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TO THE READER
Welcome to the world of international recruitment. We are 
glad that you are interested in this topic and perhaps con-
sidering recruiting an international expert. This guide is 
intended especially for employers who are potentially fac-
ing their first international recruitment. The guide also 
helps international recruitment specialists in supporting 
employers. The guide contains essential information that 
should be considered in international recruitment pro-
cesses. International recruitment refers to hiring a per-
son from abroad or hiring an international expert already 
residing in Finland.

This guide covers the different stages of the recruitment 
process from planning the recruitment to the point when 
the new employee starts work. The main titles of the guide 
are International experts and the labour market, Recruit-
ment process, Hiring a foreign employee, Starting work 
in Finland, Settling in Finland and other services, Mov-
ing the family to Finland, and Working abroad. The topics 
are discussed, for example, through instructions, descrip-
tions, and questions addressed to the employer. The 
guide offers further information on the special features 
of international recruitments, important issues to con-
sider, and different support services. The purpose of the 
guide is to help employers act correctly in the different 
stages of the recruitment process while taking the needs 
of the new international employee into consideration.

The International Recruitment Guide implements the na-
tional Talent Boost programme. In addition to this guide, 
there are many public and private support services availa-
ble for the international recruitment process. These are dis-
cussed in more detail in the different sections of the guide.

Wishing you many successful international recruitment 
experiences, Work in Finland
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GUIDE AND CONCEPTS

This guide has originally been written as part of the 
Course towards Finland/Kokka kohti Suomea project and 
the Talent Boost action plan. The aim of the Talent Boost 
action plan is, among other things, to secure the growth 
of companies by promoting the employment of interna-
tional employees in the Finnish labour market. The guide 
is managed by Work in Finland. The work on the guide 
has been supported and supervised by a steering group 
consisting of Talent Boost operators. The authors of the 
guide are Kirsi Korhonen and Tanja Malo, International 
Fox Agency Oy, and the layout was implemented by Marja 
Hautala, Muuks Creative Ay.

This guide covers the different areas of recruitment pro-
cesses from the perspective of international recruitment. 
It is advisable to read the guide in its entirety, especially 
if it is your organisation’s first time hiring an employee 
arriving in Finland or a foreign national already residing 
in Finland. The different sections of the guide are written 
in a way that allows them to be read as their own separate 
sections, as well. If a topic is discussed in more than one 
section, there is a separate mention of this in the text.

In this guide, international recruitment refers in particu-
lar to the recruitment of foreign nationals who arrive in 
Finland from abroad or are already living in Finland. In 
general, international recruitment covers both working in 
Finland and abroad. This guide focuses mainly on work-
ing in Finland, but it also includes a brief overview of dif-
ferent situations related to working abroad. The primary 
terms used in the guide are international expert, appli-
cant and employee. An international expert, applicant, or 
employee is a person with experience in living, working 
and/or studying abroad or in a multicultural community. 

For example, an international expert may be Finnish or a 
foreign national living either in Finland or abroad. It is up 
to the individuals themselves to determine whether they 
regard themselves as international experts. 

In this guide, foreigner refers to a citizen of a country 
other than Finland. The employee’s citizenship affects, 
for example, the process of obtaining a right to work. The 
citizens of EU/EEA countries, Nordic countries, and so-
called third countries are often subject to different rules 
and requirements, both in official processes and in the 
availability of services. Moreover, the person’s place of 
permanent residence – in Finland or abroad – is an im-
portant factor in many situations. These differences are 
discussed in the guide in more detail in the context of rel-
evant topics. A more extensive list of the concepts related 
to internationalisation and the integration of foreigners 
can be found on the website of the Centre of Expertise in 
Immigrant Integration. 

The guide was first published in the spring of 2021 and 
was last updated in beginning of 2025. Current informa-
tion is always available on the websites of the parties 
mentioned in the guide.

To the index
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1. INTERNATIONAL EXPERTS AND 
THE LABOUR MARKET

It is important for employers to find skilled workforce 
suitable for the tasks and their organisation. Increasing 
competition, digitalisation, global challenges, and chang-
es in working life all affect the business sector and re-
cruitments, also in Finland. Finding skilled workforce is 
one of the greatest challenges in terms of the growth and 
internationalisation of companies and other organisa-
tions. At present, the best employees are not necessar-
ily found through the employers’ immediate networks, 
which is why it is worthwhile to look beyond the local mar-
ket. The most potential applicant may well be a foreign 
national or a person living abroad at the beginning of 
the recruitment process. The possibility of finding skilled 
workforce is significantly better for employers through 
utilising international recruitment.

The availability of skilled workforce has become an in-
creasingly common problem in Finland in almost all sec-
tors and geographic areas, and particularly in growth 
centres. At present, Finland’s labour needs cannot be met 
with the country’s own population alone. The Finnish Gov-
ernment’s Migration Policy Programme states that Fin-
land must strengthen labour migration, help international 
experts get settled in Finland, and aim to channel their 
expertise to support the growth and internationalisation 
of companies. The Talent Boost programme coordinated 
by the Ministry of Economic Affairs and Employment and 
the Ministry of Education and Culture is an intersectoral 
programme for work-based and education-based immi-
gration. Its aim is to improve and promote the ability 
to attract talent and skills to meet Finland’s needs. This 
guide supports the achievement of the above-mentioned 
objectives by offering a compilation of essential issues 

that employers must take into consideration when recruit-
ing international experts.

According to a recent study, the number of people work-
ing in Finland has only increased in the 21st century as a 
result of the employment of people with a foreign back-
ground. The number of the working-age population has 
declined since 2010. According to Statistics Finland’s 
population projection, Finland’s working-age population 
(aged 15–64) will decrease by 111,000 persons by the 
year 2040. It is not possible to meet the current labour 
needs with Finnish workers alone; instead, foreign na-
tionals who are currently living in Finland or willing to 
move here, returnees, and other similar groups must be 
taken into consideration when recruiting new employees. 
Employers must increase their capacity to recruit people 
who are not Finnish nationals or who do speak Finnish or 
Swedish fluently. Public and private services support the 
employers in rising to this challenge. 

DIVERSITY OF THE WORK COMMUNITY AS  
A MEANS OF GROWTH

By internationalising recruitment practices, organisations 
can ensure that skilled workforce is found and promote 
the growth of their business. Studies show that diverse 
work communities are more innovative and productive 
than work communities that consist of like-minded peo-
ple with similar personalities. Moreover, diversity of the 
work community also attracts a more diverse customer 
base to use the organisation’s services and products. 
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According to a publication in the Journal of Econom-
ics and Management Strategy, even a more even split 
along gender lines at the workplace can increase revenue 
by roughly 41 per cent. According to a study conducted 
by the consulting company McKinsey & Company, com-
panies that enforce equality between genders are 15 per 
cent more likely to increase their revenue compared to 
other organisations in the same sector.Racial and eth-
nic diversity raises the chances up to 35 per cent and 
decreases risks by 30 per cent at the same time. Also, 
recent studies have found that work wellbeing is better 
and the amount of absence related to illness is smaller 
in diverse work communities. In economic terms, a di-
verse work community can, therefore, be quite profitable.

The diversity of the work community also increases the 
organisation’s social capital and knowledge resources. 
When the employees represent a vast spectrum of fields 
and backgrounds, they have a more extensive skill and 
experience base to use for the good of the organisation’s 
operations. In other words, employers can do themselves 

a favour by employing a diverse range of different em-
ployees in their work community. The diversification of 
work communities is discussed extensively in the work-
ing life diversity guide published by the Ministry of Eco-
nomic Affairs and Employment, the Finnish Institute of 
Occupational Health’s publication How to promote diver-
sity in recruitment, and in this guide in the section Start-
ing work in Finland, for example.

PUBLIC SERVICES TO SUPPORT  
INTERNATIONAL RECRUITMENT

Recruiting a new employee always requires time, mon-
ey and human resources from the employer. It is advis-
able to carry out the recruitment process in a systematic 
manner and consider in advance how the key issues will 
be handled. There are a few more issues to take care of 
and consider in international recruitment processes than 
in the recruitment of a Finnish person who speaks Finn-
ish or Swedish fluently. 

Jukka Rapo / Kuvatoimisto Keksi / Finland Promotion Board Jukka Rapo / Kuvatoimisto Keksi / Finland Promotion Board
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The Ministry of Economic Affairs and Employment and 
Ministry of Education and Culture steer the national  
Talent Boost programme focusing on work-based and edu-
cation-based immigration, in which several different par-
ties take various measures, such as implement events, 
services and reports, to support the internationalisation 
of organisations. One of the objectives of the Talent Boost 
programme is to strengthen the capacity of organisations 
to recruit international experts and to boost the interna-
tionalisation and renewal of Finnish organisations. In ad-
dition to this guide, there are also many public services 
available to support companies and organisations with in-
ternational recruitment. Many of the services are free of 
charge to the employer or otherwise affordable. More de-
tailed information is available from the organisation in 
charge of the service.

The primary public service entity in international recruit-
ment for employers is called Work in Finland. Employers 
can get advice on questions related to recruiting interna-
tional talent and settling into Finland from the Work in 
Finland International Recruitment Advice Service for Em-
ployers. The Work in Finland website gathers important in-
formation on international recruitment and services for 
employers available throughout Finland to the same plat-
form. The employer can get information on and assis-
tance with finding employees from foreign labour markets 
and finding partners, and support in the guidance, orien-
tation, and relocation of the foreign employees. The ser-
vice entity also includes a website where employers can 
advertise job vacancies and browse the jobseekers’ CVs. 
Moreover, a company can get support in participating in 
international job fairs and online recruitment events.

The entity is complimented by regional Talent Hubs and 
International House service points operating in Helsinki, 
Joensuu, Pori, Tampere, and Turku, for instance, offering 
versatile services for international talents and employers. 
Organisations and companies can use the Talent Boost In-
dex to determine their readiness for international recruit-

ment and managing a multicultural work community and 
Business Finland offers financial support and networks to 
support internationalisation and growth. The Talent Boost 
Cookbook provides examples of projects and other activi-
ties that implement the Talent Boost principles.

More information on the available public services can be 
obtained, for instance, by contacting the nationwide Work 
in Finland International Recruitment Advice Services for 
Employers.

To the index
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PLANNING THE RECRUITMENT PROCESS

As with all organisational activities, it is advisable to con-
sider and plan the recruitment process in advance. Plan-
ning the recruitment process will help you prepare for the 
different stages and tasks. Especially in international re-
cruitment, certain issues should be taken into considera-
tion to ensure that a suitable employee is found. 

Pay attention to the following issues when 
planning a recruitment process:
•	ideal applicant
•	job description
•	pay and benefits
•	applicant communication
•	schedule
•	publication channels of the job advertisement

The next section describes the above-mentioned features 
and other elements of the recruitment process in more 
detail. The instructions highlight the special features of 
international recruitment. The implementation meth-
od and necessity of some elements may vary between 
recruitment processes. Sometimes it is a good idea to 
come up with a permanent operating model for the use 
of a recruitment system or implementation of applicant 
communication, for example. Moreover, the order and 
importance of the elements in the recruitment process 
may also vary. 

2. RECRUITMENT PROCESS
VERIFYING THE NEED FOR RECRUITMENT

The need for recruitment may arise in different ways. It 
is often related to the growth needs of the organisation, 
such as the development, sales, or production of a prod-
uct or service. It is important to reflect on why the em-
ployer wants to recruit an employee right now. What are 
the advantages of recruiting a new employee, could the 
work be carried out by a subcontractor, or is there pre-ex-
isting competence within the house that the organisation 
could utilise in this area? 

It is also important to give some thought to what kind of 
person the organisation wants to recruit. What is the task/
role like that awaits the new employee, does the employer 
have a clear image of the skills and strengths required to 
successfully carry out the task, and is it possible to find 
a person who meets the expectations?

The organisation should also consider the effects of re-
cruitment. A new employee increases the organisation’s 
resources and, for example, allows the organisation to 
meet increased demand or expand its activities to new 
markets. Each new employee contributes to the work com-
munity in many ways. Furthermore, in the case of the 
organisation’s first paid employee or the first foreign em-
ployee, the organisation faces new obligations as an em-
ployer. In this guide, we will focus on the latter situation.

BUDGETING

Recruitment is always an economic investment for the em-
ployer. When recruiting international experts, employers  

To the index
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should examine the overall recruitment budget, especially 
in situations where the employee arrives in Finland from 
abroad. Careful budgeting ensures that the recruitment 
process does not cost more than expected. In addition, 
careful planning ensures that the new employee gets the 
best possible recruitment experience, even when the pay 
and benefits are negotiated as a part of the recruitment 
process. Budgeting is worthwhile even if there is no room 
for negotiation, as in the long run budgeting helps deter-
mine the total cost of the recruitment process. 
 
The employee’s pay is often the highest expense for the 
employer, but it is not the only real cost. Therefore, in 
addition to payroll costs, the employer should calculate 
a total budget for the recruitment. The budget should in-
clude all the actual costs incurred by the employer as well 
as the costs the employer is prepared to pay as benefits 
to the new employee. Budget calculations allow organisa-
tions to establish general policies related to the compen-
sation of costs in international recruitment. Alternatively,  

organisations can calculate the budget on a one-off basis. 
If the employer plans to recruit international workforce 
from abroad on a regular basis, it is advisable to sys-
tematically collect information on the actual recruitment 
costs since the very beginning. The collected information 
can be used to assess, among other things, whether it is 
worthwhile to carry out the recruitment process within the 
organisation or if it is more economically advantageous 
to outsource the process or parts of it to a recruitment 
company operating in the area. Organisations can receive 
financial support for international recruitments from, for 
example, municipalities or Business Finland. More infor-
mation on these can be found in the section Pay subsi-
dies and alternative ways of working.

Below, there is a list of examples of things to consider 
when planning the budget. The key is to consider what 
the employer is prepared to compensate for in addition 
to the statutory costs.

RECRUITMENT PROCESS 

#1 
Planning the 
recruitment 

process

#6
Schedule

#11
Job  

interview

#12
Selection  
process

#13
Recruitment 

decision

#14
Communicating 

with the  
applicants

#7 
Selecting the 

partners

#8
Selecting the 
target country

#9
Introducing the 
organisation and 
the impression 

of employer

#10
Job  

application

#2
Verifying  

the need for  
recruitment

#3
Budgeting

#4
Job  

description

#5
Defining the 
requirements

To the index

12



BUDGETING

AVERAGE OF THE COSTS ESTIMATED COSTS ACTUAL COSTS

Travel and moving costs 5000 5000 4500

Living costs during  
the first month 1500 1500 1700

Costs related to the  
employee’s residence permit 380 380 380

Costs related to the resi-
dence permits of the family 470 470 470

Day-care and school fees 0 0 850

ESTIMATED BUDGET FOR 
THE INSTALLATION  

PROCESS

7 350 €

ACTUAL COSTS OF THE  
INSTALLATION  

PROCESS

7 900 €

To the index

13



Employer investment:
•	pay cost
•	pay side costs
•	annual benefits (e.g. company-car benefit, 

telephone benefit, taxi benefit, travel card,  
or bicycle)

•	administrative costs and working hours allocated 
to recruitment

Employers may also, if they wish,  
pay compensation for the following:
•	processing fees for a residence permit 

application or EU registration on behalf of the 
employee

•	processing fee for the residence permit 
application or EU registration of an employee’s 
family member

•	moving expenses when the employee moves from 
abroad

•	plane tickets to Finland for an employee and their 
family members

•	language and cultural training for an employee 
and their family members

•	relocation services
•	support for international tax counselling services
•	consulting services to support the employment of 

the employee’s spouse
•	day-care and school fees for the children of an 

employee with family 
•	reimbursement of the processing fee for an 

extended residence permit

The employer’s benefit from the investment:
•	potential results (financial and qualitative)  

of the employee’s work input
•	the employee’s commitment and  

well-being at work
•	improving the employer image

Under the law, the employer is not obligated to reimburse 
the moving costs or language and cultural training ex-
penses incurred by an employee arriving from abroad. It 
is clear, however, that the employer can offer addition-
al benefits to key talent. The employer can offer benefit 
packages to support the employee with the arrival in Fin-
land and thus contribute to ensuring that the employee’s 
experience of the relocation process – and of the employ-
er – is a positive one. The tax liability of the above-men-
tioned additional services is discussed in more detail in 
the section Pay and fringe benefits.

JOB DESCRIPTION

The planning of the recruitment process often starts with 
defining the job description. It is advisable to reflect on 
what the new employee is expected to do in the organisa-
tion now and during the next three (3) years, for example. 
Is the person expected to take on a specific role (such as 
building a physical product) or will they have a possibility 
to advance in their career in the future (such as by mov-
ing from physical construction to product development 
tasks)? The employer should also give some thought to 
what kind of applicant would be best suited for the task, 
what skills they should possess, and what kind of social 
skills are needed. Any organisation that is considering hir-
ing a foreign employee is prepared to welcome into the 
work community a person who may bring with them dif-
ferent perspectives as well as new skills and know-how of 
another culture or market area, for example. 

The employer should also consider what the organisation 
can offer to the employee. An employment relationship is 
a reciprocal arrangement; both the employee and the em-
ployer have rights, obligations, needs, and wishes. It is a 
good idea to describe the company and work community to 
the new employee, introduce them to the history and pur-
pose of the organisation, and explain how the employee 
can expect the organisation and their own career to devel-
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op during the employment relationship. In addition, it is 
important to make the employer’s expectations and wish-
es related to the position and the employee known, and 
present the different factors related to the position such 
as pay and its development, possible fringe benefits, ori-
entation, and support from the work community. 
 
When explaining these to a foreign jobseeker, it is advis-
able to remember that the person may not have any pre-
conception or experience of Finnish working life. In other 
words, the person does not necessarily know how pay pro-
gression in the sector, what kind of fringe benefits are 
usually offered in Finland (for example, dental care is 
part of fringe benefits in some countries but not usual-
ly in Finland), or what the everyday work is like (is coffee 
available, how long is the lunch break, or is it acceptable 
to address the supervisor by their first name). More in-
formation on this topic can be found on the InfoFinland 
website. Another option is to organise a training aimed at 
diverse work communities that is run by a trainer special-
ised in this theme.

SETTING REQUIREMENTS

The employer should always plan in advance how the new 
employee can start working full-time as quickly as pos-
sible. There will always be surprises, but as a rule, it is 
possible to prepare for many issues in the recruitment 
process in advance and thus spare the employer’s re-
sources. These preparations inherently include the de-
fining of the basic skills needed to perform the task and 
the setting of requirements. The employer should have a 
clear picture of the basic skills and requirements already 
before the publication of the job advertisement, as some 
of the wishes can already be presented in the advertise-
ment. Depending on the position, the employee may, for 
example, be required to have a certain level of education 
or specific qualifications, which are demonstrated with of-
ficial certificates. When recruiting from abroad, employers 

should keep in mind that it may take a while for the em-
ployee to obtain the necessary documents in their coun-
try of origin or in Finland, which in turn has an impact on 
when they can start working. 

The employer usually sets a certain basic requirement 
level for the employee in the job advertisement, and the 
new employee must prove they meet the requirements 
in connection with the recruitment. In Finland, the ba-
sic requirement level is usually indicated as the lowest 
possible level of education with which the task can be 
performed and, at the same time, as a set of criteria for 
language skills and ICT competence. The more require-
ments the employer adds for the basic level, the more 
specific applications they may receive. In reality, the em-
ployer should not set the basic level so high that even 
good applicants skip the advertisement due to the ex-
cessive requirements. The recruiter must reflect on what 
skills can be learned on the job and what skills are need-
ed from the very first day. 

Requirements for a university degree
In many job advertisements, the minimum requirements 
for a jobseeker include a higher education degree. Com-
monly used terms include a suitable university degree, 
a Bachelor’s degree, and a Master’s degree. If the job is 
open to persons who have completed their degree abroad, 
it is necessary to specify in the recruitment what is meant 
by the level of the university degree. 

In Europe, efforts have been made to harmonise higher 
education degrees through the so-called Bologna Process 
since 1999. The aim of the Bologna Declaration was to 
promote the mobility of students, teachers, and workforce 
between the European countries, and the degree reform 
required by the Declaration was implemented in Finland 
in 2005. Despite these efforts, qualifications are still not 
fully consistent even within the EU, and the recognition 
of competence is one of the core challenges. In Finland, 
Master’s degrees are still common, whereas elsewhere in 
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Europe Bachelor’s degrees are often more commonplace. 
Moreover, Licentiate’s degrees used in Finland do not usu-
ally exist in other countries, whereas there may be sever-
al levels of doctoral degrees. In order to save time for the 
applicant and the employer, the employer should mention 
if they are specifically looking for a person with a Master’s 
degree or a higher qualification level. 

However, it is worthwhile to consider whether a person 
with a lower university degree and sufficient work experi-
ence could be selected for the position. In many European 
countries, people transition to working life much earlier 
than in Finland, where the completion of university de-
grees tends to take longer. On the other hand, when high-
er education institutions are compared at a global level, 
the list of the best ones often includes institutions that 
are not necessarily well-known in Finland. The recruiter 
should keep in mind that the unfamiliar name or location 
of a higher education institution does not directly mean 
that the institution is in any way inferior to the Finnish 
universities. In many cases, the higher education institu-
tion that has granted the jobseeker’s degree may, in fact, 
belong to the world’s elite institutions. 

When recruiting from outside the EU/EEA, it is even more 
difficult to compare higher education degrees, if informa-
tion about the foreign education system is not available 
or there is no time to focus on it. To ensure that they re-
ceive applications from jobseekers with an appropriate 
educational background, the recruiter should describe the 
suitable degrees and qualifications explicitly in the job 
advertisement. 

Requirements for language skills
In order to ensure the availability of labour, employers 
should critically examine the requirements for the lan-
guage skills required for the work tasks. In many sectors 
with labour shortage, it is difficult to find skilled labour 
if only employees who speak Finnish or Swedish at na-
tive level are sought for open positions. Several motivat-
ed professionals might not apply for an open position due 
to language requirements, leaving the position unfilled 
potentially for a long time.

In order to clarify the level requirement concerning lan-
guage skills, the employer can consider where language 
skills are really needed in the implementation of the work 
and whether the language could be learned while working. 
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For instance, the employer can specify whether the job 
requires oral or written language skills in particular and 
why. The general information concerning language skills 
should be clearly stated in the job advertisement so that 
a jobseeker understands why it is not possible to succeed 
in the position without a certain level of oral and/or writ-
ten language skills. 

Assessing language skills can be difficult, but employees 
and employers can use the Common European Framework 
for Languages (CEFR) or the Finnish National Agency for 
Education’s National Certificates of Language Proficien-
cy (YKI) to evaluate language skills. The YKI system is 
the official language test system of the Finnish govern-
ment. For example, an employer can indicate the desired 
level of language proficiency in a job advertisement by 
using these commonly known indicators, which makes it 
easier for the applicant to understand whether their own 
language skills are sufficient to succeed in the position 
on offer. Employers should avoid an operating model in 
which a job advertisement is published in English, but in 
order to get the position, knowledge of Finnish or Swed-
ish is necessary. Such an operating model misleads ap-
plicants and thus also affects employer branding. More 
information on indicating skill levels and language-aware 
recruitment can be found in the guide Language Aware 
and Inclusive Recruitment and Work Culture – tools for 
the employer (Kielitietoinen rekrytointi ja työyhteisö) 
published by the Family Federation of Finland.

FOR THE EMPLOYER TO CONSIDER
•	Are the requirements for higher education 

degrees stated clearly enough in the job 
advertisements?

•	Are different qualifications and the 
competence they bring identified?

•	Would it be possible to emphasise work 
experience instead of educational degree?

•	Are Finnish or Swedish language skills 
necessary to be able to manage the work 
tasks?

•	Can the employer support language learning 
in the work place?

