay agreement shall be directed to the temp bureau, and not the client company.

Sect. 18 DA/LO TRAINING FUND

28.5 øre per working hour shall be deducted and paid to the DA/LO Training Fund. 

With effect from the first pay week after 1 January 2008, the amount will be increased to 31 øre per hour worked.
Funds shall be allocated such that Dansk Arbejdsgiverforening shall receive 1/4 of the annual amount and Landsorganisationen i Danmark shall receive ¾ of the annual amount. 

Sect. 19 DURATION

This collective pay agreement, which becomes effective on 1 March 2007, can be terminated with 3 months notice to the next 1 March although not before 1 March 2010, unless otherwise agreed between the parties.

Temp bureaux which have signed a collective pay agreement with a division of 3F, can opt to be covered by this agreement when the 3F agreement expires.

Copenhagen, March 2007

Dansk Erhverv Arbejdsgiver 

Søren B. Henriksen  

Faglig Fælles Forbund

Lis Jacobsen

APPENDIX 1  

Agreement on payment for public holidays

1.
The amount saved for each temp in accordance with sect. 10 shall be reconciled at the end of each year. The organisations agree that the reconciliation where practical can be performed at the end of the pay period concluding nearest to 31 December.

2 .
Payment for public holidays shall be in the form of an advance for each holiday, 1 May and 5 June, and in the form of a supplement to holiday pay the following holiday entitlement year. The advance for 1 January is to be deducted in all instances from the public holidays account for the preceding calendar year.

3. 
The advance payment referred to in art. 2 comprises:


For adult temp workers
DKK
500.00


For temps over 17
DKK
400.00


For temps under 17
DKK
300.00

Advances shall also be paid on days which fall on (e.g.) weekend/Saturday, or on weekdays, but not if they fall on Sundays.

4.
Payment of the advance shall be made with pay for that pay period in which the public holidays 1 May and 5 June fall. In instances where holidays or closure prevent payment at this time, it shall be made on the next payday.

5. 
Temps gain entitlement immediately upon being employed to public holiday pay and payment in advance, although payment cannot exceed the amount available in their account.

6. 
Payment of the advance referred to in art. 3 shall always be provisional on the temp being in work on the last working day before and the first after the public holidays, and adjoining holidays and/or closure days.

Certified sickness or absences due to unforeseen circumstances and approved by the temp bureau shall not be regarded as neglect, providing the temp on the first working after commencement contacts the bureau and obtains approval.

7. 
If the bureau cannot approve the reason given by the temp, it shall notify the temp immediately such that he/she has the opportunity to consult with his/her union on whether the employer's refusal to approve the absence is reasonable.

Disputes over such issues can be subject to industrial process.

8.
If no advance payment is made, the amount will remain in the temp's public holiday account from where the balance can be carried forward to the following holiday year in accordance with art. 2.

9. 
A temp changing place of work will receive a holiday card from the bureau immediately after the end of the qualifying year, stating the temp's name, date of birth and the amount payable from the public holiday account.

10.
The amount can be withdrawn from the bureau which issued the card when the temp takes holiday in the following holiday year.

11.
Temps working on a public holiday 1 May or 5 June are entitled to the advance payment in addition to payment subject to the collective pay agreement.

12.
Public holiday entitlement not withdrawn within 3 months of the end of the calendar year in which holiday should have been taken, can be disposed of according to local agreement.

13.
In the event of death, the accumulated savings in the public holiday account shall be assigned to the deceased's estate.

14.
Dansk Erhverv Arbejdsgiver guarantees payment in accordance with this appendix of public holiday benefits for which holiday cards have been issued by its members.

APPENDIX 2

Agreement on proof of employment

1.
A contract of employment shall be given to temps contracted for a period of over 1 month and weekly working hours exceeding 8. The contract is to be provided within 1 month of commencement of employment. 

The contract shall contain all details stated in consolidation act 385 of 11 May 1994 on employers' obligation to inform employees on the terms of their employment, sections 2 and 3.

2.
If a temp employed before 1 July 1993 wants proof of employment in accordance with art. 1, and submits a request for the same, the bureau shall provide the appropriate details within 2 months of the request.


3.
If the contract of employment is not supplied to the temp by deadlines stated in points 1 and 2, the bureau can be subject to a fine.

The bureau shall be accused of a breach. If the situation is not remedied with 5 working days, a case will be lodged in writing with Dansk Erhverv Arbejdsgiver. If the deficiencies with the contract of employment are corrected within 5 working days from receipt by Dansk Erhverv Arbejdsgiver, the company cannot be forced to pay the fine compensation, unless systematic breach of the provision has occurred.
In all instances, the employee shall be provided with all the aforementioned details on employment no later than 15 days after the claim has been lodged. 