Professional qualifications and certificates obtained 
from further training
Depending on the field, the employee may also need oth-
er certificates of competency to ensure a quick start to 
work. In Finland, many foreign certificates demonstrat-
ing professional competence require a decision on the 
recognition of qualifications, meaning that their com-
parability with a Finnish qualification must verified. At 
the very least, degree certificates obtained abroad must 
be translated into Finnish and legalised before starting 
work. When recruiting from abroad, the employer cannot 
automatically expect the employee to provide them with 
certificates similar to those in Finland. However, an in-
ternational employee who has already worked in Finland 
for a longer time may have already obtained the neces-
sary documents from their country of origin or, alterna-
tively, used the services of an educational institution in 
their field to get their qualifications recognised. More in-
formation is available, for example, on the website of the 
Finnish National Agency for Education. 

Some additional training courses are rather easy to organ-
ise for a new employee, but they are rarely completely free 
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in Finland are not granted without a separate driving ex-
amination. For instance, it is possible that a driver is not 
allowed to drive a truck in Finland with the same driving 
licence that would grant the right outside the EU. An ADR 
driver training certificate is needed to transport danger-
ous goods. It is not allowed to transport anything classi-
fied as dangerous goods above the allowed limit without 
an ADR driver training certificate in Finland. Therefore it 
is good for the employer to consider that if an employee 
does not already have the driving licence or professional 
qualification(s) to transport certain materials required for 
the work, the work tasks should be modified accordingly 
until the employee can pass all the required courses and 
tests. Some of the courses are only available in Finnish 
or Swedish but it is possible to use an interpreter in the 
tests required for the qualification(s).

Recognition of professional qualifications, protection 
of a professional title, and licensing in Finland
It is the employer’s duty to verify the new employee’s 
right to practise their profession at the beginning of the 
employment relationship. In Finland, practising some 
professions requires the recognition of professional qual-
ifications by an authority, licensing of the right to act as 
a professional, or registration of a protected professional 
title. For example, some vocational qualifications in the 
social and healthcare sector as well as the qualifications 
of veterinarians require licensing and registration. The 
authority confirming the right to practise the profession 
maintains a register of the rights granted, and, in most 
cases, employers can obtain information directly from the 
authority’s register. For example, the professional quali-
fications of healthcare personnel can be checked through 
the JulkiTerhikki service. Requests for information are of-
ten subject to a processing fee. 

The employer may also ask the new employee to present 
the official certificates and professional qualifications. 
However, persons who have completed their qualifica-
tions abroad must independently apply for a decision on 

of charge. Such courses include, among others, Hygiene 
Passport training and first aid training. Employees who 
work, for example, in food premises such as cafés, res-
taurants and bakeries or in factories producing foodstuffs 
must have a Hygiene Passport. However, the acquisition 
of a Hygiene Passport may be an unfamiliar process for 
new international employees. The employer can facilitate 
the start of work by ensuring that all new employees re-
ceive Hygiene Passport training or other necessary train-
ing at the beginning of the employment relationship. The 
employer must also make sure that the courses required 
in the employment relationship are available at least in 
English in addition to the official Finnish languages. 

In turn, the construction sector also features specific 
competence requirements, such as the Occupational Safe-
ty Card, Hot Work Certificate, and personnel certification 
for individual competency and the related demonstra-
tions. The employer is responsible for the safe imple-
mentation of the work and, to this end, often provides 
work-related statutory training for the employees. More-
over, many employees may be unfamiliar with the elec-
tronic Valtti+ service used in the construction sector and 
the Valtti card used as a means of personal identifica-
tion at construction sites. A construction worker who has 
just arrived from abroad may not be aware of all the re-
quired certificates or of the Valtti+ service that serves as 
a collective base for professional qualifications in Finland 
even if the employee would otherwise be experienced in 
the field. The employer should be open about training op-
portunities available at the beginning of the employment 
relationship or preferably already when they publish the 
job advertisement. By doing so, they are building a re-
sponsible employer image.

In the transport and logistics sector different qualifica-
tions are needed depending on the vehicles and vehicle 
combinations used as well as the transported items. Driv-
ing licences issued outside the EU might include trans-
portation rights for vehicles or vehicle combinations that 
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the recognition of a foreign qualification or other profes-
sional competence with the Finnish National Agency for 
Education or some other authority before they can start 
to work in Finland. This may postpone the start of work 
and the time required for the process should be taken into 
consideration when planning the recruitment process. In 
these cases, the employer must find out whether the em-
ployee can start working without a valid qualification and 
how this affects the actual timeline of the recruitment. 

USE OF RECRUITMENT SYSTEMS AND 
PROCESS MANAGEMENT

Employers often use different tools to support the man-
agement of human resourcesa. Recruitment systems are 
commonplace in larger organisations, but many SMEs 
use spreadsheets instead. How well the system suits the 
employer’s needs is determined by its practicality, suit-
ability for supporting HR management and recruitment, 
and, of course, cost-effectiveness. 

Organisations often have separate systems for recruit-
ment and HR management. Organisations that consid-

er using assistive tools to support HR management or 
recruitment should consider the functionalities of the 
tools in the long term. In the best-case scenario, a new 
tool enables the integration of multiple systems. In all 
large system procurements, it is always advisable to ex-
amine the whole picture over a period of at least five (5) 
years. In the case of more short-term needs, such as an 
individual recruitment process, it is not worth investing 
in systems that will take longer to construct than the du-
ration of the intended recruitment itself. In such cases, 
it is advisable to resort to simpler methods and systems 
or outsource the recruitment to an expert company. When 
comparing costs, the employer should not only look at 
the invoice of the recruitment company, but also con-
sider the working hours spent on the implementation of 
different systems. 

Process management in recruitment
An efficient HR process consists of several factors, and it 
is important for the organisation to also plan a smooth 
process for the recruitment of international employees. 
The recruitment of foreign employees from Finland and 
abroad involves elements that are not included in the tra-
ditional recruitment process (of a Finnish citizen). For 

RECRUITMENT SCHEDULE

1. JOB ADVERTISEMENT

2. TIME OF APPLICATION

3. PROCESSING THE APPLICATIONS

4. INTERVIEWS
	 Note the impact of different interviewing methods, the possible visit to Finland, 

the number of interview rounds and the potential tests and work samples

5. RECRUITMENT DECISION
	 Latest at this point, start verifying the entry documents, the right to work and 

other practical arrangements

6. SIGNING THE EMPLOYMENT CONTRACT

7. STARTING TO WORK
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just their application letter and CV to suit the task. If the 
job advertisement is published internationally, the appli-
cation period should be at least 3–4 weeks. 

It is advisable to mention the interview schedule and the 
manner of presenting additional questions in the job ad-
vertisement. For example, the week of the interviews is 
usually sufficient, whereas the applicants should be no-
tified of the dates and times of submitting additional 
questions as accurately as possible (if the employer ac-
cepts calls on the subject). The organisation must agree 
on who are involved in the application process and when 
they should review the applicants’ documents and make 
their own preliminary choices between the interviewees. 
Similarly, it is advisable to agree in advance on the times 
for interviews and the times of meetings for reviewing 
the applicants in each stage and choosing the ones to go 
through to the next stage. If additional support measures 
such as aptitude tests are used in the recruitment process, 
the schedule must also be agreed upon well in advance 
with the service provider in question. It is also advisa-
ble to tell applicants about these procedures, especially 
when considering that foreign applicants do not necessar-
ily have prior knowledge or experience of job application 
processes in the sector.

While planning recruitment, it is worthwhile to reflect on 
how tough the competition for ideal applicants is in the 
organisation’s sector. A long recruitment process can re-
duce the ideal applicant’s interest in the position, espe-
cially if they already have a good job or other attractive 
offers. In addition, it is important to consider the time 
required for the formalities of immigration, such as the 
application and issuing of a residence permit. The employ-
er can streamline the recruitment process by, for exam-
ple, ensuring that the organisation has distinct operating 
models and preparing to deal with the relevant authorities.

example, the employer can clarify the recruitment with 
process images and consider the service path of new em-
ployees from start to finish. A good or expensive tool does 
not guarantee the successful completion of a recruitment 
process, if the process has not been fully considered from 
the organisation’s perspective. Moreover, a process de-
scription facilitates the planning of applicant communi-
cations and helps the organisation stick to their plans. 
A proper process description is especially beneficial in 
cases where the recruitment as a whole takes a long time 
and includes several phases. Furthermore, the descrip-
tion also helps the organisation to identify issues relat-
ed to information security and the processing of personal 
data. Further information on information security can be 
obtained from the National Cyber Security Centre of the 
Finnish Transport and Communications Agency.

FOR THE EMPLOYER TO CONSIDER
•	Are digital HR and recruitment platforms 

needed to support the work? 
•	How is information security ensured when 

processing the personal data of jobseekers?
•	Can the recruitment be outsourced to a 

recruitment company? 

SCHEDULE

In the recruitment process, it is also important to con-
sider the schedule, distribution of the job advertisement, 
and applicant communication. In terms of the schedule, 
things to consider include the application period, organ-
isation of the interviews, and the time it takes to review 
the application documents and make decisions. The appli-
cation period should be at least two (2) weeks, so that the 
applicants can take their time to familiarise themselves 
with the organisation and the job advertisement and ad-
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PARTNER SELECTION

Many employers use additional services for their recruit-
ment needs. Common additional services are provided 
by, for example, recruitment companies, temporary em-
ployment agencies, and companies carrying out psycho-
logical and aptitude tests. As a rule, these additional 
services are subject to a fee. Public support services for 
recruitment are also available. These are usually partly 
or completely free of charge. It is advisable to map out 
the local operators and their range of services already in 
the planning phase of the recruitment process.

Work in Finland services
The national Work in Finland service entity provides or-
ganisations with support in international recruitment 
processes and matters related to internationalisation. 
Employers receive information on official processes 
related to international recruitment, hiring a foreign 
employee, residence permits, and matters related to 
settling in Finland through the Work in Finland Inter-
national Recruitment Advice Service for Employers. In 
addition, various services are available for employers 
to support the growth and internationalisation of com-
panies. These include, for example, Business Finland’s 
different funding models and the Work in Finland job 
site. For more information on Business Finland’s fund-

ing models, see section Pay subsidies and alternative 
ways of working.

Through the Work in Finland services, employers can get 
help in finding employees from abroad, developing their 
own skills in international recruitment, and increasing 
their understanding of managing a diverse workforce. 
Work in Finland coordinates the European Employment 
Services (EURES) in Finland. EURES advisers working 
for municipalities and the private sector can help clients 
familiarise themselves with the labour market in differ-
ent countries, find partners, and provide employees ar-
riving in Finland with advice and guidance. The EURES 
advisers can even manage parts of the recruitment pro-
cess on behalf of the employer by responding to appli-
cants’ enquiries, receiving applications and carrying out 
pre-screening, for instance. Employers can report job va-
cancies and browse jobseekers’ CVs on the EURES website. 
Employers can also participate in European recruitment 
events and find support for the orientation of new em-
ployees and their relocation in Finland. For more infor-
mation, visit the Work in Finland website.

The Work in Finland service entity also includes the free 
IMAGO coaching service, which is open to all companies 
operating in Finland. With the help of the service, compa-
nies can develop their employer image, recruitment skills, 
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ment position are familiar with personality tests, where-
as fitness tests are commonplace to all rescue services 
employees, for example. The test results may support 
the recruitment decision. However, it is essential to re-
member that performance in an individual test does not 
tell the whole truth about a person and their job per-
formance in different situations, or what kind of col-
league and member of the work community the person is. 

If a test method is used in international recruitment, it is 
advisable to inform the applicants about this during the 
application process. It is possible that not all applicants 
are familiar with the applied approach. Moreover, the ap-
plicants should also be clearly informed of the purpose for 
which the test results are used and by whom. The applicants 
also have the right to obtain any information collected 
about them, and the employer must, upon request, submit 
a written statement on the assessment to the applicant.

Organisations that are interested in using additional ser-
vices should ask other employers and networks in the field 
for recommendations on service providers. A service pro-
vider with experience in a particular field may be able to 
add more value to the process than service providers who 
are new to the field. It may also be a good idea to ask for 
references and find out in the process what kind of sup-
port services the company has provided for its other cus-
tomers in terms of international recruitment processes. 
The more experience the company has of managing in-
ternational recruitment, the more surely it will be able to 
take key issues into consideration and ensure the success 
of each recruitment. Practical experience is indispensa-
ble in these matters. 

There are several companies in Finland that provide this 
kind of additional services, and there is even more sup-
ply at the international level. In the case of international 
operators, it is beneficial if the service provider has expe-
rience of the Finnish market or even a national office in 
Finland. It is also worthwhile remembering that service 

and leadership skills supporting diversity. The compa-
nies participating in the service will receive practical tips 
and concrete tools for managing diversity and building a 
strong employer image.

Providers of paid services
Recruitment companies provide services for the different 
stages of the recruitment process from preparing the job 
advertisement to finding suitable applicants and conduct-
ing interviews. In fact, a client organisation can leave the 
entire recruitment process to the experts. The organisation 
can then focus on the job description and the selected ap-
plicants and leave many practical issues to the recruitment 
company. However, as the employer, the organisation will 
still be responsible for providing the employees with ori-
entation and fulfilling its statutory duties, such as ensur-
ing that each new employee has a suitable right to work.

When choosing a partner, it is important to have detailed 
discussions on issues such as the organisation’s hopes for 
the applicants, what the task in question is like, and what 
kind of systems can and should be used in the recruitment 
process. It is also important to come to an agreement with 
the recruitment company on what is included in the pro-
vided service and what the costs are, also in the event that 
a suitable applicant is not found with the help of the re-
cruitment company. The recruitment company may have 
many useful tools in its disposal, such as a recruitment 
system, pre-existing templates for applicant communi-
cations, functional recruitment channels, and extensive 
contact networks.

Many employers also use different personality tests in 
the recruitment process. The tests can be used to as-
sess a person’s aptitude for an open position by means 
of, for example, their physical or intellectual proper-
ties. The test must be suitable for the job description in 
question: for example, a different skill set is needed in 
physical work than in knowledge work or management 
tasks. Many who work in expert tasks or hold a manage-
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see as self-evident. With regard to the duties included in 
the position, it is, of course, a whole different story if the 
organisation wants the advertisement to serve as a chal-
lenge that the applicants must solve in order to prove that 
they are competent and skilled professionals in their field. 

The advertisement can be used to let the applicants know 
what the organisation and the employer are like. For ex-
ample, the text can be written in a factual, humorous, or 
descriptive style. Of course, it is important to describe 
the job vacancy clearly enough in the advertisement, so 
that the applicants are aware of the organisation’s expec-
tations regarding the work and the employee. A good ad-
vertisement raises interest and follow-up questions, lays 
out the basics for the applicants, and provides details on 
how to obtain further information.

In addition to a clear writing style and formatting, the lan-
guage of the advertisement is important. If the search is 
primarily directed at foreign experts, the advertisement 
should be published in English or in the language of the 
target country. For example, if the organisation is look-
ing for German-speaking employees, the advertisement 
should be published in German. Similarly, if the working 
language of the job in question is English, the advertise-
ment should be published in English. If the applications 
are to be submitted in a language other than the language 
of the advertisement, this must be clearly stated in the 
advertisement. Similarly, any language skill requirements 
and the expected level of proficiency should be mentioned 
in the advertisement. In Europe, the most often used 
framework for language proficiency is the Common Euro-
pean Framework of Reference for Languages (CEFR) de-
veloped by the Council of Europe (CEFR).

If the organisation has a suitable employee candidate in 
mind and does not intend to open the position for appli-
cations, the recruitment planning process can focus on the 
actual job, pay negotiations, and other practical matters.

providers usually specialise in a particular field (for exam-
ple, recruitment companies specialise in recruitments, not 
relocation services, and vice versa). However, the selected 
service provider may well know who to contact for other es-
sential services. When selecting a partner, it is important 
to make sure that the partner is reliable and committed 
to ethical recruitment in all ways. A company working as a 
collaboration partner is not allowed to collect recruitment 
fees from the employee(s).

JOB ADVERTISEMENT

During the planning process, it is also advisable to consid-
er how the applicants are found, meaning the channels in 
which the job advertisement is to be published. The avail-
able options include, for example, social media, field-spe-
cific networks, and traditional media. When choosing the 
channel, it is important to know which channel the ideal 
applicants are likely to follow. Are they active on Linke-
dIn, for example, do they listen to the radio on their way 
to work, or do they read the local daily newspapers? For ex-
ample, foreign experts are more likely to use the Internet, 
social media, and their network connections to find suita-
ble jobs, especially if they do not have a fluent command 
of the Finnish language. If the search is directed abroad, 
it is advisable to consult, for example, with a local part-
ner to find out which channel the experts follow. For ex-
ample, the most important social media channels tend to 
vary by country. Similarly, experts in different fields may 
follow different field-specific recruitment sites or discus-
sion forums.

The job advertisement should be clear, informative, and 
in keeping with the organisation’s style. In terms of inter-
national recruitment, it is preferable not to assume that 
the readers of the advertisement have extensive knowledge 
of, for example, Finnish professional requirements, fringe  
benefits, and of the recruitment process. It is polite to the 
jobseekers to write out the issues that the employer may 
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edge of the target country and relevant language skills 
help streamline the recruitment process significantly.

PRESENTATION OF THE ORGANISATION AND 
EMPLOYER IMAGE

Presenting the organisation and creating an employ-
er image always form an essential part of the recruit-
ment process. Applicants use this information to assess 
what kind of work community they would be entering and 
what working in the organisation would be like. If the 
organisation is known in its field, the applicants may 
already have a pre-existing image of it. Especially in in-
ternational recruitment, that image can be based more 
on assumptions created by the media than on person-
al experiences, and it is easily confused with a more 
general image of Finland, as well. Employers can in-
fluence the applicants’ image of them during the ap-
plication process, starting with the job advertisement. 

It is advisable to take enough time to present the organ-
isation and the work community. The job advertisement 
should include the organisation’s internet address, so that 
the applicants can learn more about the organisation’s 
activities. The applicants can be informed in more detail 
about the working methods, operating culture, occupa-
tional well-being, and work community in the organisation 
during the interviews. The selected applicant should be fa-
miliarised with the premises, team, and partners as soon 
as possible, so that they can get the best possible view 
of the everyday work and activities of the organisation. 

The employer image is of particular importance in fields 
where there is a shortage of skilled workers. In the increas-
ingly international labour market, highly skilled experts 
can choose the jobs they want. As a result, the attractive-
ness of the employer and the work community, along with a 
meaningful job description and benefits, are of paramount 
importance. More and more jobseekers pay attention to the 

SELECTING THE TARGET COUNTRY

Depending on the relevant field, job, and objective, the 
employer may wish to target the recruitment to a specif-
ic country or geographic area. For example, the plans may 
involve gaining access to the market of a particular coun-
try, completing a group recruitment of experts in a par-
ticular sector, or cooperating with international actors. 
When selecting the target country, it is advisable to uti-
lise the support provided by the organisation’s own net-
works and EURES advisers, for example. In addition, the 
Work in Finland International Recruitment Advice Service 
for Employers provides information on Finland’s top tar-
get countries outside the EU. Issues to consider include, 
among others, the number of professionals in the desired 
field, correspondence between the levels of education and 
qualifications, differences in pay and fringe benefits, and 
possible differences and similarities in the working life and 
everyday life between Finland and the target country. 

Local service providers in the target country can also help 
promote the recruitment process. In certain sectors, there 
is plenty of experience and established activities in terms 
of labour mobility and international recruitment. When work-
ing with local service providers, the rules of ethical recruit-
ment must be taken into consideration. According to Finnish 
legislation, any recruitment fees may not be paid by the 
applicant. Therefore, the employer must ensure that the for-
eign recruitment company operates in compliance with the 
aforementioned legislation. More information on ethical re-
cruitment can be found in the section Ethical recruitment.

In general, recruitment processes and labour mobility be-
tween the EU/EEA countries run smoother than in other ar-
eas. However, there may still be substantial differences in 
the level of education, language proficiency, qualification 
requirements, and working life practices between Finland 
and other European countries, and once again it is impor-
tant to keep openness, clarity, and a systematic approach 
in mind at all stages of the recruitment process. Knowl-
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ment system with its fill-in question fields, and others 
are used to receiving video applications. Each alternative 
comes with its own challenges and advantages. Different 
formats can also be combined as needed in the applica-
tion stage. When selecting the application format, it is im-
portant to know what information the recruiter actually 
needs on the applicants in order to decide who to inter-
view. Therefore, the employer should reflect on what in-
formation or attachments the jobseeker actually needs to 
submit. For example, does a demonstration of skills tell 
more about an employee than their CV?

CV and application letter
A document-form application is a combination of the ap-
plicant’s CV and an application letter. This is a quite com-
mon application format in Finland. In many countries, 
however, separate application letters are no longer used. 
Instead, recruitment often takes place solely on the ba-
sis of the CV, and in many cases the first short interviews 
are carried out by a recruitment company over the tele-
phone. In contrast, in Finland employers often handle re-
cruitments themselves, and the applicants are expected to 
extensively demonstrate their aptitude in writing already at 
the application stage. In addition, the employers often use 
a recruitment system. This kind of a model may be a new 
and even relatively arduous process for persons recruited 
from abroad. Especially if the employer uses a recruitment 
system, the applicants often have to provide the same in-
formation on a number of occasions. 

Video applications
Many employers use video applications in recruitment. Em-
ployers who choose video applications wish to hear and see 
the applicants express themselves and get to know their 
personality better already at the application stage. Further-
more, a video enables the applicants to convey a great deal 
of information about themselves to the employer. Video 
applications may be relatively informal, and the instruc-
tions are given in writing in the job advertisement. Alter-
natively, the employer’s representative can also make a 

employer organisation’s operating culture and values, the 
possibility of influencing their own work, and the flexibili-
ty of the work arrangements. Employees are aware that they 
are giving an invaluable part of their life and a significant 
contribution to the employer. They should be compensated 
to an equal extent by the employer and the work community. 
 
The employer organisation should, at the very least, ensure 
that their website is informative, descriptive, and translated 
also into English. It is also a good idea to mention the kind 
of support that the international expert can expect from the 
employer on the website. Moreover, social media and differ-
ent networks can also be utilised in many ways in creating 
the employer image. For example, active and constructive 
participation in discussions and events in the relevant field 
rapidly increases the organisation’s visibility and improves 
the employer image. A positive employer image increases 
the attractiveness of the organisation and makes experts 
want to seek employment in or collaboration with the or-
ganisation, even without separate campaigns. However, all 
employer organisations would do well to actively invest in 
these matters to make sure that the preconceptions corre-
spond to reality.

As part of the Work in Finland services, the KEHA Centre of-
fers employers the free IMAGO coaching service that is open 
to all companies operating in Finland. With the help of the 
service, companies can develop their employer image, re-
cruitment skills, and leadership skills supporting diversi-
ty. The companies participating in the service will receive 
practical tips and concrete tools for managing diversity and 
building a strong employer image.

JOB APPLICATIONS

It is advisable to select an application format that is suita-
ble for the employer and name it in the job advertisement. 
Some employers prefer a paper application and CV sent to 
the recruiter via e-mail, others prefer the use of a recruit-
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mote interview, such as analysis, calculation, content cre-
ation, or writing exercises. Such tasks would be performed 
during the remote interview while the camera is on so that 
the performance situation can be monitored in the same 
way as in a face-to-face interview.

The skills of jobseekers for performing work or artisans 
might be difficult to assess without a local partner in the 
country of origin. For example, the employer can find a re-
cruitment company working in the country of origin that 
can arrange the assessment of the applicants. The employ-
er can start the search for a suitable partner by contacting 
the Work in Finland services who can direct the employer 
to the correct service path depending on the sector or field, 
or through the EURES network, for instance.

Processing the applications
The processing of the job applications is a particularly in-
teresting stage for the employer. The employer has the op-
portunity to examine the entire applicant group as a whole. 
What kind of applicants responded to the advertisement? 
Was the job description sufficiently well presented in the 
advertisement? In addition, the application format – that 
is, whether or not a recruitment system was used in the re-
cruitment or if the applicants submitted their applications 
by e-mail, for example – is emphasised in the processing 
of the job applications. The advantage of recruitment sys-
tems is that all the recruitment data can be found in one 
system, and the employer can view the selected data in a 

separate video with questions for the applicants. The em-
ployer’s own video introduces the applicants to the em-
ployer and the people they may work with in the future. 
Moreover, committing to the process also creates a more 
positive employer image.
 
Innovative application formats are becoming increasingly 
emphasised in the competition for skilled workforce. There 
are various platforms available for recording videos, and 
they make it easy to shoot an application video using the 
camera on a private computer. Moreover, it is possible to 
make use of platforms where the applicant can upload a 
portfolio or other demonstration of skills in addition to the 
video. There are many digital platforms of different prices 
and scales available, and the choice depends, among oth-
er things, on whether the need for recruitment is continu-
ous or whether the employer just wants to fill one vacancy 
or quickly test a new tool.

Remote skills assessment 
Assessing the skills of jobseekers remotely can be a chal-
lenging situation for the employer. It is always good to 
carefully plan the method of assessment in advance and 
use the same method for all applicants. Different paid on-
line tools and tests are available for assessing applicants 
for expert and knowledge work that help assess the job-
seeker’s skills. If an employer does not want to use online 
tools or they seem too expensive, the jobseeker’s skills can 
be assessed with short tasks in conjunction with the re-
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combined manner. Moreover, recruitment systems allow 
employers to test the process of so-called anonymous re-
cruitment, in which an applicant’s name, nationality, or 
gender is not revealed to the employer at the beginning of 
the selection phase. 

Recruitment systems usually include job application tem-
plates which the employer can modify by choosing what 
they want to ask the applicants in addition to the basic in-
formation. If the employer wants to get answers to specific 
questions already in the application phase, these ques-
tions can be included in the application template. However, 
the employer should keep in mind that if they ask some-
thing in the application, they shall also read the answers. 
Especially the employer’s ability to take in the received an-
swers before the interview situation always comes across to 
the applicant, thus affecting the interview experience and 
the overall employer image.

FOR THE EMPLOYER TO CONSIDER
•	Which application format will ensure the best 

applicants?
•	How to ensure the equal treatment of 

applicants?

JOB INTERVIEW

The purpose of interviews is to get to know a potential em-
ployee better, but also to tell the employee more about the 
employer. In a way, the interview situation is a window in 
both directions. In particular, when recruiting an interna-
tional expert, the applicant may have many vacancies to 
choose from. In such a case, the employer is just as much 
an interviewee in the situation as the applicant. 

Invitation to an interview and the interview situation
In international recruitment, it is important to remem-
ber that there is often a great deal of variation in inter-
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view practices between countries. In many countries, for 
example, the duration of an interview may be as much as 
1.5 hours or more, whereas only half of that time is usual-
ly used in Finland. When inviting an applicant to an inter-
view, it is important to let the applicant know the location 
and time of the interview, but also of the duration of the 
interview and the main lines of discussion. In addition, 
when inviting applicants to an interview, it is advisable to 
also send an e-mail to recap what has been agreed. It is 
possible that the invited persons may hear or understand 
something incorrectly, especially if they are not using their 
native language. Moreover, the situation may be particu-
larly exciting for the interviewee if it is their first job inter-
view with a Finnish employer. 

If possible, it is recommended to involve a few people from 
the employer’s side in the interviews. People pay attention 
to different things and when one is interviewing the appli-
cant, the other can take notes efficiently. If more than one 
interview round is organised, the number of people can be 
increased. It is not advisable to include more than three (3) 
persons from the employer’s side in interview situations, ex-
cept in extremely high-profile recruitments. A large number 
of interviewers rarely brings any added value or has a posi-
tive impact on the outcome. After all, an interview situation 
is, at its best, a good discussion on a topic that is important 
to both parties, and a clear disparity in the number of people 
can cause unnecessary tension in the applicant.

If it has been agreed that the applicant shall complete as-
signments, take an aptitude test, or present certificates 
of professional competence in the interview situation, it 
is advisable to provide the applicant with a summary af-
ter the interview. Doing so ensures that the applicant is 
aware of the expectations and has an appropriate under-
standing of the next steps. This is all part of excellent ap-
plicant communication.
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Second interview round
Sometimes the recruiter is not able to decide between 
the top candidates after the first interview round or, al-
ternatively, further clarifications are required. In such sit-
uations, it is advisable to consider organising a second 
round of interviews. A second interview round should be 
held especially in situations where the previous stages 
have been implemented solely through video interviews 
or a remote connection. If possible, meeting the appli-
cants in person is already fully justifiable during the sec-
ond round of interviews, especially in cases where the job 
opening is for a supervisory position.

Referees and references in recruitment 
Employers tend to ask applicants to provide recommen-
dations or written references. It is recommended to call 
the referees especially in the case of top applicants, and 
the importance of references is emphasised even more in 
international recruitment. In many countries, references 
are given in writing at the end of an employment relation-
ship, and international employees often wish to present 
the written references provided by their previous employ-
er. International applicants who are at the beginning of 
their career may also present reference letters from pro-
fessors at their home university. This is because semi-
nar-style contact teaching is still relatively common, and 
the supervising teachers know their students well. In the 
absence of work experience, a statement from the super-
vising professor or assistant professor in the applicant’s 
major subject is a perfectly good reference of the appli-
cant’s abilities. In many countries, personal references 
are also requested from previous employers in order to 
assess whether or not the applicant is well suited to serve 
as a part of the work community. In Finland, written per-
sonal references are often handled over the phone when 
calling the referees rather than in written form. The oper-
ating model should be clearly conveyed to the applicants.

In certain Finnish sectors, the labour market is so small 
compared to the global level that, in many cases, the  

Use of remote connections in interviews
Interviews do not always have to take place in person. In-
stead, remote connections can also be used. If it is decid-
ed that the process will include more than one interview 
round, the use of remote connections is often smart al-
so in terms of time use. It is advisable to use remote in-
terviews especially during the first interview round, if the 
plan is to recruit an interesting applicant from abroad. It 
is not reasonable for applicants to travel long distances 
just for an interview, especially if they have to pay for the 
journey themselves. 

If the employer has no previous experience of remote in-
terviews, the recruiter should also practise the interview 
situation in advance. When planning to use remote con-
nections, the recruiter must ensure that there is a remote 
application available that does not require the interview-
ee to purchase or download software. Of course, all re-
mote connections come with risks: the digital tool may 
not function properly or there may be insurmountable 
problems with the internet connection. In such case, it 
is advisable to schedule a new time for the interview and 
start the interview from the beginning. The situation is 
already exciting for the interviewee as it is, and it is im-
portant to give all interviewees an equal opportunity to 
describe their competence. 

Demonstrations of skills as part of the interview
In addition to the use of remote connections, a small-
scale task may be assigned to the applicant before, 
during, or after the interview situation. Of course, this 
procedure is not equally suitable to all fields, but a 
demonstration of skills may provide a lot of additional 
information about the applicant. A traditional approach 
in interview situations is to ask some questions in lan-
guages that the potential employees are required to know. 
Depending on the job in question, the demonstration of 
skills may also be written or visual, or it may be related 
to the use of a system that is essential in the position. 
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referee may be someone the recruiter already knows. 
However, this is not the case elsewhere in the world. 
Therefore, it is advisable to be open to references when 
conducting international recruitment. 

FOR THE EMPLOYER TO CONSIDER
•	Which stages should be included in the 

recruitment process? 
•	How can we verify the applicant’s actual 

competence if they have obtained their 
qualifications and work experience abroad?

SELECTION PROCESS

It is advisable to plan the stages of the selection pro-
cess well in advance and as extensively as possible. The 
process is influenced by the urgency of the recruitment, 
the vacancy to be filled, the number of applicants, and 
the available budget. A well-planned process and sched-
ule will save the recruiter’s time. This matter should be 
considered especially in smaller companies where the re-
cruiter carries out several other tasks at the same time. 
In addition, the different areas of the selection process 
and applicant communication are closely intertwined, 
and, consequently, everything that is well thought of in 

advance will contribute to the implementation of success-
ful applicant communication.

Aptitude assessment
The interview package may be supplemented with an ap-
titude assessment, which may include, for example, per-
sonality tests, group assignments, or a psychologist’s 
evaluation of the applicant. In the case of internation-
al recruitments, the employer must ensure that the tests 
are available in multiple languages and that the service 
provider is able to assess international applicants. For ex-
ample, the employer can ask if the service provider has 
experience of diverse or multicultural teams.

In personality tests, it is also possible to use group dis-
cussions and their assessments. However, it is worth not-
ing that different cultural elements are always associated 
with discourse situations, and the evaluator must thus be 
aware of the diversity of the dialogue. What organisations 
in Finland regard as a stereotypical behaviour model of a 
good and reliable employee may be something completely 
different in another culture. International employees may 
highlight characteristics that, based on their own experi-
ence, give a good impression, but the actual effect may 
be completely opposite. The interviewer should also take 
these issues into consideration. 
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In the recruitment process and assessment of appli-
cants, it is advisable to focus on the role and position to 
be filled, use diverse assessment methods and indica-
tors, and proportion these to the performance level of the 
task. The use of different tests can ensure that the appli-
cants have the appropriate skills and know the required 
work methods, and that the assessment process is fair 
to everyone. Tests and other measures such as electron-
ic evaluation tools can well be used already in the early 
stages of the recruitment process. The selection of suit-
able service providers is also described in the section 
Partner selection.

Establishment of health status as part of the 
recruitment process
In some jobs, a certain level of health is required of the 
applicants in order to be able to perform the task. In gen-
eral, the applicant’s health status is established during 
a pre-employment health examination carried out at a 
health care facility designated by the employer. However, 
reports on the applicant’s state of health may already be 
requested in advance if this is a requirement for getting 
the job. If there are special requirements for applicants re-
garding their health, these should be shared in good time 
during the application process. 

Second application round
Sometimes it happens in a recruitment process that the 
first round of applications does not yield the desired re-
sults. None of the applicants are suitable for the task, and, 
based on the applications received, even the first round 
of interviews is not worth organising. In these cases, the 
recruiter should first take another look at the job adver-
tisement. Many times the advertisement lists out all the 
things that an ideal applicant would embody in a perfect 
world. If the number of received applications has been 
extremely low or non-existent, the solution may be found 
in the requirements listed in the job advertisement or in 
the fact there are no available experts in the field at the 
moment. If the job advertisement contains skill require-

ments in which the employer would be willing to be more 
flexible or provide the applicant with additional training 
if necessary, it is advisable to update the minimum re-
quirements set out in the advertisement before launch-
ing the second application round. On the other hand, it is 
possible that the job advertisement was published in the 
wrong channels or only in Finnish. It is worthwhile ensur-
ing that the selected channels are ones that the desirable 
experts may follow, and that the job advertisement is al-
so published in English.

In Finland, a great deal of emphasis is placed on experi-
ence gained in previous jobs. However, in a second appli-
cation round, it is advisable to examine the competence 
of applicants more extensively. Many skills are perfectly 
usable in a variety tasks, and competence in a different 
field may be extremely useful for the employee’s ability 
to perform the task in question. It is often a good idea to 
leave a little time between the first and second round of 
applications. This will ensure that new applicants can en-
ter the labour market. 

RECRUITMENT DECISION

Making a recruitment decision is not always easy for 
the employer. Of the persons selected for the inter-
views, the employer often decides between two (2) or 
more applicants. In addition to the applicants’ compe-
tence, the employer must consider other features that a 
new employee brings to the team. Other issues to con-
sider include, for example, interaction with other em-
ployees and the willingness and opportunity to work 
evenings and weekends or travel as part of the job. 

Employers may have their own official process for making 
recruitment decisions, which include obtaining the recruit-
ment permit in writing and also confirming the recruit-
ment decision in writing. Smaller employers may not have 
such a formal way of recording recruitment details, but, in 
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any case, it is advisable to keep a record of the reasons 
that led to the recruitment decision. This way, the deci-
sions are not only based on the memory of an individu-
al recruiter or employee, but the documentation can be 
found in the public files in case the person who made the 
decision leaves the company, for example. For employers 
with a recruitment system, this kind of documentation 
is usually automatically a part of the process. The docu-
mentation is also of help if the other applicants ask for 
justifications for the recruitment decision or comments 
on their own application. In such cases, the task will be 
much easier for the recruiter, and writing good answers 
will only take a fraction of the time it would take if each 
answer had to be started from scratch. 

Recruitment decisions must always be informed of both 
as part of the applicant communication and within the 
organisation. Often the current employees are also ex-
pecting information about their new colleague. After all, 
a new employee always modifies the operation of the en-
tire team, especially in situations where the employees 
interact on a daily basis or when filling a position eases 
the workload of others. 

APPLICANT COMMUNICATION

The significance of applicant communication as part of 
a good recruitment process cannot be over-emphasised. 
It is crucial for both the employer image and the evalu-
ation of the recruitment process. The application process 
is often a potential employee’s first contact with the em-
ployer, and good communication helps to build a posi-
tive employer image. At best, applicant communication 
is relevant, timely, and informative. 

It is important to let the applicants know in real time 
how the recruitment process is progressing, if they have 
made it to the next stage, what is expected of them at 
each stage and, ultimately, who has been selected for the 

position. In larger organisations, applicant communica-
tion can be supported by a recruitment system which in-
forms the recruiter, step by step, when they should send 
messages to the applicants. Such systems also include a 
possibility to create sample messages in advance. How-
ever, most organisations do not carry out recruitment so 
often that the use of comprehensive recruitment systems 
and automated messages would be commonplace. Fortu-
nately, good applicant communication is not dependent 
on separate systems, but rather on a systematic approach 
and ability to prioritise. The person responsible for re-
cruitment should reserve working hours for applicant 
communication at all stages of the recruitment process. 

In order to reduce the workload, ready-made e-mails can 
be compiled for the different stages of the application 
process. The most important feature in the messages is 
an amicable and polite style. Good messages include the 
main points and schedule of the recruitment process and 
other information related to communication. Ready-made 
message templates are a great way of ensuring that all 
applicants receive the same information across the board. 

Good applicant communication includes at  
least the following messages: 
•	Acknowledgement of a received application 

and information on the progress of the 
recruitment process

•	Invitation to an interview or a ‘no, thank you’ 
message

•	Information on the schedule of the interviews 
or progress of the recruitment

•	Message of a decision made

Phone calls in applicant communication
Applicant communication starts from the moment a job 
advertisement is published. In the first phase, applicants 
often contact the employer by telephone to ask additional 
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questions and arouse the employer’s interest. If there are 
specific times when the contact person can be reached by 
applicants, the employer should include this information 
in the job advertisement. 

In international recruitment, it is important to under-
stand that actively calling the employer during the appli-
cation process is an inherent part of the work culture in 
many countries. In Finland, calling the employer or send-
ing them e-mail as part of the job search process is not 
as common. In many countries, the prevalent idea in the 
work culture is that by calling, the applicants give a pro-
active picture of themselves to a potential employer. In 
Finland, this may cause problems for many organisations 
in terms of applicant communication, if sufficient time 
resources have not been reserved for discussions with in-
ternational applicants. In the worst case, the employer 
may even appear harsh or rude, and, on the other hand, 
the jobseekers may seem over-enthusiastic.

Communication of the decision
As the application process progresses and the employer 
reaches the selection stage, it is a part of good applicant 
communication to call all the interviewed persons and 
inform them of the decision made. Ideally, the recruiter 
will also provide constructive feedback and a justification 
for the selection for the applicants who were not select-
ed for the position. 

In addition, the recruiter can provide tips for subsequent 
application processes. This will help the applicants to im-
prove their own application tactics for the next time and 
create an image of the organisation as a community that 
is interested in each and every applicant. As a result, the 
applicants are more likely to talk about their experience 
in a positive manner in their own social circles even if 
they were not selected, which further improves the organ-
isation’s employer image. Poor applicant communication 
can quickly come back to haunt the organisation in the 
form of, for example, rude comments in group discus-

sions on social media. The employer image, or employ-
er brand, is particularly important in fields where skilled 
workforce is in short supply and the competition for em-
ployees is harsh. 

If the organisation wishes to retain the applicants’ contact 
details and documents for possible new job openings, the 
applicants’ consent is needed. Each applicant has the right 
to request the erasure of their data, and the organisation 
must comply with the request without delay. It should also 
be noted that the transfer of data outside the EU/EEA area 
is only possible if there is a specific reason for doing so.

ETHICAL RECRUITMENT

Employers have several statutory and also ethical obli-
gations. Finnish labour legislation safeguards the rights 
of both the employer and the employee, and so do the 
European regulations and recommendations. However, 
problems and exploitation related to the availability and 
mobility of workforce still occur in many fields. 

Issues to be considered in international recruitment in-
clude, for example, the availability of workforce in the 
area of origin (for example, are all physicians lured else-
where to work), guaranteeing statutory and reasonable 
working conditions for the employees (including pay and 
working hours), and supporting the foreign employees. 
The employer has a legal obligation to comply with Finn-
ish legislation regarding employment relationships in-
volving foreign employees and a duty to ensure that no 
one is placed in an unfavourable position based on na-
tionality or origin, as per the law. Therefore, paying a 
smaller salary or imposing unreasonable working hours 
specifically based on a foreign background is prohibited 
and constitutes a criminal offense. For example, it is for-
bidden to pay an employee living in Finland a wage that 
corresponds to the wage level in the employee’s country 
of origin if that level is significantly lower than the wages 

To the index

32



paid for similar tasks in Finland or to demand an em-
ployee to commit to unfavourable working conditions 
in exchange for taking care of work permit matters or 
supporting the employee’s relocation, for example. 
In situations that involve subcontracting, employers 
should always familiarise themselves with the em-
ployment terms of the subcontractor’s employees. The 
sub-contractor may be asked to provide documents to 
prove the appropriate treatment of the workers.

More information on the principles of ethical re-
cruitment is available from the Ministry of Economic 
Affairs and Employment and the website of the In-
ternational Labour Organization (ILO). Guidelines for 
ethical recruitment for the social and health care sec-
tor can be found on the World Health Organization 
(WHO) website.

To the index

Employer’s checklist for ethical recruitment: 
(Adaptation of ILO publication)
•	 recruitment must be carried out in a way that promotes 

the basic human rights, the rights of the employers, 
and the prevention of forced labour, child labour and 
discrimination

•	 recruitment should respond to labour market needs, 
and not serve as a means to impair the status, wages, or 
working conditions of workforce

•	 legislation applicable to recruitment should apply to all 
workers, recruiters, and employers

•	 recruitment processes should consider policies and 
practices that promote efficiency, transparency, and 
protection for the workers, such as the recognition of 
qualifications

•	 recruitment across international borders should respect 
the applicable national laws, collective agreements, 
human rights, and other applicable policies 

•	 racism and discrimination are prohibited in recruitment 
and employment

•	 no recruitment fees or related costs should be charged 
to, or otherwise borne by, workers or jobseekers

•	 the terms and conditions of a worker’s employment, 
as well as the worker’s duties, should be specified in 
an appropriate manner, preferably through written 
contracts

•	 the employment contract and other documents should 
be in a language that the worker can understand

•	 the worker may not be coerced to agree to the terms of 
employment 

•	 the freedom of workers to move within a country or to 
leave a country should be respected

•	 workers’ identity and travel documents, such as their 
passport, may not be confiscated or destroyed

•	 workers should be free to terminate their employment or 
change employers if they wish

•	 workers should have access to reasonable compensation 
in cases of misconduct in the recruitment process
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SPECIFIC FEATURES OF RECRUITMENT IN 
THE SOCIAL AND HEALTHCARE SECTOR

A functional social and healthcare system requires a suf-
ficient number of skilled professionals. Factors such as 
increased life expectancy, a growing elderly population, 
and the retirement of large age cohorts from the work-
force are driving changes in Finland. The need for servic-
es has risen and is expected to continue growing in the 
coming years. Therefore, the demand for personnel in the 
social and healthcare sector (referred to as the SOTE sec-
tor in Finland) is significant, as is the case in many oth-
er countries.

The competition for skilled professionals in the SOTE sec-
tor is intense, both nationally and internationally. The 
recruitment of international professionals has seen sig-
nificant growth in recent years. Finland is already home 
to and educating international professionals in the SOTE 
sector, but direct recruitment from countries of origin has 
also gained popularity. This trend is expected to contin-
ue, as the workforce shortage shows no signs of abating.

Responsible and Sustainable Recruitment in the 
Social and Healthcare Sector
The same principles of ethical recruitment that apply to 
all industries also apply to the SOTE sector. Ethical re-
cruitment aims to prevent exploitation and ensure that 
workers’ rights are respected at all stages of the process. 
Ultimately, the goal is a fair, just, and equitable work-
ing life.

In the SOTE sector, a key aspect of ethical recruitment is 
considering the situation in the employees’ countries of 
origin and not solely prioritizing the interests of the re-
cruiting country. Professionals in the SOTE sector play a 
vital role in the resilience of every nation and contribute 
to societal stability. According to the World Health Organi-
zation (WHO), the global shortage of healthcare personnel 

is projected to reach 10 million by 2030, with lower-in-
come countries being disproportionately affected.

If you are an employer planning international recruit-
ment in the SOTE sector, it is advisable to familiarize 
yourself with international ethical recruitment guidelines 
and require the same from your recruitment partners. The 
WHO issued recommendations for the international re-
cruitment of healthcare personnel (WHO Global Code of 
Practice on the International Recruitment of Health Per-
sonnel) already in 2010.

These recommendations emphasize,  
among other things:

•	The right of every person to health  
(Health for All)

•	The Sustainable Development Goals 
(SDGs)

•	National responsibility for ensuring 
sufficient healthcare personnel, 
promoted by offering adequate education 
opportunities and enhancing the 
attractiveness and retention of workplaces

•	The importance of data collection and 
monitoring related to international 
recruitment

•	Cooperation between countries, including 
the establishment of bilateral agreements

In 2023, the European Institute for Crime Prevention and 
Control (HEUNI), in collaboration with the Ministry of So-
cial Affairs and Health, the Ministry of Economic Affairs 
and Employment, and a broad network of experts, devel-
oped recommendations on responsible recruitment in the 
SOTE sector to support employers. These recommenda-
tions are based on the WHO guidelines. They include, for 
instance, a WHO list of countries whose healthcare sys-

34

https://www.who.int/publications/i/item/wha68.32
https://www.who.int/publications/i/item/wha68.32
https://www.who.int/publications/i/item/wha68.32
https://valtioneuvosto.fi/-/1410877/uudet-vastuullisuussuositukset-tukevat-tyonantajia-sote-alan-kansainvalisissa-rekrytoinneissa?languageId=en_US


To the index

tems are in a vulnerable state. Direct recruitment from 
these countries should be approached with particular cau-
tion and only under the protection of intergovernmental 
agreements. The list does not restrict individual mobility.

Language Proficiency Requirements in International 
Recruitment for the Social and Healthcare Sector
Every professional in the social and healthcare sector 
must possess the necessary oral and written proficiency 
in Finnish or Swedish required for their specific duties. 
Employers are obligated to assess whether an employ-
ee’s language skills meet the requirements of the job. As 
part of granting professional qualifications, Valvira (the 
National Supervisory Authority for Welfare and Health) 
verifies applicants’ language proficiency, which can be 
demonstrated, for example, through a national certificate 
of language proficiency test (YKI).

Good language skills also enhance job satisfaction and in-
tegration into the work community. Employers should fa-
cilitate and support the development of language skills, 
as this eases integration into the new job, country, and 
culture. Language is best learned through practical situ-
ations and communication, making it important to foster 
an encouraging atmosphere in the workplace that helps 
international professionals improve their proficiency.

Recognition of Social and Healthcare Qualifications 
and Professional Rights
Working in the social and healthcare sector in Finland of-
ten requires a license granted by Valvira. Valvira issues 
the right to practice as a social and healthcare profession-
al based on applications from both Finnish and interna-
tionally trained professionals. Professionals are classified 
as either licensed or protected occupational title profes-
sionals.

•	Licensed professionals include nurses, 
radiographers, doctors, and dentists.

•	Protected occupational titles include 
practical nurses and assistive device 
technicians.