The agreement becomes effective on 01.02.00.

Copenhagen,         /         2000

For Faglig Fælles Forbund         

For Dansk Erhverv Arbejdsgiver

APPENDIX 3

Excerpt of National Collective Pay Agreement for Office and Warehouses between HK Handel – HK/Privat and Dansk Erhverv Arbejdsgiver

Sect. 13 RULES FOR UNION REPRESENTATIVES

1.
General comments

The companies covered by the collective pay agreement are different, and the local requirements for work content and forms of cooperation are varied. The rules for union representatives are designed to take this into account.

It is important that there is good, trusting cooperation between management and employees, and the union representative is a key figure in this respect.

Union representatives have formerly been the voice of the employees, but as the nature of work has altered, the criteria applying to them have changed, and they will in future be dialogue and sparring partners for the company to a greater degree.

2. 
How are union representatives elected?

a.
At least 6 union members


In any company with a collective pay agreement, plus any separately located divisions or subsidiaries which are either independently or jointly with the parent company covered by a collective pay agreement, union member employees can select one of their colleagues to be their union representative to the management.

b.
Up to 5 union members


In companies and separate divisions or subsidiaries with 5 union members or less employed covered by the collective pay agreement, a union representative can only be elected if there is local agreement, and such an agreement can only be reversed in the same way.
c.
At least 20 union members


Companies employing 20 union members or more at each site covered by the collective pay agreement can elect a deputy union representative to act in the absence of the full representative due to illness, holiday, training courses or the like.
A deputy shall fulfil the same conditions for election as the union representative, according to art. 3. When deputising for the union representative, the deputy is covered by the same protective rules which apply to the union representative.

3. 
Election to union representative

a.
Union representatives and deputies (who can be part-time employees in special circumstances) are to be elected from amongst recognised, skilled union members who have been employed for at least one year by the employer. Union members with the longest seniority can be used as supplements in companies which do not have at least 5 employees with 1 year's seniority. Students or under age employees cannot be represented as union representatives.

b.
In companies with subsidiaries or geographically remote divisions, an employee can be elected as union representative for the location where he/she is employed.
c.
Protection of any union representatives shall apply when the election comes to the attention of the management. Election cannot be valid before it is approved by HK HANDEL and notified to Dansk Erhverv Arbejdsgiver.
d.
Such notification shall be given as quickly as possible and no later than 14 days after election.

e.
Any objections from the company shall be received by the union within 14 days after notification of the election.
f.
The parties agree that the maximum number possible of franchised voters should take part in the election of union representatives.

g.
Upon approval, HK HANDEL guarantees that all registered voters have been able to take part in the election.

4. 
Trade union representative tasks

a.
The union representative shall do his/her best to promote good, calm, working conditions for colleagues and organisation to the management.
b.
Cases concerning the personal interests of a single employee, should be addressed to the management by the employee.
In matters concerning pay and working conditions, the union representative can present complaints or recommendations to the management if desired.
If a union representative is not satisfied with the company's decision, he/she can request that the organisation take over the case. But the union representative and personnel shall continue their work uninterrupted until a decision is made by the union leadership.
c.
Union representatives shall discharge their duties in such a way that will cause least possible disruption to their work. A union representative can only leave his/her work to discharge his/her duty with the prior consent of the management.
d.
The union representative shall be given the necessary freedom to take part in relevant courses to the extent his/her work permits with the consent of the management.
e.
The parties recommend that a newly elected union representative who has not undertaken the training course for union representatives should attend the course as soon as possible after election.

f.
The union representative may not be subject to a wage freeze as a result of his/her election.
5. 
Clubs, reference

a.
If union members in a company or division thereof form a club, the union representative shall be chairman.
b.
To the extent allowed by work, the management can grant the necessary time off for members of the club's committee to take part in relevant courses upon request.
c.
The club shall be permitted to post notices to members at a place accessible to the employees. to be agreed with the management, who will also receive a copy of the notices.
d.
Where possible, the company shall provide meeting facilities for the club.
6. 
Terminating the employment of union representatives

a.
The parties recommend that a company considering terminating the employment of a union representative contacts its organisation with regard to arranging a meeting between the parties before terminating the employment. Such a meeting should ideally be held as quickly as possible.