The processing of professional rights applications in-
volves a fee. Additional information is available on  
Valvira’s website.
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3. HIRING A FOREIGN EMPLOYEE

While employers usually have experience of Finnish la-
bour legislation, foreign employees may not necessarily 
be familiar with the Finnish laws and regulations. Prac-
tices that in Finland are statutory or otherwise typical, 
such as the type of employment contract, trial period, 
pay period, and grounds for termination of the contract, 
should be discussed with new foreign employees already 
when agreeing on the employment. For support, the oc-
cupational safety and health authority’s guide As a For-
eign Employee in Finland is available in 18 languages. In 
many countries, labour legislation differs from Finnish 
laws in terms of, for example, the rights and obligations 
generated by the employment relationship. In Finland, 
for example, labour legislation guarantees employ-
ees paid holidays and sick leave, as well as occupation-
al health care. In addition, many sectors have collective 
agreements established by employees’ or employers’ as-
sociations. Similarly, a foreign employee’s right to work 
and the grounds for that right should be addressed. Know-
ing these basic matters also makes it easier for the em-
ployees to plan their own lives and work. 

This section covers issues related to hiring that are im-
portant to take into consideration in international recruit-
ment. Additional support for employment matters and 
advice on the topic can be obtained from, for example, 
the Occupational Safety and Health Administration in Fin-
land and other actors, such as the local Chamber of Com-
merce and the Federation of Finnish Enterprises. 

EMPLOYMENT CONTRACT

In Finland, employers and employees can agree on the 
duration and terms of the employment contract within 
the framework of the labour legislation. Many sectors al-
so have a collective agreement that is binding on both 
parties. The employment contract may be valid until fur-
ther notice or for a fixed period of time, and the working 
hours may vary. Under the Finnish Employment Contracts 
Act, an employment contract is valid until further notice 
unless there is a justified reason for making a fixed-term 
contract. The terms and conditions of employment must 
be equal for all employees of the organization unless 
there are reasonable grounds for the differences. Foreign 
employees may not necessarily be familiar with the con-
tractual terms and conditions in their field and whether 
or not they comply with the applicable regulations. More-
over, they may not be aware of the potential differences 
between different agreements. The main terms and con-
ditions should already be mentioned in the job advertise-
ment so that the applicants can find out more in advance 
if they wish. 

In international recruitment situations, the employment 
contract must be made in a language that both parties 
can understand. In practice, this usually means English 
in international recruitment. Under the Employment Con-
tracts Act, an employment contract can be made orally, in 
writing, or electronically. It is recommended to conclude 
a written employment contract (on paper or electronical-
ly). An employment contract can be drafted and signed 
even before the start of the employment. If the employ-
ment contract has not been done in writing, the employ-
er must provide the employee with a written account of 

37

To the index

https://tem.fi/tyolainsaadantoesitteet
https://tem.fi/tyolainsaadantoesitteet
https://tyosuojelu.fi/en/about-us/publications/as-a-foreign-employee-in-finland
https://tyosuojelu.fi/en/about-us/publications/as-a-foreign-employee-in-finland
https://www.tyosuojelu.fi/web/en/employment-relationship
https://kauppakamari.fi/en/
https://kauppakamari.fi/en/
https://www.yrittajat.fi/en
https://www.tyosuojelu.fi/web/en/employment-relationship/employment-contract


ed to changing jobs, possibly moving to another country, 
and other potential changes should be made well in ad-
vance. The employment contract can also be concluded 
and signed electronically, and the employer can also write 
a separate certificate of employment for the employee for 
applying for immigration documents, for example. The 
key is to provide authorities with all the information they 
need for decision-making. This topic is discussed in more 
detail in the section Right to work.

PAY AND FRINGE BENEFITS

In Finland, the pay is usually determined according to 
the relevant collective agreement. If there is no collec-
tive agreement in the field, the pay must be agreed upon 
with the employee. The pay must be customary and rea-
sonable. The pay of international employees shall not be 
determined, for example, on the basis of the wage level in 
their country of origin. The same applies also to employ-
ees posted from another country: in terms of pay, they 
must be treated equally with the employees of organisa-
tions operating in Finland. 

The employer is obligated to deduct statutory social in-
surance contributions and taxes from the employee’s pay, 
after which the employee is paid the remaining part. It is 
advisable to explain to foreign employees at the earliest 
possible stage how the Finnish taxation and social secu-
rity systems work, what kind of contributions are deduct-
ed from their pay, and how they can obtain a tax card, for 
example. For example, not all countries have a tax sys-
tem based on neither prepayments nor the possibility 
of tax deductions similar to those in Finland. A person’s 
foreign-sourced income may also affect the total payable 
taxes. Similarly, the grounds for social insurance contri-
butions and the accumulation of benefits, such as pen-
sions, should be discussed. It is recommended to provide 
new employees with contact information for the Finnish 
Tax Administration and the Social Insurance Institution 

the main terms and conditions of the work. Employers 
should familiarise themselves with the Employment Con-
tracts Act, the Working Time Act, the collective agreement 
in their field, and other applicable laws, as the terms and 
conditions established in employment negotiations must 
comply with the relevant legislation. More information on 
these can be found on the Occupational Safety and Health 
Administration’s website, and up-to-date legal texts can 
be found on the Finlex website.

During an interview or employment  
negotiations, the employer should clearly  
state, for example, the following:
•	how and when the employment contract is 

concluded
•	how long the employment relationship is
•	how the pay is determined 
•	what deductions are made from the pay  

(social insurance contributions and taxes)
•	what the working hours are like
•	how holidays are determined
•	which collective agreement is followed in the 

field

The key terms and conditions of an employment relation-
ship must also be stated in the employment contract or 
some other declaration. A detailed list can be found in 
chapter 2, section 4 of the Employment Contracts Act. 
The employment contract can be signed immediately 
after the parties have agreed on the employment rela-
tionship. Of course, it is important for the new employ-
ee to get confirmation on the employment relationship 
in the form of an employment contract as soon as pos-
sible. The employment contract is particularly important 
in international recruitment situations as the employee 
may need a certificate of employment in order to apply 
for immigration documents, arrive in Finland, or use of-
ficial services. In addition, plans and preparations relat-
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of Finland (Kela) so that they can find out more about 
their own situation. Information on earnings-related pen-
sion is also available on the Työeläke.fi website. If a per-
son is covered by the social security or taxation system of 
another country, the employer must determine the obli-
gations arising from this situation in terms of, for exam-
ple, social insurance contributions, tax deductions, and 
reporting, and explain the situation also to the employ-
ee. This topic is discussed in more detail in the section 
Working abroad.

It is advisable to discuss possible fringe benefits already 
in the recruitment interviews. Fringe benefits may have 
a positive impact on the employee’s decision to accept 
a job. While discussing the pay, it is essential to explain 
how the benefits affect the person’s taxation. Fringe ben-
efits may be considered taxable income, and the employ-
ee may decide for themselves whether or not to use the 
benefit. One of the prerequisites for tax exemptions is 
that the benefit must be available to all employees. Fur-
thermore, the advantage must also be of ordinary and 
reasonable quality and value. For example, health care 
services provided by the employer for all employees as 
well as staff discounts on services or goods produced or 
sold by the employer are tax-exempt benefits. 

Services such as paid moving or relocation services are 
often used in international recruitment, and their taxa-

tion might differ from those of more common fringe ben-
efits. For example, moving costs and part of relocation 
services paid by the employer are tax-exempt when mov-
ing to Finland from abroad when the reason for the move 
is the location of the workplace. However, storage costs 
related to the move are considered taxable income. Also, 
payments for permits and documents issued by the au-
thorities as well as possible services bought to support 
handling these matters, such as accompanying custom-
er service appointments and filing applications, may be 
tax-exempt. Training or coaching offered to a new inter-
national employee in preparation for working and living 
in a new country is tax-exempt for the employee and can 
also be tax-exempt for family members. 

If the service paid by the employer includes handling per-
sonal official matters or similar obligations of the em-
ployee or family members, these services are considered 
taxable income for the employee. This In addition to the 
taxation of the support offered to the employee, the tax-
ation of support offered to the spouse and family mem-
bers  should be considered, for example, in cases where 
the move of an employee’s whole family from abroad or 
their relocation to Finland is supported either financial-
ly or in the form of paid services. The tax practices are 
fairly complex, especially with regard to international re-
cruitment, and they may also change. Therefore, it is al-
ways a good idea to check the current tax practices from 
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period. The employer’s justification for terminating the 
contract during the trial period may not be discriminato-
ry or inappropriate in view of the purpose of the trial pe-
riod. Before terminating the employment contract, the 
employer must reserve an opportunity for the employee 
to be heard with regard to the reasons for terminating the 
contract. The employee has the right to use an assistant 
during the hearing. The termination of an employment 
contract is always an unfortunate situation and managing 
it in style reduces irritation and also mitigates any doubts 
concerning possible inappropriate grounds for the termi-
nation. Terminating the employment relationship during 
the trial period may also affect the employee’s unemploy-
ment security.

RIGHTS AND OBLIGATIONS OF THE 
EMPLOYER AND EMPLOYEE

The obligations of the employer and the employee can 
be reviewed, for example, when discussing the terms 
and conditions of the employment contract and the rel-
evant work practices. The employer’s statutory obli-
gations, such as the enforcement of equal treatment, 
prohibition of discrimination, the ensuring of occupa-
tional safety, and the obligation to pay wages during an 
illness, may be unheard of for foreign employees. Ex-
plaining these obligations to the employees promotes 
their sense of security and creates an image of a good 
work community. For example, it is advisable to explain 
that the employer does not expect – or want – the em-
ployee to come to work ill or in poor condition. Moreover, 
the employees’ own practices and different work cultures 
also have an impact on, for example, what each person 
considers to be a suitable reason for seeking sick leave. 

It is advisable to also tell the employee what the employ-
er’s right to supervise work and the employee’s loyalty ob-
ligation mean in practice. While the monitoring of working 
time and the employees’ movements may seem unneces-

the  Income Tax Act and the specialists of the Finnish Tax 
Administration. 

To consider in pay negotiations:
•	gross and net income
•	fringe  benefits and taxation
•	contact details of Kela and the Finnish Tax 

Administration
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TRIAL PERIOD

Under the Employment Contracts Act, the employer and 
the employee may agree on a trial period of a maximum 
of six (6) months. In a fixed-term employment relation-
ship, the trial period may comprise no more than half 
of the duration of the employment contract, and in any 
event, it may not exceed six (6) months. The trial period 
may also be determined by a collective agreement. During 
the trial period, salary must be paid in accordance with 
the collective agreement. If a trial period is to be used, 
this must be mentioned in the employment contract.

Foreign employees may not be familiar with the trial pe-
riod policy, so it is advisable for the employer to explain 
why such a period is enforced and what it means. For ex-
ample, a trial period can be used to verify the employees’ 
professional competence and suitability for both the job 
and the work community. Moreover, the employees can 
also use the trial period to make sure that the job and 
working conditions meet their expectations and wishes. 
In other words, it is not just an assessment period for the 
employer, but the employees also have the right to famil-
iarise themselves with the job and the work community 
and decide if the workplace is suitable for them.

It is also advisable to tell the employee that both parties 
can terminate the employment contract during the trial 
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ing activities or activities with a negative impact on per-
formance are not breached. In practice, employees may 
be asked to submit a notification of a possible second 
job. Moreover, it is important for the employees to know 
that certain types of residence permit place restrictions 
on working. For example, an employed person’s residence 
permit is granted for one or more professional fields, and 
the right to work does not cover other fields than those 
stated in the residence permit. On the other hand, the au-
thorities may also grant a residence permit only for work-
ing for a specific employer. For more information on the 
right to work, see the section Right to work.

In the case of foreign employees, it is advisable to al-
so go over the other benefits and rights granted by the 
Finnish society and working life. For example, the Finn-
ish social security benefits, healthcare services, and de-
ductions allowed by tax legislation may well differ from 
the systems in the employee’s country of origin or previ-
ous country of employment. It is a good idea to explain 
to the employees the kind of contributions the employer 
withdraws from their pay and conveys to, for example, an 
insurance company, and describe the grounds for this pro-
cedure. Even though the accrual of pension and the pen-
sion payment practices after retirement may now seem 
distant, explaining these features is also a part of good 
employer operations. 

The employer is obligated to ensure that the employee 
has the right to carry out the work in question. In prac-
tice, this means a residence permit, EU registration, or a 
visa or visa exemption that permits short-term work. This 
obligation is based on section 82 of the Aliens Act. The 
employer is also obligated to convey information on the 
details of employees who are not EU/EEA citizens or fam-
ily members of EU/EEA citizens and their employment 
relationship to the Finnish Immigration Service and in-
form the shop steward, the elected representative, and 
the occupational safety and health representative of the 
persons’ names and the applicable collective agreement. 

sary in some professions, these features are actually used 
to protect the employees and ensure that they can be pro-
vided with support in possible problem situations. Howev-
er, the right to supervise work only extends to the working 
hours, and the employer shall not violate the principles of 
good practice or provisions laid down in the law. 

It may also be advisable to review the employee’s obli-
gations, as it is possible that foreign employees have no 
previous knowledge of them. While the employer is obli-
gated to guarantee appropriate conditions for carrying out 
the work, the employees undertake to do their work with 
care and to comply with the employer’s orders. It may be 
worthwhile explaining the obligation to keep trade secrets 
and the prohibition to engage in competing activities with 
concrete examples, so that both parties have a clear idea 
of these obligations. Moreover, the employee may not be 
aware of the obligation to maintain occupational safety 
and report faults or deficiencies, so this obligation should 
also be discussed. 

Some of the employees’ obligations and rights only ap-
ply to working hours, but some duties such as the loyalty 
obligation and the prohibition of competition also extend 
to free time. Especially in cases where employees have ac-
cess to sensitive information, it is advisable to clarify the 
issues that the employees may not discuss outside their 
workplace. Moreover, it is not appropriate to publicly bring 
the employer into disrepute in social media, for example. 
This may not necessarily be self-explanatory, especially to 
people coming from a different (work) culture. 

Employees have the right to earn their living in the way 
they choose, so the employer cannot prohibit them from 
doing some other work altogether. In order to prohibit em-
ployees from engaging in another job, the employer must 
prove that carrying out the other job would significant-
ly harm the employer. However, it is also a good idea to 
discuss possible restrictions on doing other work, so that 
relevant regulations such as the prohibition of compet-
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ably easier also for international families. The employer 
plays an important part in conveying information, be-
cause quite often international experts and their fami-
lies cannot ask the right questions themselves as they are 
unfamiliar with Finnish society and its various services.  
Further information is also available in the Welcome to 
Finland guide and Work Help Finland mobile application.

OCCUPATIONAL HEALTH CARE

Under Finnish labour legislation, employers are obligated 
to prevent health risks and problems related to work and 
working conditions. Occupational health care includes, 
for example, medical examinations, advice, and the pro-
tection and promotion of working capacity. Occupation-
al health care services must be organised if the company 
has at least one (1) employee. The organisation of med-
ical treatment is voluntary. 

Occupational health care in Finland differs from the prac-
tices of many other countries. In some countries, for ex-
ample, dental care falls within the scope of occupational 
health care, whereas in Finland this is not very common. 
Similarly, in some countries, the employer’s health insur-
ance may also cover the employees’ family members. The 
employer should be prepared to explain in detail what is 
included in the occupational health care services provid-
ed by the employer and which service provider offers the 
services in question. The employer should ensure that 
the occupational health care service provider can serve 
and assist its customers in English if the employees do 
not speak fluent Finnish or Swedish. It is also advisable 
to mention other practices related to well-being at work, 
such as the available support measures for work ergo-
nomics, a possible early intervention model, and com-
munity activities.

The employee announcement is done in the Enter Finland 
for Employers service or on paper if it is not possible to 
use the electronic service. If the employer has provided 
this information in the employee’s residence permit ap-
plication, it is not necessary to file a separate notifica-
tion employee announcement. The employees’ data and 
the justifications for their right to work must be stored 
at the workplace for two (2) years after the end of the 
employment relationship. In practice, the data can be 
stored, for example, in a secure HR system or other da-
tabank in an electronic format.

Finnish laws and official processes ensure the rights and 
equal treatment of all parties. In Finland, employees can 
trust that they have the same legal rights as everyone 
else, regardless of their position. The employer can al-
ways contact the relevant authority to clarify the details.

Important rights and obligations of employers 
and employees:
•	right to work and the obligation to ensure the 

right to work
•	obligations related to occupational safety 
•	insurance obligations and related payments

•	 employment pension insurance
•	 accident insurance
•	 unemployment insurance 

•	occupational healthcare
•	right to supervise work
•	collective agreement applicable in the field
•	privacy

After selecting an employee, it is also fitting to discuss the 
employee’s personal situation and, for example, poten-
tial family that may be moving with the employee. The di-
verse public integration services and other social support 
available in Finland make relocating to Finland consider-
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TAXATION AND THE INCOMES REGISTER 

In Finland, taking care of personal taxation is often re-
garded as the sole responsibility of the employee, and 
this approach works indeed splendidly in situations where 
the employee is accustomed to the country’s tax system. 
In international recruitments, however, the employees 
may be unfamiliar with the tax system, and support is 
often needed to understand it. When hiring an interna-
tional employee, it is important for the employer to ex-
plain what will be deducted from the employee’s pay and 
why. Good instructions and personal assistance also con-
tribute toward creating a positive employer image. 
 
In addition to personal advice and assistance provid-
ed at the beginning of the employment relationship, 
the employer can also organise short info sessions for 
international employees, for example, on topics such 
as completing a tax return or taxation applied to differ-
ent benefits. If there are only a few employees and no 
need for larger events, the employer can provide the 
employees with clear, written instructions. The writ-
ten instructions can be reviewed already in connec-
tion with signing the employment contract, or they can 
be included in the orientation material, for example. 
Moreover, the employer can always refer the employ-
ee to the tax authorities in matters concerning taxation. 

It is important for the employer to explain to new inter-
national employees that in Finland the employer is ob-
ligated to see to the withholding of income tax on the 
employee’s pay and, for this purpose, the employee needs 
to submit a tax card at the beginning of the employment 
relationship. It can also be mentioned that the employer 
reports the monthly wages and deductions to the Incomes 
Register. The purpose of the Incomes Register is to en-
sure that personal taxation is up-to-date and correct. All 
employees have access to their own data in the Incomes 
Register. For more information on applying for a tax card, 
see the section Applying for a tax card.

PERSONAL IDENTITY CODE FOR THE 
EMPLOYMENT CONTRACT

A personal identity code may already be needed for the 
employment contract. For example, in many HR sys-
tems, the personal identity code constitutes mandato-
ry information without which an employment contract 
cannot be concluded. If an employment contract is to 
be concluded before the person has received a person-
al identity code from the authorities, and the HR sys-
tem used by the employer requires a Finnish personal 
identity code, the employer can create a so-called arti-
ficial personal identity code for the employee. A foreign 
personal identity code and other identifiers can also be 
used in some services, including the Incomes Register. 

It is important to apply for an official personal identity 
code as soon as possible. Foreign employees who have 
not previously resided in Finland will receive a personal 
identity code from the Finnish authorities in connection 
with receiving the right of residence or a tax card, or when 
their right to a municipality of residence is registered. If 
a person has previously lived in Finland and received a 
personal identity code at the time, the same identity code 
is still at their disposal. The person’s details must be up-
dated in the Digital and Population Data Services Agen-
cy’s system. More information on the personal identity 
code and how to apply for it is available in the section 
Personal identity code. 

Once the employee has obtained an official personal iden-
tity code, any artificial identifier used earlier must be re-
placed with the official identity code in all systems. The 
employer should ask the employee to inform, for exam-
ple, the payroll administration of the official personal 
identity code as soon as possible.
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tax at source. Tax at source is the final tax, and the person 
cannot apply for separate deductions nor do they need to 
submit a tax return. The person may also demand the use 
of a progressive tax scheme, in which case they must esti-
mate the income for the entire tax year, including income 
earned both in Finland and abroad. The Finnish Tax Ad-
ministration’s website contains instructions on the taxa-
tion of employees coming to Finland from abroad. In the 
more challenging cases, the employer can also purchase 
international tax counselling from specialised companies.

Tax card and tax number
Employees are obligated to ensure that they deliver their 
tax card or tax number to the employer in an appropri-
ate and timely manner. Employees are required to sub-
mit a tax card before the first pay day, and often already 
on the first days of the employment relationship. If the 
tax card is not submitted before the wage payment, the 
employer is obligated to withhold 60 per cent of the pay. 
In turn, persons working at a construction site, an instal-
lation project, or a shipyard are also required to submit 
a tax number and register it in the public register of tax 
numbers. In addition, the tax number of employees must 
be shown in their ID supplemented with a photograph.

Tax cards provided by employees are usually either tax-
at-source cards or tax cards for progressive taxation. If 
an employee’s period of residence in Finland is less than 

Tax residency and nonresidency
The employer should know the general rules of taxation 
and thus identify whether a new employee has a gener-
al or limited obligation to pay taxes in Finland. Knowing 
the tax regulations also helps the employer to make sure 
that the employee submits the right kind of tax card and 
that the taxes are withheld correctly. 

As a rule, employees pay taxes to Finland on wages 
earned for work carried out in Finland. The tax rate de-
pends on the duration of residence in Finland and the 
employer’s home country. In addition, taxation may be 
affected by the employees’ fixed ties, such as their family 
or living in an owner-occupied dwelling, income in anoth-
er country, and international tax treaties. Persons moving 
to Finland, such as international employees, will general-
ly become taxpayers if they have a permanent residence 
and home in Finland, or if they reside in Finland for more 
than six (6) months. Resident taxpayers who are general-
ly liable to tax have, for example, an obligation to notify 
the Tax Administration of all their income and, similarly, 
the right to different deductions. 

A person is deemed a non-resident taxpayer with restrict-
ed liability to pay tax if their country of work or perma-
nent residence is some other country than Finland, or 
if the person is residing in Finland for less than six (6) 
months. As a rule, a non-resident taxpayer is liable to pay 
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six (6) months, the Tax Administration usually grants 
the employee a tax-at-source card. The payer, meaning 
the employer, may make a source tax deduction from the 
total amount of the pay and fringe benefits before with-
holding the tax. In addition, international experts can 
apply for a key employee’s tax card if the employee’s 
monthly pay without fringe benefits exceeds EUR 5,800 
per month. For key employees, the tax, and the final tax-
ation decision, is source tax at a 32 per cent rate. 

FOR THE EMPLOYER TO CONSIDER
•	How can new employees be supported in tax 

matters?
•	Would it make sense to purchase tax advice 

and counselling for employees from outside 
your own organisation?

EMPLOYER’S REPORTING OBLIGATION  
AND RETENTION OF EMPLOYMENT  
INFORMATION

The employer has special reporting obligations when hir-
ing foreign workforce. The employer is obligated to report 
foreign employees to the shop steward of the workplace, 
the elected representative, and the occupational safety 
and health representative. Also, all foreign employees 
other than EU/EEA citizens or their family members must 
be reported to the Finnish Immigration Service.

The employer must submit the name of each foreign em-
ployee and the applicable collective agreement to the 
shop steward, the elected representative, and the occu-
pational safety and health representative in writing. The 
report to the Finnish Immigration Service must include 
information on the hired employee, the duration of the 
employment relationship, the salary, and the applica-
ble collective agreement. The employer must provide the 
Finnish Immigration Service  with this information imme-

diately at the beginning of the employment relationship. 
Primarily, the employer shall submit the notification elec-
tronically through the Enter Finland for Employers online 
service of the Finnish Immigration Service. A copy of the 
employee’s passport or residence permit card must be 
attached to the notification. The information can also be 
reported on a paper form if the use of the electronic ser-
vice is not possible. 

The employer also has the obligation to store the data 
on foreign employees and the grounds of their right to 
work at the workplace for two (2) years after the end of 
the employment relationship. The data can be stored in, 
for example, an HR system or some other secure archive 
or database suitable for storing personal data. Employers 
who recruit large numbers of foreign employees should 
include the tasks related to reporting and data retention 
in the recruitment process.

FOR THE EMPLOYER TO CONSIDER
•	Who is responsible for ensuring that the 

reporting obligations are fulfilled in the 
organisation?

•	Where is employee data stored after the 
employment relationship ends?