b.
The dismissal of a union representative shall be justified on compulsive grounds. Naturally, the fact that an employee acts as a union representative must not give cause for dismissal or demotion.
c.
A union representative's employment cannot be disrupted during the notice period and before HK has had the chance to check the justification and correctness of the dismissal, unless and locally agreed. Consideration of the case should be prioritised as much as possible, to ensure a decision can be reached within the notice period.
d.
These rules shall not however apply if the management performs a justified dismissal of the union representative in pursuance of the Salaried Employees Act sect. 4.
e.
If the management insists on dismissing the union representatives after the dismissal has been ruled as unjustified by the union, the company shall pay a fee in addition to wages during the notice period, the size of which shall be determined according to the nature of the case. This benefit is final, such that no additional benefit can be claimed according to the rules on unfair dismissal.
f.
The question of justification of a union representative's dismissal and the size of any benefit paid shall be finally decided by arbitration. 

g.
If there are special circumstances which clearly indicate that a policy of union persecution has been followed, the issue can be brought before the Labour Court.
h.
Should HK allege that dismissal of a union representative is unreasonable, a claim for compensation or reinstatement can be made, in accordance with section 4, item 3 of the Main Agreement. This issue, along with that on whether there were compulsive reasons for the dismissal, will be considered by one and the same arbitration court.
APPENDIX 4

Agreement on phase-in of pension scheme

1.
Those covered by the scheme:

New members of Dansk Erhverv Arbejdsgiver with no previously established pension scheme for employees covered by the collective pay agreement, or which have a pension scheme for such personnel with a lower contribution, can request a pension contribution set as follows:

2.
Pension schemes are to be phased-in as follows:

Employer/employee contributions respectively shall comprise at least 1/3rd of that stated by the collective pay agreement from the date Dansk Erhverv Arbejdsgiver notifies 3F of the company becoming a member.

No later than 1 year later, contributions shall comprise at least 2/3rd of that stated by the collective pay agreement.


No later than 2 years later, contributions shall comprise at least that stated by the collective pay agreement.

Should contributions stated by the collective pay agreement be increased for the period, company contributions shall be increased pro rata, such that the aforementioned contribution level is paid to the pension scheme at all times.

The scheme shall be the subject of a memorandum between Dansk Erhverv Arbejdsgiver and 3F immediately after enrolment at the request of Dansk Erhverv Arbejdsgiver and if relevant in the course of adaptation negotiations. 

APPENDIX 5

Declaration of intent

During the 2000-2004 collective pay agreement period, 3F raised a number of issues on behalf of temp workers concerning their terms under the collective pay agreement. 

The parties believe it natural that client companies are not unnecessarily involved in cases concerning the collective pay agreement, regardless of any obligations therein, where the temp bureau is the employer. 

APPENDIX 6

Agreement on possible implementation of

the directive on age and handicap

With regard to the possible implementation of directive no. 2000/78/EC of 27 November 2000 on the general framework for equality at work, Dansk Erhverv Arbejdsgiver and 3F have agreed to begin discussions on the subject if implementation in law seems likely.

APPENDIX 7
Agreement on

skills development fund
As from 1 April 2008, temp bureaux will pay DKK 0.15 per annum per full-time temp covered by the collective pay agreement. The amount will be reviewed on 1 April 2009 to DKK 0.30 per hour. Funds will not be distributed before 1 January 2009.
Guidelines for collection and enrolment in the skills development fund will be agreed before 1 October 2007. The funds for 3F’s sector cannot be used in other sectors.
The parties shall discuss under what conditions temps and temp bureaux respectively can apply for funds.
If agreement is not reached, the guidelines in the "agreement on skills development fund" in the collective pay agreement for offices and warehouses between Dansk Erhverv Arbejdsgiver and HK Handel – HK/Privat shall apply.

APPENDIX 8
Agreement on

pay slips

The parties recommend that pay slips for temp workers show all pay elements.

APPENDIX 9

Agreement on

special savings
Temps covered by the collective pay agreement will save  0.5% of their pay with holiday entitlement in a special savings account as of 1 May 2007. The savings deduction will be increased on 1 May 2008 to 0.75% and  on 1 may 2009 to 1.0%.

The amount shall include holiday bonus, supplement and leave day savings.

The balance will be calculated at the end of June and at the end of the calendar year, and paid out.

Payment in 2007 will only be made at the end of the calendar year however.

If the temp states that he/she wants to leave the temp bureau, the balance is payable on demand with the first pay cheque.

Should Lønmodtagernes Garantifond not guarantee payments, Dansk Erhverv Arbejdsgiver will do so.

APPENDIX 10
Agreement on

special savings, agreement on public holidays and agreement on holiday pay
The parties agree that the above agreements should be merged into a single agreement with the aim of it becoming effective on 1 January 2008

APPENDIX 11
Agreement on

termination

Temps in paid employment with the same bureau for at least 1443 hours within a 15 month period cannot be dismissed within the first 2 months of certified sick leave due to accidental injury whilst working at a client company.