RIGHT TO WORK

Verification of the right to work  
and retention of data
The employer must always verify a foreign employee’s 
right to work in Finland as soon as the employment re-
lationship begins, and also throughout the employment 
relationship. The right to work is verified by asking the 
new employee to show an official identity card and the 
grounds for the right to work, such as an original res-
idence permit card, a visa or an EU registration certif-
icate. The right to work can also be checked with the 
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providers (see section Paid service providers). The em-
ployer can also apply for employer certification from the 
Finnish Immigration Service if a large number of foreign 
employees are hired. Employer certification speeds up 
the processing of an employee’s application in cases 
where a residence permit is applied for on the basis of 
employment. Employer certification is subject to a fee. 
However, even certified employers must always submit 
information on the key terms and conditions of the em-
ployment relationship in a residence permit application.

All EU/EEA citizens always have an unrestricted right to 
work. In contrast, residence permits granted for the na-
tionals of other countries are either fixed-term or perma-
nent permits. A fixed-term residence permit is granted 
either as a temporary or a continuous residence per-
mit., and the first residence permit is always issued for 
a fixed term. The residence permit card indicates wheth-
er the employee has a restricted or unrestricted right to 
work. A permanent residence permit includes an unre-
stricted right to work. Moreover, an unrestricted right to 
work is also included in the EU residence permits grant-
ed by Finland for third-country nationals who have re-
sided in the EU area for a long time and in continuous 
residence permits issued on certain grounds. Whether 
the right to work is restricted or unrestricted can be eas-
ily checked on the backside of the residence permit card. 
The website of the Finnish Immigration Service contains 
information on the right to work, and on ensuring it, the 
contents of the residence permit card, and related de-
tails concerning the change of the Aliens Act. If neces-
sary, the employer can also check the employee’s right 
to work by e-mail from the Finnish Immigration Service.

If the employer employs a person residing illegally in 
the country or working without the right to work, the 
employer may be sentenced to imprisonment, fines, or 
a financial sanction. The imprisonment sentences and 
fines are based on chapter 47, section 6a of the Criminal 
Code of Finland and on section 186 of the Aliens Act. The  

Finnish Immigration Service by e-mail. Keeping a pho-
tograph or a copy of the document proving the employ-
ee’s right to work in the employer’s database is a good 
way to ensure that the employer’s obligation is met. In 
addition, the employer is obligated to keep the data on 
each foreign employee’s right to work in its own regis-
ter in a secure system or some other place suitable for 
the storage of personal data. 

The employer can support the new employee in apply-
ing for and/or registering the right of residence and the 
included right to work before the beginning of the em-
ployment relationship. By doing so, the employer can 
ensure that the employee’s right to work is suitable for 
the work in question or that the employee applies for 
the correct type of residence permit. If the new employ-
ee does not have a residence permit in Finland and they 
need one to work in Finland and their stay in Finland is 
based on work, a citizen of a non-EU/EEA country must 
apply for a residence permit on the basis of work. The 
Finnish Immigration Service’s Application Finder can 
help in choosing the right application.

The employer plays a major role in the residence per-
mit process, and the employer can check from the Finn-
ish Immigration Service’s website what obligations the 
employer has in the new employee’s residence permit 
process. The employer must provide information to the 
employee’s application on the key terms and conditions 
of the employment relationship, the place of work, the 
start and end date of work, if the contract is fixed-term, 
the professional field, insurance on the fulfilment of 
the obligations defined in section 71 of the Aliens Act, 
and the applicable collective agreement or the fact that 
there is no applicable collective agreement. The process 
can be expedited by providing the authorities with cor-
rect, comprehensive and timely information, filling in 
the forms carefully, and answering all additional ques-
tions. If necessary, support for the process can be ob-
tained from, for example, authorities and private service 
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Foreign workforce residing in Finland
With regards to the employer, hiring international work-
ers from Finland is subject to the same obligations as re-
cruiting new employees who arrive in the country for the 
first time. However, the advantage for the employer is 
that most of the talent residing in Finland already have a 
valid right of residence and a right to work. In such cas-
es, the employment relationship can begin immediately 
and the right to work can be verified quickly. Moreover, the 
employee is often more familiar with the procedures of 
starting an employment relationship, and there are gen-
erally fewer new issues related to moving to the country. 
 
However, even in these cases, the employer should check 
whether the new employee needs support in permit mat-
ters or help with other issues related to the employment 
relationship. The identity and right to work of a foreign 
employee already residing in Finland must also be ver-
ified at the beginning of the employment relationship. 
It is impossible to determine if the person has a valid 
residence permit or a right to work based on their lan-
guage skills or the duration of their stay in Finland. Fur-
thermore, the residence permit may also be granted for 
a different professional sector than the job defined in 
the new employment relationship and this may have an 
impact on the right to work. For example, a researcher’s 
residence permit must be used for full-time research and 
the research must progress. If the employer is offering 
some other work than a full-time research position and 
the job description changes, it may be necessary to ap-
ply for a suitable residence permit for the new employ-
ment relationship.

EU/EEA citizen’s right of residence and right to work
The right to work and the verification of that right must 
also be considered when hiring EU/EEA citizens. Citizens 
of the European Union, Liechtenstein or Switzerland must 
register with the Finnish Immigration Service and receive 
an official certificate of their right of residence. Official reg-
istration is required if the stay in Finland exceeds 90 days.

financial sanction is based on the Employment Contracts 
Act and can be EUR 1,000–30,000 in total. The sanction 
is imposed by the Finnish Immigration Service.

The employer must store information on foreign employ-
ees and the grounds for their right to work at the work-
place. This provision applies to both current and former 
employees. The data on previous employees must be 
stored for two (2) years after the end of the employment 
relationship. The data must be easily accessible. 

The stored data shall indicate the following 
details:
•	name and date of birth of the foreign 

employee
•	grounds for the right of residence and the 

right to work, such as a residence permit 
or EU/EEA citizenship and registration 
certificate, a residence permit issued by 
another Schengen country, a visa entitling 
to work for less than 90 days, or a visa 
exemption (e.g. passport)

•	validity of the permit entitling the employee 
to work (fixed-term permits)

•	employer or professional field, if the permit is 
granted only for a specific job or for working 
for a specific employer

FOR THE EMPLOYER TO CONSIDER
•	Is verifying a foreign employee’s right to 

work already a part of the organisation’s 
recruitment process?

•	Do the staff members responsible for the 
recruitment process have the necessary 
knowledge and skills to verify an employee’s 
right to work?
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Service’s online service Enter Finland or by submitting a 
paper application. In addition, the residence permit appli-
cant must personally visit a Finnish mission or the office 
of an outsourced service provider. If the applicant of the 
residence permit is already in Finland, they visit a cus-
tomer service point of the Finnish Immigration Service. 
During the identification visit, the applicant’s identity 
is verified, biometric identifiers (fingerprints, signature 
and passport photo) are collected in the information sys-
tem for the residence permit card, and the documents at-
tached to the application are checked. 

The employer must submit information on the employ-
ment relationship for the employee’s residence permit 
application primarily electronically in the Enter Finland 
for Employers online service. At the same time, the em-
ployer may also pay the processing fees for the residence 
permit. However, it should be noted that the payment of 
processing fees is considered a fringe benefit for the em-
ployee and, thus, it is regarded as taxable income. If the 
employer cannot use the Enter Finland online service, the 
employer fills in the Terms of Employment paper form, 
which the employee attaches to their application in En-
ter Finland.

There are more than 20 residence permits that can be ap-
plied for on the basis of employment. The following sec-
tions provide information on the most common types of 
residence permits based on work or related to work. Up-
to-date information on the permits that entitle an em-
ployee to work, on the application process, and on special 
cases can be found on the website of the Finnish Immi-
gration Service.

Residence permit for a person employed as a 
specialist
A non-EU citizen arriving in Finland to work in expert 
tasks that require special expertise may be granted a res-
idence permit for a specialist. The permit type requires 
that the applicant has a university degree or has acquired 

The employer should know that project-type work lasting 
less than 90 days is permitted for EU/EEA citizens with-
out a separate registration. However, if the employment 
relationship is to continue for more than 90 days, the 
employer must always ensure that EU/EEA citizens have 
a registration certificate issued by the Finnish Immigra-
tion Service or that the person registers their right of res-
idence within 90 days. 

Citizens of the Nordic countries have the right to live and 
work in other Nordic countries without a residence or work 
permit. Citizens of a Nordic country shall register their 
right of residence personally at the Digital and Popula-
tion Data Services Agency. This must be done within one 
(1) month of moving to Finland if the person is plan-
ning to stay in Finland for more than six (6) months. If 
the period of stay is less than six (6) months, the person 
does not need to submit any notifications to the Finnish 
authorities. 

Non-EU/EEA citizen’s right to work
The right to work of non-EU/EEA citizens is influenced by 
many factors. The right of residence and the right to work 
are determined based on the employee’s visa exemption/
requirement, the duration of work, the duties included in 
the position, and the nature of the work. The right to work 
must always be examined as a whole, and the instructions 
issued by the Finnish Immigration Service must be fol-
lowed closely. The right to work can often be granted on 
different grounds, and it is important for the employer to 
ensure that their information is up to date.

In certain cases, a non-EU/EEA citizen may reside and 
work in Finland for a period of under 90 days with a 
Schengen residence permit granted by another country, 
a visa, or a visa exemption. In other cases, they must 
apply for a suitable residence permit. As a rule, it is ad-
visable to apply for a residence permit before arriving in 
Finland. The permit is applied for by submitting a res-
idence permit application in the Finnish Immigration 
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their expertise in a specialist position through work or 
other education, has a sufficient salary level (gross earn-
ings at least the average gross wage), and the work is de-
manding expert work in terms of content.

The employer must fill in information on the employment 
relationship and the employer for the application either in 
the Enter Finland online e-service or with the Terms of Em-
ployment paper form. Based on the information received, 
the Finnish Immigration Service assesses the terms of em-
ployment and the overall situation of the employer and 
the employee.

Specialists are entitled to work in Finland for 90 days 
without a residence permit. This enables an employee to 
perform short-term project work for Finnish employers. 
However, the employee must reside in the country legally, 
meaning that their visa must be valid, or they must be a 
citizen of a visa-free country. The right to work expires at 
the latest after three (3) months or earlier if the validity 
of the visa or the visa exemption expires earlier. It should 
also be noted that the 90 days of a visa or a visa exemp-
tion apply to the entire Schengen area. If the person has 

already resided in the Schengen area with the visa or visa 
exemption during the previous 180 days, these days must 
be deducted from the duration of the stay in Finland. The 
days can be checked with the European Commission’s cal-
culator. 

Residence permit for an employed person 
A residence permit for an employed person is a residence 
permit for work, which is always granted for the profession-
al field for which the job belongs. The Finnish Immigra-
tion Service checks and assesses all the requirements for 
a residence permit for an employed person.

A residence permit for an employed person can be applied 
for when a new employee, who is not a citizen of an EU 
country, Iceland, Liechtenstein, Norway, or Switzerland, in-
tends to work for a Finnish employer or an employer oper-
ating in Finland, and all other job-based residence permit 
types are out of the question.
 
As with other residence permit applications, the employ-
ee shall primarily submit the application in the Enter Fin-
land online service or on a paper form and visit the Finnish 
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week in any field. The number of working hours is eval-
uated per academic term, which means that the num-
ber of weekly working hours may vary. Per year, a total 
of 1,560 hours of work can be done with a residence per-
mit for studies. 
 
In essence, when hiring an international student, the lim-
itations included in the residence permit for studies must 
be taken into consideration. It is the employer’s respon-
sibility to check how much the student is allowed to work. 
The student and the employer must both make sure that 
the number of allowed hours is not exceeded. The comple-
tion of paid internships and thesis work included in the 
degree does not count towards the 30 hour weekly limit. If 
the internship is not related to studies, the student must 
apply for a residence permit for an employed person or, 
if certain conditions are met, for a residence permit on 
the basis of the internship. Traineeships cannot be done 
visa-free or with a visa. A person who has studied and 
completed a degree in Finland may apply for a residence 
permit granted for job search or business activities, or for 
a residence permit for a person who has completed a de-
gree in Finland for the purpose of working that does not 
involve partial consideration by the Finnish Immigration 
Service. If the employer hires a trainee who is completing 
their studies abroad, they have their own residence permit 
application on the basis of the internship. 

Residence permit for a researcher 
When a position includes primarily research work, an em-
ployee who is not a citizen of an EU/EEA country, Ice-
land, Liechtenstein, Norway, or Switzerland may apply for 
a residence permit for a researcher or they may have one 
granted in another EU country. A researcher can work at 
a higher education institution, a research institute, or a 
company, and the task itself will determine the applica-
ble type of residence permit. An employee who carries out 
research work and resides legally in the country has the 
right to work in Finland for a period of 90 days at most 
without a residence permit. If the research work lasts for 

mission or the office of an outsourced service provider in 
person. The employer must fill in information on the em-
ployment relationship, the employer, and the availability 
of labour either in the Enter Finland for Employer’s online 
service or on the Terms of Employment paper form.

Based on the information received, the Finnish Immigra-
tion Service assesses the availability of labour, the terms 
and conditions of the employment relationship, and the 
overall situation of the employer and the employee. Labour 
market testing means assessing if workforce from Finland 
or the EU/EEA area is available for the task in question 
within a reasonable time, based on the information pro-
vided by the employer. The Finnish Immigration Service 
may require the employer to publish a job advertisement 
in public recruitment services and the EURES services. If, 
based on the assessment, it is possible to find workforce 
from the EU/EEA area within a reasonable time, there are 
no grounds for granting the employee’s residence permit 
and the partial decision is negative. Regional work per-
mit policies are also taken into account in the considera-
tion. Moreover, the sufficiency of the employee’s income, 
whether the work is continuous or temporary, and whether 
the employer is able to meet its employer obligations will 
also be assessed, among other things. The salary must be 
in accordance with the collective agreement, at least. Fur-
ther information on the assessment is available from the 
Finnish Immigration Service. After making the partial deci-
sion, the TE Office transfers the matter to the Finnish Im-
migration Service, which assesses the general conditions 
for issuing a residence permit and makes the decision on 
granting the permit if the conditions are met. 

Foreign student’s right to work
There are a significant number of international students 
studying in Finnish educational institutions. Degree stu-
dents who are not citizens of an EU country, Iceland, 
Liechtenstein, Norway, or Switzerland have, as a rule, a 
residence permit for studies. A residence permit for stud-
ies enables students to work an average of 30 hours / 
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If the person has already resided in the Schengen area 
with the visa or visa exemption during the previous 180 
days, these days must be deducted from the duration of 
the stay in Finland. 

A person can also do other type of work in addition to 
research work with a residence permit for a researcher. 
However, the person must work fulltime as a researcher 
and make progress in their research work. The Finnish 
Immigration Service will check that the research work 
progresses in conjunction with an application for an ex-
tended permit.

EU Blue Card
A citizen of a non-EU/EEA country arriving in Finland and 
coming to work in tasks requiring special professional 
qualifications or special skills may be granted an EU Blue 
Card. An EU Blue Card can only be applied for by persons 
with a higher education degree and sufficient salary lev-
el, and it can be granted for a maximum period of two (2) 
years at a time. The employer must fill in information on 
the employment relationship and the employer either in 
the Enter Finland online service or with the Terms of Em-
ployment paper form. Based on the information received, 
the Finnish Immigration Service assesses the terms of 
employment and the overall situation of the employer 
and the employee. 

With an EU Blue Card granted by another EU country, it 
is possible to move to Finland to work in tasks that re-
quire special expertise. The holder of an EU Blue Card has 
the right to work in Finland for 90 days without a resi-
dence permit granted by Finland. This enables short pro-
ject-based work for Finnish employers. If the work lasts 
longer than 90 days, the employee must apply for a new 
EU Blue Card from Finland. The right to work will continue 
after the 90 days if the new EU Blue Card has been granted.

If an employee entering a position requiring special pro-
fessional qualifications or skills does not have an EU Blue 

more than 90 days, the employee must apply for a resi-
dence permit for a researcher. 

A researcher’s residence permit can be granted either 
based on the EU directive or as a national permit. With 
a researcher’s residence permit under the Directive, an 
employee can also carry out research work in another EU 
country without separate permit applications. A research-
er arriving in Finland may, in turn, have a researcher’s 
permit granted by another EU country. As an exception to 
the other permit types, residence permit for a researcher 
enables the permit holder to move between EU countries 
as the country of work changes and wait for a new resi-
dence permit in the new country of residence. In such a 
situation, a researcher arriving from abroad can start re-
search work immediately with a researcher’s residence 
permit issued by another EU country. In other words, 
the employer can accept a researcher’s residence permit 
granted in another EU country as proof of the research-
er’s right to work. However, researchers must always sub-
mit a mobility notification to the Finnish Immigration 
Service of their arrival in Finland. If the Finnish Immi-
gration Service does not object to the researcher’s mobil-
ity, a certificate indicating the researcher’s right to reside 
and conduct research in Finland will be issued. The spe-
cial features of the researcher’s residence permit enable 
cross-border research cooperation within the European 
Union.

If the researcher does not have a valid residence per-
mit for research granted by another EU country, the re-
searcher can still work in Finland for 90 days without a 
residence permit. This makes it possible to work as a re-
searcher in short-term research work. However, the re-
searcher must reside in the country legally, meaning that 
their visa must be valid, or they must be a citizen of a vi-
sa-free country. The right to work expires at the latest af-
ter three (3) months or earlier if the validity of the visa or 
the visa exemption expires earlier. It should also be not-
ed that these 90 days apply to the entire Schengen area. 
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Seasonal work
In Finland, plenty of seasonal work is carried out in the 
fields of agriculture and tourism. The maximum length of 
work classified as seasonal work is nine (9) months. Sea-
sonal work requiring a permit includes, for example, farm 
work, forestry, and festival work. Seasonal work must al-
ways be based on an employment contract that specifies 
the terms and conditions of the employment relationship. 
Persons coming from visa-free countries must contact the 
Finnish Immigration Service to obtain a certificate for 
seasonal work lasting 90 days at most that verifies their 
right to work. The certificate for seasonal work can also 
be applied for online in Enter Finland. Persons who need 
a visa to enter Finland and come to Finland for seasonal 
work for 90 days at most must apply for a seasonal work 
visa at a Finnish mission. 

Residence permits for seasonal work are applied for from 
the Finnish Immigration Service. Granting a residence 
permit for seasonal work requires a binding work offer or 
valid work contract. In addition, the employer must fill in 
information on the terms of the employment in the En-
ter Finland for Employers online service or with the sup-
plement form TY6 plus. Comprehensive instructions for 
employers of seasonal workers are available on the Finn-
ish Immigration Service’s website. At the time of writing 
the guide, if a person picks wild berries in an employment  

Card granted by another member state, they can still work 
in the country for up to 90 days if they are staying in the 
country legally, i.e. the visa must be valid or the person 
must be a citizen of a visa-free country. The right to work 
ends after three (3) months at the latest, or even earlier 
if the validity of the visa or the visa waiver expires earlier. 
It should also be noted that the 90 days of a person’s vi-
sa or visa-free regime apply to the entire Schengen area.  
If a person has already stayed in the Schengen area dur-
ing the previous 180 days with the visa or visa waiver, 
these days must be deducted from the duration of the 
stay in Finland.

When the employer is instructing an employee in the res-
idence permit process, it is good to know that, statistical-
ly, not many applications for an EU Blue Card have been 
submitted in Finland. The purpose of the card is to pro-
mote the European Union’s competitiveness in terms of 
skilled workforce. However, the use of the EU Blue Card 
has remained low throughout the European Union, as the 
national residence permits and processes available for 
specialists have been sufficient. It may make sense to 
primarily consider other residence permit options in or-
der to obtain the right to work.
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formation on asylum seekers’ right to work is available 
from the Finnish Immigration Service. It is advisable for 
the employer to monitor the progress of the application 
process and verify the person’s right to work at regular 
intervals, such as every six (6) months.

Right to work on the basis of temporary protection
A person fleeing the war in Ukraine who has registered an 
application for temporary protection with the Finnish po-
lice or border authorities has unrestricted right to work. 
A person can start working immediately after registering 
an application for temporary protection with the police or 
border authorities. The employer can verify the right to 
work by asking the employee for a certificate of a pend-
ing application, a residence permit card, or a letter on the 
extension of the residence permit for temporary protec-
tion. The police or border authority will provide the person 
with a certificate of a pending application at the time of 
registration or upon a separate request. The granted res-
idence permit contains a note of the unrestricted right to 
work. A residence permit for temporary protection grant-
ed by another EU country does not entitle the person to 
work in Finland, but in this case the person must register 
the application for temporary protection with the Finn-
ish authorities.

Special circumstances
Special circumstances include, for example, an invita-
tion to work in Finland and intra-company transfer. Many 
people are invited here to work in the field of sport or 
research, for example. In certain cases, the invitation al-
lows working with or without a visa for a maximum of 90 
days, for example, as an expert, teacher, athlete, or in-
terpreter. In addition, an employee of another employer 
operating in an EU/EEA country may work temporarily in 
Finland e.g. in procurement or subcontracting work. Even 
in these cases, the working period can be up to 90 days. 
Up-to-date information on work that can be done with-
out a residence permit for a maximum of 90 days can be 
found on the website of the Finnish Immigration Service. 

relationship and is a citizen of a non-EU/EEA country, 
they must apply for a residence permit for an employed 
person. When the update of the Seasonal Workers Act en-
ters into force, citizens of non-EU/EEA countries must 
apply for a residence permit for seasonal work in order 
to come to Finland to pick wild berries in an employment 
relationship.

Asylum seekers’ right to work
In many cases, asylum seekers have the right to work 
in Finland. As a rule, the right to work begins three (3) 
or six (6) months after applying for asylum. If the per-
son has presented the officials with a valid and authen-
ticated passport or other travel document, the right to 
work begins after three (3) months. If no travel docu-
ment has been presented, the right to work begins after 
six (6) months.The same applies also to subsequent ap-
plications, meaning that if the asylum seeker has already 
received a negative decision on at least one (1) asylum 
application, the right to work will continue in three (3) 
or six (6) months after submitting the subsequent ap-
plication. 
 
The employer can check an employee’s right to work by re-
questing the information from the Finnish Immigration 
Service. An asylum seeker’s right to work lasts until the 
decision on the asylum application acquires legal force. 
If the decision is positive, the decision and residence 
permit card will indicate the person’s right to work. If the 
decision is negative and issued on or after 1.9.2024, the 
asylum seeker’s right to work is valid for the appeal pe-
riod, i.e. 30 days from the date on which the person has 
been notified of the negative decision. If a person ap-
peals to an administrative court, the right to work con-
tinues until the person is notified of the administrative 
court’s decision. If the Finnish Immigration Service has 
applied an accelerated procedure to the asylum applica-
tion or considered the application inadmissible, the right 
to work ends on the day when the person is notified of the 
decision of the Finnish Immigration Service. Further in-
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Finnish Immigration Service does not object to short-
term mobility, the employee may enter Finland to work 
for a maximum of 90 days. If a person works in anoth-
er EU country with an ICT residence permit from that 
Member State, they can also use it to move to Finland 
as a director, expert, or trainee for a long-term trans-
fer, i.e. for a period of more than 90 days, but in this 
case they must apply for a Mobile ICT residence permit 
from Finland.

Fast track and D visa
In certain situations, a residence permit decision can be 
obtained in two (2) weeks via the fast track service. To 
use the fast track service, the first permit must be ap-
plied for from abroad. The processing of an application 
for an ICT permit for a specialist, a start-up entrepreneur, 
an EU Blue Card, an expert or manager, and a first permit 
for a person working in senior and middle management 
can be fast-tracked. A spouse and children arriving at the 
same time can also apply for a first residence permit via 
the fast track service. The employer must fulfil the terms 
and conditions of employment in Enter Finland for Em-
ployers within two (2) working days of submitting the ap-
plication at the latest. 

However, in this case, the person must be legally staying 
in the country, that is, the visa must be valid or the per-
son must be a citizen of a visa-free country. The right to 
work ends after three (3) months at the latest, or even 
earlier if the validity of the visa or the visa waiver expires 
earlier. It should also be noted that the 90 days of a per-
son’s visa or visa-free regime apply to the entire Schen-
gen area. If a person has already stayed in the Schengen 
area during the previous 180 days based on a visa or vi-
sa-free stay, these days must be deducted from the du-
ration of the stay in question.

An employee who becomes a director, expert, or trainee 
as an internal transfer of a company or group of com-
panies and who is a citizen of a country other than an 
EU/EEA country or Switzerland can apply for a so-called 
ICT or Mobile ICT residence permit (ICT= intra-corporate 
transfer). The first ICT permit can only be applied for if 
the employee lives outside the EU. If a person works in 
another EU country with an ICT residence permit from 
that EU Member State, they may also use it to move to 
Finland as a director, expert, or trainee for a short pe-
riod of up to 90 days on the basis of an intra-corporate 
transfer, if the Finnish host company submits a mobility 
notification to the Finnish Immigration Service. If the 
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Especially with regard to employment relationships that 
are valid until further notice, it is advisable for the employ-
er to have in place an effective procedure for checking the 
employees’ extended permits and thus making sure that 
the information on the employee’s right to work is up to 
date. In the best case scenario, the employer reminds the 
employees to renew their permits and offers help in apply-
ing for the extended permits. When renewing fixed-term 
contracts, the employer should consider the schedule of 
extending the fixed-term contracts, as the employees must 
always apply for an extended permit before the last date 
of validity of the previous permit. Each employee must al-
ways present the granted extended permit to the employ-
er and the employer is obligated to save the information 
on the extended permit in a manner suitable for the stor-
age of personal data.

In situations where an employee has worked in Finland for 
at least nine (9) months with a residence permit issued for 
a specific field and changes jobs to move to another pro-
fessional field, labour market testing is not applied even 
in the case of applying for an extended residence permit 
for an employed person.

FOR THE EMPLOYER TO CONSIDER
•	What kind of systems does the organisation 

have for storing and checking information on 
the employees’ right to work?

•	What would be the most effective way to 
ensure that extended permits are checked?

Role of the Finnish Border Guard when arriving in 
Finland
New employees arriving in Finland must cross the Finn-
ish border. In situations where the employee arrives in 
Finland from outside the Schengen area or leaves Fin-
land to go outside the Schengen area alone or with their 

The employee and the spouse and children arriving at 
the same time can apply for a D visa with or without the 
fast track. The D visa allows the person to enter Finland 
as soon as the residence permit and the D visa have been 
granted. A D visa cannot be obtained without the suita-
ble residence permit and it does not in itself include the 
right to work. In addition to the cases mentioned above, 
a person can apply for a D visa if they have been granted 
a residence permit for a startup entrepreneur, studies, or 
research, or if they are coming to work for an employer 
that has been certified by the Finnish Immigration Ser-
vice.

Extended permits
When the residence permit expires, employees who are not 
citizens of an EU/EEA country or Switzerland can apply for 
an extended permit if the current employment relation-
ship continues or if they are to conclude a new employment 
contract with a new employer. The validity of the residence 
permit and that of the employment contract do not always 
coincide, and it is, therefore, advisable to pay attention to 
applying for an extended permit well in advance. In gen-
eral, the right to work in the same position will continue 
until the new residence permit has been granted if an ex-
tended permit is applied for during the validity of the pre-
vious residence permit.

In fixed-term employment, the residence permit is usual-
ly issued at most for the duration of the employment rela-
tionship. It is worth remembering that a residence permit 
cannot be issued for a longer period than the existing em-
ployment relationship. In employment relationships that 
are valid until further notice, the validity of the residence 
permit is not determined by the duration of the employ-
ment relationship. The residence permit is issued for a 
fixed term, even if the employment relationship is valid 
indefinitely. Only a permanent residence permit is valid 
until further notice.
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6.	 Give the employee the business ID of 
your company. It is required for the 
application and allows you to fill in and 
submit the terms of employment.

7.	 Fill in and submit the terms of employment 
after the employee has submitted his or 
her application via Enter Finland.

8.	 Remind the employee to book an appointment 
for proving his or her identity.

Decision and travel
9.	 You can follow the processing of the 

application in Enter Finland for Employers.
10.	Once a residence permit card has been issued, 

remind the employee to collect the card. He 
or she will need it to travel to Finland.

11.	 Help the employee book the necessary 
appointments with authorities in advance.

12.	 Give the employee the employment 
contract. Authorities may need to see it.

Settling in 
13.	 Ask the employee to register with the Digital 

and Population Data Services Agency in 
order to have his or her personal details, 
address and family details entered in the 
Population Information System of Finland.

14.	 Remind the employee to get a tax card 
from the Finnish Tax Administration 
and to deliver it to you.

Starting to work
15.	  Remind the employee to contact the 

Social Insurance Institution of Finland 
if he or she needs social benefits.

16.	 Keep a record of your company’s foreign 
employees and the grounds for their right 
to work. Inform employee representatives 
of the name of your foreign employee and 
the applicable collective agreement.

family, they cross the external border. In this case they 
must travel via an established border crossing point. Fin-
land has several established international border crossing 
points for entering and exiting the country, of which air-
ports and harbours are the most well-known.

At border crossing points, the Finnish Border Guard’s 
staff checks the conditions for entering or exiting the 
country for the new employees and their family mem-
bers. Each person arriving at the border must present the 
required travel documents such as a passport or ID card 
issued by an EU country. In addition, the Border Guard 
staff is presented with a residence permit card or a visa 
if one has been granted prior to arriving in Finland. The 
Border Guard staff may ask additional questions on the 
purpose of the stay in Finland. Further information on 
travel guidelines and other information concerning bor-
der crossing is available on the website of the Finnish 
Border Guard.

Residence permit process and moving to Finland 
from the employer’s perspective 
(See the accompanying chart)

Preparation
1.	  Use the Classification of Occupations by 

Statistics Finland to determine the occupation.
2.	 Check the regional work permit policy from 

the local ELY Centre to see if you can hire 
without examining the availability of labour.

3.	 Read the requirements for a residence permit 
for an employed person (‘TTOL’) on the 
website of the Finnish Immigration Service.

4.	 Create a user account in the online 
service Enter Finland for Employers.

Application
5.	 Ask the employee to apply for a residence 

permit for an employed person using 
the online service Enter Finland.
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the costs of the employee’s orientation and settling in a 
new country. The amount of support depends on, among 
other things, the country of work and the scope of the 
induction programme. An employer located in Finland 
can receive a subsidy of EUR 1,390–1,750 per recruited 
employee. Employers can receive advice on how to apply 
for financial support from the EURES Targeted Mobility 
Scheme from EURES advisers, and it is advisable to be in 
touch already when planning the recruitment. Finland’s 
EURES advisers can, among other things, assess whether 
the form of support would be suitable for the recruitment 
need in question and help with the application.

Subsidised employment
Subsidised employment means that the state participates 
in the employee’s pay costs, making the costs of the em-
ployment relationship more affordable for the employer. 
The purpose of subsidised work is to provide unemployed 
jobseekers with more work experience and improve their 
working life skills or to enable access to education. A pay 
subsidy is a common form of subsidised employment. 
The Public employment services may grant the employer 
a subsidy for the costs arising from the salary of an un-
employed jobseeker. Moreover, the work supported by the 
pay subsidy must promote the future employment of the 
unemployed person. The employer may receive a pay sub-
sidy for work carried out in an employment relationship 
or for apprenticeship training. The employer must pay the 
wages for the work in accordance with the collective agree-
ment or, in the absence of a collective agreement, the usu-
al and reasonable remuneration. The pay subsidy can be a 
maximum of 50% or 70% of the wage costs. 

Business Finland funding
Business Finland supports the internationalisation of 
companies in many ways. Business Finland organises 
events, provides training and advice, grants financial 
support, and assists in the development of international 
business networks. Business Finland’s customer base in-
cludes, for example, SMEs, start-up companies, large en-

PAY SUBSIDIES AND ALTERNATIVE WAYS 
OF WORKING

Municipal subsidies and international EURES support
Several cities and municipalities in Finland offer cost-
free financial support and advice in recruitment situa-
tions. Financial support can be received, for example, for 
costs related to guidance, orientation, tools, work cloth-
ing, and workspaces incurred in the recruitment process, 
for the performance of one-time work or a project, or for 
pay costs. The financial support provided for pay costs 
may mean, for example, a summer job voucher, appren-
ticeship supplement, pay subsidy, or municipal sup-
plement. The subsidies involve certain definitions and 
conditions, and they are intended to promote employ-
ment in each municipality. In other words, the decisive 
factor in pay subsidies is where the employer operates or 
where the employee lives, not the employee’s nationali-
ty. As a result, these subsidies are also available for re-
cruiting foreign employees. For more information on the 
above-mentioned support forms, contact your own mu-
nicipality or city. 

Examples:
Espoo supplement for employment of the City of Espoo

Services for employers offered by the City of Oulu

Municipal supplement for employment of the City  
of Raahe 

Recruitment support of the City of Äänekoski

The European job network EURES can also provide support 
for recruiting employees from abroad. EURES coordinates 
the Targeted Mobility Scheme actions, where both employ-
ers and jobseekers can apply for financial support when 
starting a job requires employees to move from one coun-
try to another. The support is available in the EU, Norway, 
and Iceland. For the employer, the subsidy is granted for 
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terprises, research organisations, and the public sector. 
In this guide, we focus on the support available for the in-
ternationalisation of SMEs and start-up companies. Busi-
ness Finland’s services are free of charge. 

Business Finland funds research and business activities 
aimed at discovering new innovations. In terms of inter-
national recruitment, the essential forms of financial sup-
port are the Explorer, Talent, and Tempo funding services. 
These funding types constitute grants which do not have to 
be paid back. All financial services are de minimis aid. It is 
possible to receive EUR 200,000 in funding over three (3) 
years. Organisations should already contact Business Fin-
land’s business coaches before submitting a funding ap-
plication. The plan can be presented briefly to a business 
coach by telephone, for example, and they can advise on 
which parts of the application require special attention. A 
company can also register to the My Business service, an-
swer questions about the business, and find out whether 
Business Finland is the right party to offer financial and in-
ternationalisation services in the case in question.

With Explorer funding, a company can hire or acquire 
skills to enter international markets, participate in inter-
national B2B trade fairs in a group of SMEs or midcap en-
terprises, or assemble a group of companies to explore 
joint export opportunities. Explorer funding includes the 
Market Explorer, and Exhibition Explorer funding services. 
Market Explorer funding is suitable for SMEs and midcaps 
that have been operating for more than five (5) years and 
have a product, service, or business model that stands 
out in the international market. The funding can be used 
to obtain information about the new export market by 
utilising the acquired expert services and, in addition, 
by covering the costs of the company’s own internation-
al business experts. At the time of updating the guide, 
the maximum amount of funding is €40,000 (50% sub-
sidy). Exhibition Explorer funding is for SMEs and mid-
caps participating in international B2B trade fairs abroad. 
At the time of updating the guide, the maximum amount 

of funding is €10,000 per trade fair project.

Talent funding is suitable for SMEs and midcap enterprises 
seeking international growth with an innovative product, 
service, or business model. With the help of the funding, 
the company can increase the internationalization capabil-
ities of its own personnel. The actions may focus on com-
petence management, corporate culture, employer image 
and/or improving recruitment capabilities. Funding can 
be applied for at different stages of internationalisation, 
i.e. in the early stages, in a phase of strong international 
growth, and when pioneering in the international market. 
At the time of writing the guide, the maximum amount of 
funding is €50,000 (50% subsidy). 

A start-up company that has been in business for less than 
five (5) years can apply for Tempo funding to work on a 
new product or service idea and to prepare for interna-
tional growth. In a Tempo project, the company can test 
the functionality of its idea, obtain feedback from poten-
tial customers, and map the functionality and demand of 
the product in a new international market. Tempo funding 
can be used, for example, to create an internationalization 
strategy, market studies, IP and patent studies, as well as 
to participate in accelerator programs and Market Access 
programs. At the time of updating the guide, the maxi-
mum amount of Tempo funding is €60,000 (75% sub-
sidy). The criteria for accepting the application include, 
among others, a requirement for EUR 30,000 in equity fi-
nancing and confirmed self-financing during the project. 

Employers should also keep the Enterprise Europe Network 
(EEN) in mind as their organisations become increasingly 
international. EEN provides advice on internationalisation 
and legal matters, organises topical seminars, and helps 
organisations find international partners and EU funding 
programmes. 
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Internship 
An internship refers to fixed-term work carried out for an 
employer, usually for a period lasting from a few weeks to 
three (3) months. The purpose of an internship is to fa-
miliarise the trainee with working life and increase their 
professional skills. Internships are referred to as trainee-
ships or work placements in universities and universities 
of applied sciences. An internship can only be unpaid if 
it is related to studies or a work trial conducted by public 
employment services.

The employer must ensure that the trainee has a suit-
able right to work and that the trainee is provided with 
the appropriate tools and orientation for carrying out the 
work. More information on the employer’s and employ-
ee’s rights and obligations can be found in the section 
Rights and obligations of the employer and the employee.

In Finland, traineeships are a compulsory part of the stu-
dents’ degrees at, for example, universities of applied 
sciences, and trainee positions are often in high demand. 
Employers can search for international university trainees 
by advertising the internship directly in the higher educa-
tion institutions’ own recruitment channels or by active-
ly participating in the International Talent programmes 
organised by the institutions. In addition, a trainee can 
also be found in foreign higher education institutions. 
However, in the case of a trainee arriving from abroad, 
the regulations concerning their right to work must al-
ways be checked, and the trainee may need to apply for a 
residence permit for an internship from the Finnish Im-
migration Service. 

Temporary agency work
Temporary agency work refers to a contractual arrange-
ment whereby an organisation employing workforce con-
cludes an agreement with another organisation on hiring 
an employee in exchange for compensation. The work 
is always carried out under the management and su-
pervision of the organisation using the workforce, but 

the temporary agency remains the employer. Companies 
providing temporary agency workers are often referred 
to as private employment agencies.

The employer obligations included in international re-
cruitments concern the main contractor or subcontractor 
and the contracting partner in accordance with section 
82 of the Aliens Act. The minimum terms and conditions 
of the employment relationship are based on labour leg-
islation and on the collective agreement applicable to 
the work in question. If no collective agreement exists, 
the terms of employment must still be reasonable. A 
company that uses a temporary agency worker is also re-
sponsible for the occupational safety of the temporary 
agency worker’s daily work. To ensure this, the company 
must inform the temporary agency of the professional 
skills requirements and the specifics of the work. In ad-
dition, the company must provide the temporary agen-
cy worker with adequate information on the hazards and 
dangers at work and the required occupational safety 
and health measures. The company must notify its own 
occupational health services and occupational safety and 
health representative of the commencement of tempo-
rary agency work.

In the case of temporary agency workers posted to Fin-
land, the Act on Posting Workers applies. Among other 
things, the client must ensure that the sending com-
pany has a representative in Finland and provide the 
sending company with the information it needs to fulfil 
its employer obligations in temporary agency work. The 
law also defines the minimum terms and conditions of 
employment for employees posted to Finland. In addi-
tion, the Act on the Contractor’s Obligations and Liabil-
ity when Work is Contracted Out requires the contractor 
to check how the social security of employees posted to 
Finland is determined before the start of the work. An 
employee coming to work in Finland temporarily from 
an EU or social security agreement country should have 
a certificate, within the EU an A1 certificate, indicating 
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that the employee is covered by the social security sys-
tem of the country of origin. The foreign employer is 
responsible for paying the statutory social insurance 
contributions to the country designated in the A1 cer-
tificate.

Subcontracting 
In international projects, the employer should also con-
sider the option of purchasing workforce from a subcon-
tractor. A subcontractor is a person or company that is 
committed to supplying the work or material specified in 
the contract agreement. In the Act on the Contractor’s Ob-
ligations and Liability when Work is Contracted Out, a sub-
contract refers to an agreement between the contractor 
and its contracting partner in order to produce a certain 
work outcome in return for compensation. Subcontracting 
allows for the distribution of workload among experts in 
different fields and the concentration of the expertise or 
product range of a service provider company into a nar-
rower area. Moreover, subcontracting is also an effective 
way of reducing costs and sharing responsibility for the 
implementation of a certain project area.

Many organisations operating in Finland use internation-
al workforce through a subcontractor. The main contrac-
tor has obligations based on the Aliens Act and the Act 
on the Contractor’s Obligations and Liability when Work 
is Contracted Out that must be considered in the subcon-
tracting process. However, special emphasis in subcon-
tracting chains is placed on ethical and fair recruitment. 
Ethical recruitment is discussed in the section Ethical 
recruitment. 
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FOR THE EMPLOYER/CLIENT TO CONSIDER
•	What kind of pay does the subcontractor pay 

in Finland or abroad? 
•	What kind of working conditions or 

occupational health care do the employees 
have? 

•	Does the subcontractor comply with labour 
legislation and the Aliens Act?

Project work 
Project work includes a carefully determined start, end, 
and timetable. As a rule, projects involve a designated 
person who is removed from other tasks or, alternative-
ly, hired for the project. Many work communities carry 
out a lot of project-like work that is temporary in nature, 
such as work group activities. In general, however, larger 
projects have a single, one-time goal. Due to its nature, 
project work is always fixed-term work and, as a result, it 
often affects the employee’s employment relationship, 
as well. 

Project work varies rather significantly from field to field. 
For example, projects in the technology sector are rather 
different when compared to projects in the field of social 
and health care services. The employment relationships 
created for projects also vary between sectors. An inter-
national recruitment process for project work is mainly 
consistent with the basic principles of international re-
cruitment. Of course, the fixed-term nature of project 
work may affect, for example, the type of the employ-
ee’s first residence permit or access to the Finnish so-
cial security system when recruiting from outside the EU/
EEA area. In fact, employees may be able to participate 
in short-term projects even without a separate residence 
permit. However, the right to work must always be ver-
ified separately with consideration for the situation of 
each employee. 
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Working on a grant
Grants are paid to support artistic and scientific work, for 
example. A number of public organisations, foundations, 
higher education institutions, and other entities regular-
ly award grants for various projects, studies, and other 
efforts. While the payer of a wage or fee may demand 
the recipient to complete work or produce results in ex-
change for the paid money, a grant constitutes gratuitous 
income. In other words, the party awarding the grant can-
not demand anything from the recipient in exchange. The 
grant recipient is not obligated to report to the payer on, 
for example, the use of the grant or the results obtained 
with it. If, for example, specified conditions are estab-
lished for the awarding or using of a grant, if the grant 
has not been officially open to applications, or if the grant 
recipient has agreed on the implementation of a specific 
study, the grant constitutes, in practice, pay for work per-
formed on behalf of another party. The information pro-
vided above is based on the definition on the nature of a 
grant provided in the Income Tax Act. The taxation of a 
grant depends on the payer, amount and purpose of the 
grant. If the grant has been awarded from Finland and the 
work is carried out in Finland, it must also be insured for 
pension if certain conditions are met.

Cooperation with other companies
The answer to recruitment needs may also be found 
through cooperation. For example, in situations where an 
organisation needs new know-how or competence to im-
plement a particular idea or project, it can make sense to 
consider cooperation with another organisation and share 
the competence and resources. For example, small-busi-
ness owners and start-up entrepreneurs have a lot of ex-
pertise and know-how in many different areas, such as 
different target countries, international markets, digital-
isation of services, and innovative further development 
of products and services. As a result, new opportunities 
will appear for more wide-reaching international activi-
ties and for the implementation of ideas requiring spe-
cial expertise. 

It is advisable to agree on the cooperation in writing. 
In international situations, the parties must check which 
country’s legislation they must comply with. The cooper-
ation can be funded with, for example, the above-men-
tioned funding elements provided by Business Finland. 
The party performing the work may also act as a private 
trader or light entrepreneur to invoice the organisation 
for the performed work. More information and contacts 
with other local companies can be obtained from region-
al innovation and business centres, start-up centres, and 
chambers of commerce. 

FOR THE EMPLOYER TO CONSIDER
•	Which forms of support would be suitable for 

the organisation? 
•	Could the use of support forms be planned 

in advance for a period of a few years, for 
example?

•	Is there experience of using the 
aforementioned forms of support in the 
organisation’s networks?

•	Could the organisation cooperate with others 
and, for example, share competence and 
workforce?

•	How can the right to work and good 
working conditions also be ensured in a 
subcontracting chain, for example?

TERMINATION OF AN EMPLOYMENT 
CONTRACT AND LAY-OFFS

The termination of the employment contract and lay-offs 
are not necessarily the first topics to be discussed at the 
beginning of an employment relationship. However, it is 
advisable to inform international employees of these is-
sues, so that they know how Finnish legislation and prac-
tices affect the situation. The topic can be brought up, 
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for example, in the material focusing on HR matters. It 
is also essential to provide information on support mod-
els, such as transition security, and give the employees 
the contact details of the public employment services.

The Finnish lay-off system is quite unique in the world. 
In Finland, the employer can lay off employees in certain 
situations, whereas in other countries the employment 
relationship often has to be terminated. This arrange-
ment and the related support forms and rights should 
also be explained to international employees. The em-
ployees may not have any experience of such a model, 
especially if they have only recently arrived in Finland. 
Telling the employees about public employment servic-
es, support models, and employee’s rights accentuates 
the employer’s responsibility and lets the employees 
know that their well-being in different situations is im-
portant to the employer.

When an employment relationship ends, the employer 
has a duty to inform the employees who are dismissed 
on financial or production-related grounds of the public 
employment services available. The duty must always 
be fulfilled prior to terminating the employment rela-
tionship. The services to mention include employment 
services, career planning, career guidance, and labour 
market training. The employer must be able to explain 
the topical services to the employee or arrange a repre-
sentative of the public employment services to tell them 
about the services.

POSTPONING AND CANCELLING 
RECRUITMENT

Sometimes a planned recruitment process or employment 
relationship is not realised for unexpected reasons. In 
such cases, it may be necessary to postpone the start of 
the employment relationship or even cancel the planned 
recruitment process altogether. If the employment con-

tract has already been signed, it is worth knowing that 
there is no obligation to pay wages if the prerequisites for 
the employment relationship are not met. In other words, 
if it has been agreed that a person will come to work in 
Finland, but they cannot arrive in Finland to work at the 
time, the employer is under no obligation to pay wages. 
Similarly, if a person does not receive a permit to carry 
out the work in question in time, the conditions of the 
employment relationship are not met, and the employer 
is not bound by the employment contract. Work cannot be 
started without a permit to carry out the work in question. 
This may be a difficult situation for the employee, but it 
is worth knowing for the employer. In such situations, it 
is advisable to check with an employment and labour law 
professional, as there may be special details in each case.
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4. STARTING WORK IN FINLAND

EMPLOYEE ORIENTATION

It is hardly possible to over-emphasise the importance of 
orientation when taking up a new job. Anyone who has ever 
started in a new position knows how important it is to re-
ceive information on both the expectations associated with 
the position and the work community’s operating methods 
and culture. In the case of an international employee, the 
importance of orientation is particularly highlighted, as 
the person may not have prior knowledge or experience of 
working in a Finnish organisation or work community. Even 
if the organisation’s operations are international by nature, 
many operating methods may still be based on Finnish 
legislation and practices, the operating language in many 
everyday situations may be Finnish or Swedish, and the 
organisation’s partners and customers may be primarily 
Finnish. The language and culture affect the everyday work 
and activities in many ways, which is why it is important to 
familiarise new employees even with practical matters that 
may seem obvious and self-evident. Moreover, the employ-
er is obligated under the Occupational Safety and Health 
Act to provide new employees with adequate orientation.

The orientation to a new position and work community 
can already be started before the work begins by, for ex-
ample, inviting the new employee to participate in social 
events and giving them more information about the duties 
and the organisation. The orientation is best carried out 
while working. All practical tools and equipment should be 
checked and made ready before the new employee arrives. 
Moreover, it is advisable to prepare some kind of a wel-
come package for the employee and appoint support per-
sons who will help the new employee to learn the job and 
answer any general questions that may arise. In addition 

to the supervisor, it is recommended that also other mem-
bers of the work community participate in the orientation 
by, for example, telling the new employee about their own 
work and its connection to the new employee’s tasks. It is 
advisable to agree with the team on the implementation of 
orientation already before the new employee begins work. 

It is advisable to give the new employee any and all infor-
mation related to the work and the work community that 
may be of assistance when starting work and getting set-
tled in the work community. It is worth remembering that 
while the trial period is a time for the employer to ascer-
tain that the new employee is suitable for the task, the new 
employee can also use the period to see if the workplace 
is suitable for them. A good start lays the foundation for 
a long employment relationship. Even the tiniest things 
can have a major impact on how quickly a new employee 
can adjust to the work and find their place in the new work 
community. For example, if everyone has brought their own 
indoor footwear and coffee mugs to the office, the team 
tends to meet weekly for breakfast or a game of floorball, 
or if they have a habit of sharing interesting news through 
an instant messaging service, it is a good idea to tell the 
new employee about these customs right away.

As there are plenty of details and things to remember when 
starting a new job, it may be a good idea to organise the 
orientation over a period of several weeks. The new employ-
ee may not necessarily remember everything that is said 
at the beginning due to the massive amount of new infor-
mation they receive every day. The orientation should be 
started by discussing the tools used in the work and other 
everyday matters. Many organisations have their own ori-
entation programme, which may consist of instructions, 



•	everyday matters (lunch places and times, 
working hours, house rules, etc.)

•	language and cultural issues (training, 
observations for the specific work community)

•	workplace safety instructions and safe  
working practices

FOR THE EMPLOYER TO CONSIDER
•	What kind of things enable a new employee to 

succeed in their work?
•	What kind of things best support the new 

employee’s adjustment to the new work 
community?

•	Does the organisation have an orientation 
programme? If not, could one be developed?

•	Who provides support as a new employee 
begins work, both in terms of the actual work 
tasks and operating in the work community in 
general?

•	What is the organisation’s main language in 
everyday work and in internal and external 
communication?

•	What are the main features of the activities, 
and how would you describe the work 
community’s way of working, cooperating, 
leading teams, and performing tasks?

•	How can you ensure that the work community 
welcomes the new employee?

WELCOME TO THE WORK COMMUNITY

The way the work community welcomes a new employee 
forms an important part of a successful start for work. 
Good team spirit and the feeling of inclusion promote 
well-being at work and the successful management of 
work tasks. As mentioned earlier in the guide, interna-

texts, videos and checklists. The following links provide ad-
ditional information and examples regarding orientation:

STTK: Employee’s right to orientation

Finnish Institute of Occupational Health:  
Orientation

The Centre for Occupational Safety:  
Work orientation checklist

The Centre for Occupational Safety:  
Employee orientation and guidance

Occupational Safety and Health Administration: 
Instruction and guidance 

Occupational Safety and Health Administration: 
Safety and health in the workplace

Orientation checklist:
•	equipment (computer, telephone, keys,  

access permits, workstation, etc.)
•	essential tasks
•	key systems, communication tools, data 

banks, etc. (including instant messaging  
services, databases, and the e-mail system)

•	contact details of the contact persons  
(HR, caretaker, supervisor, etc.)

•	introduction to the team
•	tour of the workplace
•	presentation of the organisation’s activities, 

partners, customers, and other important 
parties

•	designated support persons (work tasks,  
employment relationship matters, work  
community)

•	opportunities for training and development
•	fringe benefits 
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ject and the Kotoutuminen.fi online service offer tips on 
good language practices.

ORIENTATION FOR THE WORK COMMUNITY

When a new person joins a community, it always has an 
impact on that specific group. In the case of interna-
tional recruitment, especially the first foreign employ-
ee’s entry into the work community may stir interest and 
excitement. The internationalisation of everyday work 
and the so-called internationalisation at home generate 
a wide range of opportunities for developing the skills 
needed in the work community, communication activi-
ties, and social situations. Members of a work commu-
nity can improve their language skills, learn more about 
different cultures, and prepare to understand and take 
possession of a new market area, for example. The em-
ployer can support this process by offering training and 
various forms of operational support, such as presenting 
diversity through work or everyday affairs, introducing 
information and tools that increase cultural knowledge, 
and organising visits and different joint activities with 
other international communities.

It is essential to understand that everyone’s actions 
affect the functioning of the work community and the 
smooth flow of work, and thus the performance of the or-
ganisation. The diversification of the work community is 
best achieved when all members actively promote good 
team spirit and strive to develop themselves so that 
they can support each other as well as possible in their 
work. To put it another way, the receiving work commu-
nity must also examine its own activities and possibly 
modify them, so that the international employee can ful-
ly participate in the work community and in promoting 
joint success. It is unreasonable to assume that inter-
national employees themselves could take responsibility 
for all of this and merge into a group by quickly learn-
ing the language and unspoken cultural rules without the 
support of the community. At best, starting an interna-

tional employees may have little or no experience of work-
ing in Finland. Moreover, they may not necessarily have a 
social network in the area, and the work community may 
be the best and most natural opportunity to create one, 
especially at the beginning. Engaging colleagues in the 
orientation process is a good way to introduce the mem-
bers of the work community to a new employee. By inviting 
the new colleague to joint lunches, events, and meetings, 
everyone in the work community gets an opportunity to 
get to know each other and learn from each other’s work. 

In a work community, orientation and other activities can 
also be addressed by, for example, establishing common 
operating methods and internal procedures with regard 
to the working language, means of communication, break 
practices, and so on. One or more languages that every-
one can understand should be selected as the working 
language of the organisation. Provisions on the use of 
the working language may be laid down in an agreement 
to which all the members of the work community must 
commit. The agreement may specify, for example, the 
language in which employee relationships are commu-
nicated, which language is used in meetings, and which 
language is spoken during breaks. 

The so-called working language may be the same as the 
official language of the organisation or some other lan-
guage. For example, the organisation may have Finnish 
and English as the working languages and, in addition, 
Swedish as the official language. Moreover, the working 
languages of different departments and teams may also 
differ from each other depending on what is deemed rea-
sonable and necessary. It is advisable to be flexible with 
regard to the use of foreign languages. Not everything 
needs to be translated from start to finish into a lan-
guage that an international employee can understand. 
The key is that everyone can do their work well, get infor-
mation on matters concerning them, and participate in 
the work community’s activities in a language they can 
understand and produce. For example, the Kielibuusti pro-
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The language and cultural training of international em-
ployees should be supported. As a result, they will have 
better chances of succeeding in their work, being a more 
diverse resource for the organisation, and feeling includ-
ed. It is great if fluent command of Finnish or Swedish is 
not a requirement for recruitment. This significantly in-
creases the chances of finding a qualified expert for the 
position in question. According to the statistics of the 
Ministry of Economic Affairs and Employment, there were 
58,680 unemployed foreign-language jobseekers living in 
Finland in October 2024. This group of potential employ-
ees includes, among others, foreigners who have received 
their education and degree in Finland, as well as educated 
spouses who have moved to Finland for family reasons. 

The employer can support language learning and the de-
velopment of cultural competence with, for example, ex-
isting or customised materials and courses. Language 
proficiency is best enhanced by using the language, and 
the work community can encourage language learners to 
practise their skills by having discussions with them in 
the target language during breaks and in unofficial sit-
uations, for example. Colleagues can also support each 
other in learning different languages by, for example, 
forming language couples, and thus practising the differ-

tional recruitment process is a joint decision of the work 
community, and everyone believes it will take the organ-
isation and each person’s own work and career forward.

To support a diverse and multicultural community, a va-
riety of materials and trainings are available online and 
from different service providers. For example, the Min-
istry of Economic Affairs and Employment’s working life 
diversity guide and online training, as well as the Helsin-
ki Region Chamber of Commerce’s Intercultural Toolkit 
website, provide information and practical tips for man-
aging and working in a diverse work community. 

LANGUAGE AND CULTURAL TRAINING

Language skills and cultural knowledge are important skills 
in both social and working life. As a rule, employees in Fin-
land can cope well in English, but also in other languages. 
Employers can hope that the employees can also speak one 
of the official languages of the country, especially if the or-
ganisation primarily operates in one of these languages. 
Cultural knowledge and a good command of the country’s 
official language play an essential part in successful inte-
gration and promote a good life across the board. 
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on Finnish working life and culture. The training helps a 
new employee settle into work and supports the interac-
tion and activities of the international work community. 
Several private educational providers also organise cul-
tural training on-site and online. Many written materials 
and websites, such as the Work in Finland website, the In-
ternational House Helsinki Newcomer’s Guide, the City of 
Tampere’s Relocation Guide to Tampere, and the Helsin-
ki Region Chamber of Commerce’s Intercultural Toolkit, 
also provide useful information about everyday life and 
culture in Finland.

Paid training and courses offered by the employer are con-
sidered a tax-free benefit for employees when the train-
ing benefits the employer. For example, language and 
culture training that improves an employee’s ability to 
perform well in their work is, therefore, a tax-free benefit 
for the employee. The employer may also make a deduc-
tion on the expenses of training provided by the employ-
er. If training is also offered to the employee’s spouse or 
family and creates an additional cost for the employer, 
the part of the training expenses that concerns the fami-
ly members is regarded as taxable income for the family 
members. Possible deductions will be taken into consid-
eration in personal taxation.

Working life diversity guide

Diverse working life online training for the public 
sector

Intercultural Toolkit website

Work in Finland website

ent languages with each other. For example, if someone 
wants to practise their English skills and another wants to 
improve their Finnish, they can support each other with 
their goals. The language couples can, for example, read 
the same book, watch a movie or listen to songs in differ-
ent languages and discuss them. They can also take part 
in language café activities or form their own language 
group in which they can have free-form discussions in the 
selected languages. When a language learner feels they 
are ready to use a new language also in meetings and oth-
er work situations, it is important to encourage and sup-
port them with their effort. For example, the Kielibuusti 
project and the Kotoutuminen.fi online service offer tips 
on good language practices.

The employer can receive financial support for the costs 
of induction from the EURES Targeted Mobility Scheme 
when the employee moves to Finland from another EU 
country, Norway, or Iceland. It is also possible to use the 
support to organise a language course (see section Pay 
subsidies and alternative ways of working). Several edu-
cational institutions, such as open universities and adult 
education centres, offer language courses of different lev-
els around Finland. The supply of online courses is also 
growing all the time. You can get more information about 
available courses online, as well as from public employ-
ment services, and educational institutions, among oth-
ers.

In this context, cultural education refers to, for example, 
education that provides additional information on Finnish 
culture and working life, the special features associated 
with them, and their possible comparability with similar 
cultural factors in other countries. Examples of issues dis-
cussed in the training include management and commu-
nication methods, the appreciation of competence gained 
through education and work, work community skills, and 
the coordination of personal and working life. For exam-
ple, the organisations in the Talent Boost network, such 
as International Houses and Hubs, organise free training 
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5. RELOCATION IN FINLAND AND 
OTHER SERVICES

RELOCATION SERVICES

Employers can purchase relocation services to support a 
new employee and their family. Relocation services can 
help, among other things, with handling immigration doc-
uments, applying for a tax card, finding accommodation, 
and with practical matters related to the family. In Fin-
land, there are several companies offering relocation ser-
vices for a fee, and the employer should map the service 
providers close to their own office. There may be differ-
ences in the service providers’ pricing, and some small-
er companies only operate in a specific area. Many larger 
relocation companies are able to support companies all 
over Finland. Moreover, the larger relocation companies 
have standardised processes and the most common qual-
ity certificates. If the organisation has no previous ex-
perience of using relocation services, it is important to 
request a quotation from several service providers. 

Many employers only need relocation services for new 
employees occasionally, but even in these cases it is ad-
visable to request a quotation from several companies. 
There may be some differences in the price and content 
of the service, which is why the employer should careful-
ly determine what services they are ordering for the new 
employee. In situations where workforce is continuously 
recruited from abroad, it may also make sense to consid-
er launching a competitive tendering process for the ser-
vice. The pricing of relocation services is often also based 
on annual order quantities, and tendered prices are of-
ten more affordable than in the case of individual orders. 
When thinking about purchasing a service, it is advisa-
ble to come back to the overall recruitment budget (see 
section Budgeting) and make a decision based on what 

is reasonable in terms of the working hours and overall 
economics.

The use of relocation service is particularly advisable in 
high-profile recruitments, in which the new employee will 
most likely not have the opportunity to handle all the 
matters related to relocation themselves. Moreover, the 
use of a service provider should be considered in mass re-
cruitment, as the service provider can arrange, for exam-
ple, tax cards for a larger number of employees at once. 
In many cases, the HR expert or supervisor involved in 
the recruitment does not have the time to support the 
arriving employee as intensively as would be necessary, 
and especially employees with families may have a lot of 
questions even before moving to Finland. If the employ-
er is unable to provide the employee with relocation ser-
vices directly, it is also possible to reimburse some of the 
costs as benefits, or at least provide information on the 
availability of the relocation services in the event that the 
employee would like to purchase the services privately. 

Services available from relocation  
service providers: 
•	support for applying for residence permits 

and verifying the right to work
•	help with local registration, applying for  

a tax card, and filling in Kela applications
•	applying for a foreigner’s identity card
•	opening a bank account
•	finding temporary and permanent housing
•	finding places in day-care centres and schools
•	supporting the spouse’s employment
•	mapping out hobby opportunities
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gation process is easier to carry out in the event of dam-
age. Insurance policies purchased abroad do not always 
cover all situations, and an insufficient insurance policy 
may lead to unfortunate surprises. There are several com-
panies in Finland that offer international moving servic-
es and have established practices and clear instructions 
for the client, also in Finnish and Swedish. In addition, 
companies operating from Finland have extensive inter-
national networks, and moving is possible through sub-
contractors from all over the world. It is advisable to find 
out more about the range of services and service provid-
ers in advance. Companies offering international mov-
ing services can easily be found online by searching for 
‘moving services’.

Similar to relocation services, the costs of moving servic-
es can be compensated for employees, and this should 
be included in the budget already when planning the re-
cruitment (see Budgeting). If the employer is paying 
compensation for moving services, the employee must 
be informed of the type of move for which the compen-
sation is available and of the value of the benefit. Even if 

FOR THE EMPLOYER TO CONSIDER
•	Can someone in your organisation help the 

new employee with all relocation issues?
•	Would it be cost-effective to purchase the 

services from an external specialist?

MOVING SERVICES

People moving to Finland from abroad are often in need 
of international moving services, and there are many 
companies around the world that offer such services. 
Those who are not familiar with the field may find it diffi-
cult to choose between different companies, and the em-
ployer can support new employees arriving from abroad 
by at least giving them the names and contact details of 
a few reliable moving companies. It is highly recommend-
ed to use international moving companies that have an 
office in Finland, as well. Companies operating in Finland 
have good and recognisable insurance policies in Finland 
or some other Nordic country, and, therefore, the investi-

RELOCATION PROCESS
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REGISTRATION IN THE POPULATION 
INFORMATION SYSTEM AND THE RIGHT  
TO A MUNICIPALITY OF RESIDENCE

Registration in the Population Information System at the 
Digital and Population Data Services Agency (DVV, for-
merly the Local Register Office) is part of the initial-stage 
official services for an employee and their family moving 
from abroad. The information collected from the person 
to be registered includes, at minimum, their full name, 
nationality, native language, and address in Finland. The 
stated address cannot be a hotel address. In addition, 
information on the place of birth, children, parents, and 
spouse can be collected in connection with the registra-
tion. It is recommended for the employee to report the 
details of their spouse and children, at least if the fami-
ly is also moving to Finland. This makes it easier to con-
nect the family’s data and to verify family ties also in 
the future. In connection with the registration, a Finnish 
personal identification number can also be issued and 
municipality of residence obtained. Without registration 
in the population information system, a person cannot 
get municipality of residence in Finland. Municipality of 
residence may be needed, for example, to use municipal 
services, receive benefits or an identity card, and vote. Ac-
cording to section 7 of the Municipality of Residence Act, 
the notice of move must be made within one (1) week of 
the date of moving. A temporary place of residence must 
also be reported to the DVV if the residency lasts more 
than three (3) months.

If a person’s data is stored in Finland’s population data 
for the first time, they can apply for a Finnish personal 
identity code at the same time. They can request a per-
sonal identity code using an electronic or paper form. 
At the same time, the person is registered in the Finn-
ish Population Information System. If necessary, infor-
mation on family relationships must also be filled in. If 
the person already has a Finnish personal identity code, 
they can apply for a municipality of residence using an  

the invoice is paid by the employer, the employee needs 
detailed information about the benefit for their tax re-
turn. Moving costs of the employee and their family cov-
ered by the employer are considered tax-exempt, if the 
move is due to the location of the place of work. Howev-
er, storage costs paid by the employer during working 
abroad is a taxable benefit for the employee and must be 
declared in the tax return. 

The move can be carried out via air or sea freight or a 
combination of these. Air freight is always significant-
ly more expensive than sea freight, but also significantly 
faster. An estimate of the price of the move must always 
be requested from the service provider in writing. The 
moving quotation is free of charge and does not obligate 
the client to place an order. In addition, the cost assess-
ment for the move can be made either on-site or remotely 
using the camera on a phone, computer, or tablet. In the 
assessment, the moving company calculates the volume 
and value of the goods to be moved and provides the em-
ployee with information on customs regulations. The em-
ployee should be aware of what they are allowed to bring 
to Finland and what kind of costs may be incurred when 
importing certain goods. For example, the import of vehi-
cles also involves an import tax, the amount of which can 
be determined in advance. In addition, the price of the 
insurance policy obtained for the move is generally add-
ed to the price, and it is approximately two (2) per cent of 
the total price of the move. The overall offer must always 
be approved in writing, just like all other official matters 
concerning the move. The moving companies appoint a 
coordinator for each move to act as a liaison. Moreover, 
some companies have electronic systems in place to make 
communicating with the customer easier.
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ities. The authenticity of original official certificates is-
sued within the EU, such as birth or marriage certificates 
or certified copies thereof, does not need to be separately 
verified. An official translation is also not required if the 
document has been written in Finnish, Swedish, or Eng-
lish. If the certificate is in another language, translation 
is not required if a multilingual standard form has been 
received from the authority of the issuing country, which 
is presented to the Finnish authorities together with the 
original document. Certificates received outside the EU, 
on the other hand, must always be originals, translated 
by a certified translator, and legalised by the relevant au-
thority. There is no need to legalise official translations 
made in Finland, but translations made abroad must be 
legalised. The employer should instruct the new employ-
ee on the preparation of the documents in their country 
of origin before arriving in Finland, as the legalisation of 
documents usually requires a personal visit to the author-
ities of the country that originally issued the certificate 
in question. The legalisation instructions provided by the 
Finnish authorities must be read carefully before the em-
ployee initiates the process in the country whose authori-
ty has issued the certificate. This way, unnecessary delays 
in the registration process can be avoided.

electronic or paper form. In addition to filling in the form, 
they must identify themselves at a DVV service point. The 
time for identification at a service point is reserved in 
DVV’s electronic appointment booking system. The iden-
tification must always be done in person, and an official 
identity document is required. Each adult fills out their 
own form. If both spouses arrive in Finland, the form 
‘Notification of marriage outside Finland’ is also filled 
in. Children under the age of 18 years are reported to the 
population information system with the form ‘Notification 
of child born outside Finland’. The employee’s spouse and 
children must also visit the Digital and Population Data 
Services Agency in person before they can be registered. 
The appointment for identification at the DVV should be 
within one (1) month of filing the application.

In connection with the registration, the employee arriv-
ing from abroad must provide proof of the duration of 
their stay and of family ties if the family is also moving 
to Finland. The employee can verify the duration of their 
stay by presenting the original employment contract and 
the family ties by presenting, for example, a marriage 
certificate and birth certificates for the children. All of 
the certificates must be original documents, translated 
by an authorised translator, and legalised by the author-
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Third-country nationals
DVV will register the stay on the basis of a temporary or 
permanent residence permit, an employment contract, 
or documents confirming family ties. The residence per-
mit of a third-country national is marked either as per-
mit type A (continuous residence permit), B (temporary 
residence permit), or P (permanent residence permit). 
If the person has permit type A or P, a permanent ad-
dress and municipality of residence can be registered for 
the person. In these cases, the documents presented to 
the Finnish Immigration Service have already verified the 
permanent nature of the stay. If the person has a type B 
permit but intends to stay in Finland for more than one 
(1) year, they may obtain a municipality of residence if 
their stay can be assumed to be permanent. Proof of at 
least two (2) years of work (e.g. employment contract) is 
required to obtain a municipality of residence. When the 
family members are nationals of a third country, the ob-
taining of a municipality of residence depends on the du-
ration of the employment relationship of the employed 
spouse. Whenever a person’s residence in Finland cannot 
be interpreted as permanent, it will be labelled as a tem-
porary stay. In all cases, the decision is always made by 
the authorities.

Nationals of the Nordic countries
Citizens of the Nordic countries must register at a DVV 
service location within one (1) month after arriving in 
Finland if their stay is intended to last for more than six 
(6) months. Nordic citizens can only belong to the Pop-
ulation Information System of one (1) Nordic country at 
a time. Between the Nordic countries, the authorities ex-
change information efficiently and notify each other of 
new registrations. If an employee or a family member 
works or travels between two (2) Nordic countries and 
the family’s permanent ties are clearly located in a Nor-
dic country other than Finland, it is possible to keep the 
registration in the country of origin instead of Finland. 
The decision is made by the authorities in all situations. 

The information collected from the person to be regis-
tered includes, at minimum, their full name, nationality, 
native language, and address in Finland. The stated ad-
dress cannot be a hotel address. In addition, information 
on the place of birth, children, parents, and spouse can 
be collected in connection with the registration. It is rec-
ommended for the employee to report the details of their 
spouse and children, at least if the family is also moving 
to Finland. This makes it easier to combine the family da-
ta and to verify family ties also in the future. 

Everyone registered in the population information system 
receives a registration certificate, which is delivered via 
an encrypted e-mail connection or by post to the home 
address, if the e-mail address is not known. The certifi-
cate will state the person’s identity code and, at the very 
least, a permanent or temporary address in Finland. Pro-
cessing times vary depending on the basis of the registra-
tion. DVV also has a fast track service for the registration 
of those who have received a residence permit via the 
Immigration Service’s fast-track service. Registration is 
free for everyone. Additional information on moving to or 
within Finland as a foreigner and other population infor-
mation is available on the DVV website.

EU/EEA nationals
A citizen of an EU/EEA country who has a certificate of 
registration of the right of residence issued by the Finn-
ish Immigration Service or a family member who lives 
permanently in Finland can, according to section 4 of the 
Municipality of Residence Act, get a municipality of resi-
dence when they inform the DVV that they have been liv-
ing in Finland for more than a year. A citizen of an EU/
EEA country who has not registered their right of resi-
dence with the Finnish Immigration Service can get a per-
sonal identification number and a temporary address can 
be registered for them when they present a valid reason, 
such as an employment contract, or if they have a family 
member temporarily living in Finland.
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For example, in short-term projects in the construction 
sector, in which the employee needs a personal identity 
code only for tax purposes, a personal identity code is-
sued by the Tax Administration is perfectly adequate. It 
should be noted, however, that in this case the person 
cannot be granted a municipality of residence in Finland 
and, therefore, they are not entitled to use the services 
provided by the municipality. If the person is looking to 
obtain a municipality of residence in Finland in addition 
to the personal identity code, it is advisable to apply for 
the identity code directly to the DVV. Unemployed fami-
ly members must apply for a personal identity code at 
the Digital and Population Data Services Agency’s office 
if they have not received one in some other connection. 

In Finland, the personal identity code is widely used for 
identification in different services. With the help of a per-
sonal identity code, it is possible to identify a person 
even more precisely than only on the basis of a name, and 
this also safeguards the fundamental rights of each indi-
vidual. There may be more than one (1) person with the 
same name, but there are no two (2) identical personal 
identity codes. The personal identity code consists of the 
person’s date of birth and four (4) numerical identifiers 
or a combination of numbers and letters. The personal 
identity code is used in the systems of different authori-
ties and in data transfers between authorities. In addition 
to the authorities, the personal identity code is also used 
for identification purposes by private sector actors, such 
as banks and insurance companies. Furthermore, private 
health care service providers use the personal identity 
code to verify each customer’s identity. 

It is advisable to remind new employees arriving in Fin-
land to submit their personal identity code also to the 
employer, as it is required for the employment contract 
and for paying wages. The employee should also be re-
minded that the identity code should not be written down, 
e-mailed, or kept with you in situations where it may end 
up in the wrong hands. 

Determination of the municipality of residence and 
related rights
The municipality of residence of a person residing in Fin-
land is determined in accordance with the Municipality of 
Residence Act. As a rule, the municipality of residence is 
the municipality in which the person resides permanently. 
The municipality of residence determines each permanent 
resident’s right to social welfare and health care services, 
such as childcare in a municipal day-care centre, as well 
as their right to vote in municipal elections, membership 
in the local parish and municipal taxation. A stay of less 
than one (1) year in any municipality is considered tem-
porary and does not give a person living in the area the 
rights of a permanent resident. The same rule also ap-
plies to persons who do not have a previous municipality 
of residence in Finland. Employees arriving from abroad 
must be able to prove the permanent nature of their stay 
in order to obtain the rights of a municipal resident. 

Registering a municipality of residence usually requires 
filling in an electronic form on the DVV website and usu-
ally visiting a DVV service location in person. Those who 
have been granted a residence permit based on temporary 
protection can also apply for a municipality of residence 
using an electronic form and a municipality of residence 
can be obtained, if the person has lived in Finland for one 
(1) year, at least. 

PERSONAL ID CODE

For a new employee and their family, obtaining a Finnish 
personal identity code is one of the most important mat-
ters to be handled in the early stages of their stay in Fin-
land. The employee can obtain a personal identity code 
from several different authorities, and it is important to 
know which authority to contact when starting work in 
Finland. A personal identity code can be issued by the 
Digital and Population Data Services Agency (DVV), the 
Finnish Immigration Service and the Tax Administration. 
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in Finland. The right to benefits from Kela is determined 
on the basis of employment or permanent residence. 

A person working in Finland is usually entitled to some 
benefits from Kela. Factors affecting the right include, 
among others, the country from where the person is mov-
ing and the amount of pay. A family member’s right to 
benefits depends on the duration of the spouse’s employ-
ment relationship, for example. If the stay is temporary, 
the person is usually not entitled to benefits from Kela. 
A person who has come to Finland, for example, as a job-
seeker or a trainee is residing in Finland temporarily and 
is not entitled to benefits from Kela. In addition, asylum 
seekers are not eligible to receive benefits from Kela dur-
ing the processing of their application.

The right to a Kela card or benefit is decided upon appli-
cation. When applying for a benefit for the first time af-
ter starting work in Finland, a notification of moving to 
Finland must be submitted as an attachment to the ap-
plication. The application for a benefit or a Kela card and 
the notification on the move to Finland can be submitted 
through the OmaKela e-service, in a Kela office or, alter-
natively, by post.

The decision on the benefit and/or the Kela card will be 
sent by post to the applicant’s home address. Persons 
with a possibility to identify themselves with, for exam-
ple, an online banking ID, can check their own informa-
tion in OmaKela e-service. Up-to-date instructions and 
forms for applying can always be found on the authori-
ty’s website. 

An employee may possess a certificate of being covered 
by the social security system of another country. As a 
general rule, the social security of employees working 
in the European Union (EU) is organised in the country 
where they work (see Working abroad). If an employee 
posted by a foreign employer comes from an EU/EEA or 
social security agreement country to work temporarily in 

IDENTITY CARD

Employees arriving from abroad may apply for a for-
eigner’s identity card. The identity card can be used for 
identification in Finland, but it is not suitable as a trav-
el document. To obtain a foreigner’s identity card, the 
employee must have Finland stated as their permanent 
country of residence in the Population Information Sys-
tem. An identity card can be obtained by EU/EEA citizens 
and third-country nationals whose residence in Finland is 
deemed permanent in the Population Information System 
(see Registration in the Population Information System 
and the right to a municipality of residence).

The identity card is issued by the police, and submitting 
an application always requires personal identification at 
a service point. It is not necessary to fill in any forms in 
advance for the application. Instead, the official at the 
service point will enter the applicant’s data directly into 
the police’s systems. The issued identity card will be sent 
by post to the applicant’s nearest post office, or it can be 
retrieved from a police station. The updated instructions 
for applying for an identity card must always be checked 
on the website of the police.

Each person receiving an identity card is also granted a 
Citizen Certificate which they can use to identify them-
selves in e-services. The certificate contains the person’s 
first and last name and an electronic client identifier. In 
addition, a bank may grant the holder of an identity card 
the right to use an online banking ID to identify them-
selves in online services. Without an identity card issued 
by a Finnish authority, banks cannot grant rights that re-
quire strong identification (see Opening a bank account).

SOCIAL SECURITY

The Social Insurance Institution of Finland Kela handles 
the social security benefits of people living and working 
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tax card must be submitted to the employer for the pay-
ment of wages.

As a rule, employees pay taxes to Finland on work carried 
out in Finland. The tax rate depends on the duration of 
stay in Finland and the employer’s home country. In ad-
dition, taxation may be affected by the employee’s fixed 
ties, such as their family or living in an owner-occupied 
dwelling, income in another country, and international 
tax treaties. Persons moving to Finland, such as inter-
national employees, will generally become taxpayers if 
they have a permanent residence and home in Finland, 
or if they reside in Finland for more than six (6) months. 
Resident taxpayers who are generally liable to pay tax-
es have, for example, an obligation to notify the Tax Ad-
ministration of all their income and, similarly, the right 
to different deductions. If the residence in Finland ends 
before the date of the tax return, the employee must en-
sure that the relevant authority has the correct contact in-
formation. A person is deemed a non-resident taxpayer 
with restricted liability to pay tax if their country of work 
or permanent residence is some other country than Fin-
land, or if the person resides in Finland for less than six 
(6) months. Tax at source is the final tax, and the person 
cannot apply for separate deductions nor do they need to 
submit a tax return. The person may also demand the use 
of a progressive tax scheme, in which case they must esti-
mate the income for the entire tax year, including income 
earned both in Finland and abroad. The Finnish Tax Ad-
ministration’s website contains instructions on the taxa-
tion of employees coming to Finland from abroad and on 
applying for a tax card.

The tax card is usually either a tax-at-source card or a tax 
card for progressive taxation. If an employee’s period of 
residence in Finland lasts less than six (6) months, the 
Tax Administration usually grants the employee a tax-at-
source card. A person residing in Finland for more than 
six (6) months becomes a resident taxpayer, and their tax 
card is determined based on progressive taxation. If the 

Finland and has a certificate, in EU situations an A1 cer-
tificate, the employer must pay the statutory social insur-
ance contributions in accordance with the certificate. The 
employee is covered by the social security system of the 
country that issued the A1 certificate and receives ben-
efits from that country. If the employee regularly works 
in two (2) or more EU/EEA countries, the employee can 
only be covered by the social security of one (1) country 
at a time. The employee must apply for an A1 certificate 
from their country of residence and the A1 certificate de-
termines which country’s social security system they are 
covered by. All employers, including Finnish employers, 
must pay the statutory social insurance contributions to 
the country that issued the certificate in accordance with 
the laws of that country during the period of validity of 
the A1 certificate.

If the employee does not have a certificate issued by the 
authorities of another country, the employer must deduct 
the social insurance and pension contributions from the 
employee’s wages and pay them in Finland in accordance 
with the standard practices. 

APPLYING FOR A TAX CARD

An employee working for a Finnish employer shall pri-
mary apply for a tax card at a Tax Administration office. 
When applying for the first tax card, it is advisable to vis-
it the office in person to submit the first tax card applica-
tion, as the personnel can provide answers to questions 
related to personal taxation and thus help to make sure 
that the employee obtains the correct tax card. Booking 
an appointment is recommended as well as filling in an 
application for a tax card in advance. It is not possible to 
apply for a tax card through the online services without 
a Citizen Certificate or an online banking ID issued by a 
bank for strong identification (see Identity card). In gen-
eral, the employee will receive a tax card during the visit, 
or the card may be delivered to their home address. The 
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commodation. In addition, some municipalities provide 
accommodation seekers with telephone guidance in Eng-
lish. The employer can also support the accommodation 
seeker by, for example, allowing them to visit open hous-
es during the working day. 

Before acquiring a permanent residence, the employer 
may offer the employee temporary housing. Usually a new 
employee is offered an apartment for a period ranging 
from a few weeks to three (3) months. Some employers 
have company apartments for this purpose, but most pre-
fer furnished apartments offered by accommodation ser-
vices. In both cases, the rent may be covered either by 
the organisation or the employee. There are many com-
panies in Finland offering accommodation services, and, 
therefore, it is advisable to get to know the local service 
providers. The use of accommodation services has its ad-
vantages, including a pre-furnished apartment and a rent 
which almost always includes water, electricity, an inter-
net connection and insurance premiums. As a result, the 
employee does not immediately have to buy many piec-
es of furniture or find out how to obtain all the necessary 
contracts from different service providers. A temporary 
apartment enables the new employee to get settled well 
during the first weeks in Finland and get adjusted to their 
new surroundings. It is also easier to start searching for a 
permanent home from a temporary residence. 

income level of the person applying for a tax card exceeds 
the monthly level of EUR 5,800 (without fringe benefits) 
which was the valid limit at the time of writing this guide, 
the person may be entitled to a key person’s tax card. The 
key person’s tax card must always be applied for as the 
first tax card, and the benefit cannot be implemented lat-
er. For key employees, the tax, and the final taxation de-
cision, is source tax at a 32-per cent rate. 

Employees who work for a foreign employer and whose 
employment in Finland lasts less than six (6) months do 
not usually pay taxes to Finland. If the employment re-
lationship lasts over six (6) months, even workers em-
ployed by foreign employers must pay taxes to Finland. 
Foreign employers who form a permanent establishment 
in Finland are directly comparable to Finnish employers.

FINDING ACCOMMODATION 

The employer can support a new employee’s search for 
housing in many ways. The employer can either purchase 
help for the new employee to find temporary or perma-
nent accommodation or help the employee themselves. 
The employer can also offer the employee temporary ac-
commodation or pay the rent either in part or in full. If it 
is not possible to use relocation services or pay the em-
ployee’s rent, the employer can still offer, for example, 
written assistance in the form of a guide on finding ac-
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When choosing rental accommodation, it is advisable to 
consider different residential areas and their character-
istics. It is important to tell the new employee that, as a 
rule, accommodation is more expensive in the city cen-
tre, but it is possible to get a lot more space for the same 
price from a little further away. However, living in the city 
centre may be a better choice for those who enjoy being 
close to services. In addition, the employee is often inter-
ested in transport connections and, if they have a family, 
in the distances to day-care centres or schools. 

If the employee is looking for accommodation inde-
pendently, it is advisable to tell them that water fees are 
usually paid in connection with the rent, but other con-
tracts and insurance policies must be obtained from dif-
ferent service providers. The other contracts can usually 
be concluded online with the person’s date of birth or per-
sonal identity code, but a security deposit is required for 
internet contracts. The amount of the deposit varies be-
tween service providers from 200 to 400 euros. It is rec-
ommended to prepare for this cost in advance. 

In cases where the new employee would be interested in 
buying a home, it is advisable to get to know the local 
residential areas before making the decision. Even just 
a few months will give the employee a better picture of 
the area as a place of residence, and, at the same time, 
they will have time to clarify the official issues related 
to purchasing a home. Real estate agents can provide a 
lot of information on the Finnish housing market and on 
matters related to purchasing a home. Those interested 
in buying a home should be referred to the local real es-
tate agents. More information about local housing issues 
might also be available at the local International House 
or Hub. Written material can be found, for example, in In-
ternational House Helsinki’s Housing in Helsinki guide, 
on City of Tampere’s Housing page, and on the InfoFin-
land.fi website.

When a relocation service provider is used to find a tempo-
rary or permanent residence, the relocation service consult-
ant’s task is to map out the options available in accordance 
with the customer’s budget and to arrange open houses. 
Relocation service consultants are experienced in negotiat-
ing the terms and conditions of a lease, and it is their job 
to ensure that the terms are clear to both parties. Moreo-
ver, the relocation service consultant checks the condition 
of the apartment when the employee is moving in and co-
operates with the landlord to correct any shortcomings. The 
consultant is also responsible for organising water, elec-
tricity, internet and insurance contracts for the apartment. 

If an employee is independently responsible for finding ac-
commodation, they may be instructed to search for rental 
accommodation on the private market via different web-
sites and to submit applications to companies renting ac-
commodation. For example, the websites Vuokraovi.com 
and Lumo.fi are available in English, and it is also possi-
ble to find notifications in English on other websites. Be-
fore browsing the websites, it is advisable to tell the new 
employee that in Finland the size of the accommodation 
is indicated in square metres, and to clarify what the ter-
minology related to the number of different rooms means 
in practice (for example, 2h+k+p). In many countries, the 
size of accommodation is indicated by the number of bed-
rooms, and the floor space may not even be mentioned in 
the notification. The terminology used in Finland can al-
so easily cause misunderstandings that result in wasted 
time in the apartment hunt. In addition, furnished apart-
ments are quite common in many countries, but relative-
ly few are available in Finland. Moreover, employees who 
have just moved to Finland would often like to be able to 
see the accommodation before making the rental decision, 
but some landlords allow the tenant to see the accommoda-
tion only once the resident selection has been made. This 
may come as a surprise for persons who seek housing in 
Finland for the first time.
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obtain an online banking ID for strong identification, they 
must prove their identity with an identity card issued by a 
Finnish authority. The client can identify themselves with 
a Finnish passport or a foreigner’s identity card issued by 
the police (see Identity card).

After opening a bank account, the employee must sub-
mit the bank account number to the employer for the 
payment of wages. In addition, the account number must 
also be submitted to Kela for possible benefit payments.

HEALTH CARE

If the employee has a municipality of residence in Fin-
land or Kela has granted them a certificate of entitlement 
to medical care in Finland, they will receive treatment 
in public health care at the price of the client fee. As a 
rule, a client working locally in Finland has the right to 
use public health care services even if they are not eligi-
ble for Finnish social security due to the salary limit, for 
example.

If an employee resides permanently in another EU coun-
try and works in Finland for a Finnish employer, they are 
entitled to medical care both in their country of residence 
and in Finland at the expense of Finland. Upon applica-
tion, Kela may issue an S1 document with which a per-
son can prove their right to medical care in their country 
of residence. If the person is an employee posted to Fin-
land, they will be asked for the S1 document issued by the 
country of employment. On this form, the country of em-
ployment states that it is responsible for the customer’s 
medical care costs while they are working in Finland. This 
form is registered with Kela and after that the customer 
is granted a certificate of entitlement to medical care in 
Finland, if necessary.

OPENING A BANK ACCOUNT 

A bank account can be opened in almost any bank, but 
there are many differences in the English services of the 
different banks. In most banks, personal customer service 
is available in English by telephone and on-site, but it is 
worth comparing the other services before selecting a bank. 
When selecting a bank, it is especially important to make 
sure that the online bank and the agreements signed with 
the bank are also available in English. The largest banks 
operating in Finland have well-functioning online banking 
services in English, as well. 

There must always be a specific reason for opening a bank 
account, such as receiving pay or benefits paid by Kela. If 
there is no specific reason for the bank account, banks gen-
erally refuse to open an account. Salary can also be paid 
to a foreign bank account. An online bank might also be a 
good option. When opening an account for a family mem-
ber, banks usually offer the possibility of a joint account 
known as an OR account (tai-tili). This means that the em-
ployed person opens an account which can also be used by 
a family member. It is usually possible to obtain a debit 
card for the bank account straight away, but before a cred-
it card can be issued, banks want to see monthly transac-
tions on the account to ensure the customer’s solvency. 
Banks also have different practices regarding service fees, 
and these should be explored separately for each bank. In 
many countries, banks do not charge user fees in the same 
way as in Finland, and the total cost of the service fees can 
therefore be surprising. 

Many things in the Finnish society work digitally, and often 
services provided by authorities and private operators re-
quire identification with online banking credentials. How-
ever, banks do not automatically hand out online banking 
credentials for strong identification as there are detailed 
rules for granting them. As a rule, banks issue banking cre-
dentials for the payment of invoices and for viewing the 
client’s own account information. If a bank client wants to 
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6. MOVING THE FAMILY TO 
FINLAND

MUNICIPAL AND PRIVATE DAY-CARE 
CENTRES

Early childhood education and care (ECEC) is available 
for children under school age in both municipal and pri-
vate day-care centres. Early childhood education and care 
entails pedagogically planned education, teaching, and 
care. In Finland, early childhood education is provided for 
children aged 0–6 years by educated ECEC teachers and 
childcarers. ECEC teachers must have a higher education 
degree, and their work is strictly regulated. It is important 
to explain to those moving to Finland that a day-care cen-
tre is not a school and that no school subjects are taught 
there, as is the case in countries where children start 
school earlier. ECEC is available in municipal day-care cen-
tres in Finnish and Swedish, but private service providers 
can offer day-care services also in other languages depend-
ing on the municipality of residence. A day-care place for a 
child can be applied for in accordance with the instructions 
of the municipality of residence, and these can be found on 
the website of the municipality. In major cities, Interna-
tional House service points offer advice on early childhood 
education and care services provided by municipalities.

Early childhood education and care is also offered by pri-
vate day-care centres, and these include multilingual op-
tions as well, especially in the larger cities in Finland. 
There is a varying selection of language immersion and 
language-oriented day-care centres available, and the local 
private day-care centres and their language possibilities 
are usually listed on each municipality’s website. Applica-
tions can be submitted directly to private day care centres, 
and no municipality of residence confirmed by the Popu-
lation Information System is needed. Therefore, ECEC is 

generally available in private day-care centres also in cas-
es where the family members of a new employee are not 
intending to stay in Finland for so long that they would be 
granted a municipality of residence. However, private ECEC 
services are supervised by the municipality in whose area 
the private day-care centre operates. This ensures the high 
quality of the education and teaching.

ECEC provided by municipal day-care centres is affordable 
in Finland. The ECEC fees are specific to each family and 
depend, among other things, on the size and income of the 
family. It is important to tell families who have just moved 
to Finland that the day-care fee includes three (3) meals 
per day. In many countries, families must prepare lunch or 
snacks for the children for the day or buy them separately. 
Children who have a municipality of residence in Finland 
are entitled to municipal day-care (see Registration in the 
Population Information System and the right to a munic-
ipality of residence). In Finland, Kela can pay private day-
care allowance for the fees of private day-care centres if 
the family has a municipality of residence in Finland but, 
for some reason, has selected a private service provider in-
stead of a public day-care centre.

PRE-PRIMARY EDUCATION

Pre-primary education is teaching provided for 6-year-olds 
in the year before they start school. Pre-primary educa-
tion is mainly organised in day-care centres and schools. 
Pre-primary education is free of charge, and the child’s 
guardian must enrol the child in pre-primary education be-
fore the teaching begins. If the child does not participate 
in pre-primary education organised in the municipality, the 
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determined by the child’s age, and the child receives 
approximately 24–26 hours of teaching per week. In Fin-
land, the school week is primarily from Monday to Fri-
day, and this should be mentioned to those moving to 
Finland as the practices tend to vary between countries. 
With the help of preparatory education, the child receives 
basic language skills that enable them to cope in com-
prehensive education. Preparatory education may end as 
soon as the child is able to follow the teaching in Finn-
ish, but the maximum period for preparatory educa-
tion is one (1) calendar year. The teaching is organised 
for children aged 6–9 in their own local school togeth-
er with a school group of their own age. When the child 
is 9 to 17 years old, the goal is to find the school clos-
est to their home that provides preparatory education. 

International schools are available especially in the Hel-
sinki capital region, but also in the largest cities around 
Finland. The international schools can be municipal or 
private schools and the primary language of teaching is 
English. The municipal schools follow the Finnish core 
curriculum for basic education, even if the language of 
teaching at the school would be some other than Finnish 
or Swedish. In these cases, the curriculum also includes 
Finnish-language studies. In addition, some of the inter-
national schools operating in Finland follow the Interna-
tional Baccalaureate curriculum. The applied curriculum 
must always be found out on a school-specific basis ei-
ther on the educational institution’s website or by con-
tacting the institution directly. When a new employee is 
looking for a school place for their child, it is advisable 
tell them that municipal basic education is free of charge 
and that private schools are subject to a fee. Privately op-
erating international or language-oriented schools collect 
tuition fees, and there may be rather significant differenc-
es between schools. It is necessary to explore the tuition 
fees and other costs already when applying for a school 
place. More information on the private and municipal lan-
guage-oriented schools operating in the municipality can 
be found on the municipality’s website.

child’s guardian must ensure that the child receives sim-
ilar teaching in some other way. Children who do not yet 
have sufficient knowledge of Finnish or Swedish can par-
ticipate in pre-primary education for one (1) calendar year. 
Preparatory education involves studying the language and 
getting to know the Finnish school system. 

SCHOOLS

Children living in Finland have a statutory obligation to go 
to school. Compulsory education usually begins in the year 
when the child turns seven (7) and ends at the age of 18 
or when the young person has completed an upper second-
ary qualification. Finnish comprehensive school education 
gives general education, is meant for all children aged be-
tween 7 and 16, and lasts nine (9) years. After compre-
hensive school, compulsory education is mainly provided 
in upper secondary schools or institutions offering voca-
tional education and training. The compulsory education 
is free of charge for the pupil and includes, for example, 
school meals and textbooks.

In Finland, children start school relatively late when com-
pared to many other countries, and this should be ex-
plained to all new employees with a family. Moreover, it 
is essential to discuss the educational opportunities well 
before the new employee arrives in Finland. In terms of 
schools, there are several options for families, such as 
transitioning to the Finnish comprehensive school system 
through preparatory education, international schools, and 
language immersion classes. Language immersion class-
es are better available in smaller municipalities than in-
ternational schools. 

Preparatory education is available for children aged 6–17 
who do not have the Finnish or Swedish skills required 
in Finnish comprehensive education. The teaching main-
ly consists of language studies and familiarisation with 
the school. The contents of preparatory education are 
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SOCIAL SECURITY AND ENTITLEMENT TO 
BENEFITS FOR FAMILIES

Family members of a foreign employee living perma-
nently in Finland are entitled to Finnish social security 
coverage and benefits from Kela under certain condi-
tions under certain conditions. The term ‘family mem-
ber’ refers to married spouses and partners who are 
cohabiting or in a registered partnership. Also regard-
ed as family members are children under the age of 18 
years, whether they are the employee’s own children 
or the spouse’s children living in the same household. 

Entitlement to benefits from Kela is mainly deter-
mined on the basis of permanent residence or work. The  
employer should note that the determination of a family 
member’s entitlement to benefits is influenced, among 
other things, by the nationality, country of origin, and 
the length of the stay. For this reason, it is not possible 
to give unambiguous instructions that would be applica-
ble to everyone, and the situations of different employ-
ees should not be compared. Employees arriving from 
abroad are rarely facing similar, comparable situations, 
and, therefore, they should all be advised to contact the 
relevant authority. 

When family members are citizens of an EU country and 
arrive from within the EU, they usually receive benefits 
from the country in which they are permanently residing. 
In order to receive benefits from Kela, they must move 
to Finland permanently. In some cases, the family may 
be entitled to medical care and family benefits on the 
grounds of a temporary stay, but the authorities will make 
this decision with consideration for the overall situation 
of the family. In all cases, only Kela can make the official 
decision. Other than citizens of EU/EEA countries and 
Switzerland must have a valid residence permit. If fam-
ily members are moving from a country with which Fin-
land has a  social security agreement, they are primarily 

MATERNITY AND CHILD HEALTH CLINICS 
AND HEALTH CARE SERVICES FOR 
FAMILIES

Families with children living permanently in Finland have 
access to excellent public health care services. Municipal-
ities organise the maternity and child health clinic ser-
vices, family centre activities, and cooperation between 
different actors in their area. It is advisable to tell a new 
employee with a family about all these services, as many 
countries do not have such a comprehensive support net-
work for families and the Finnish service selection may be 
a completely new experience to them. The municipal ser-
vices for families with children are available to all those 
who have a municipality of residence in Finland (see Reg-
istration in the Population Information System and the 
right to a municipality of residence). 

Municipalities organise family centre services for families 
with children. Family centres offer different services that 
promote the health and well-being of families under one 
roof. For example, the maternity and child health clinics 
in family centres organise health examinations to support 
parenthood, with the aim of assessing not only the child’s 
health but also the well-being of the entire family. 

If the family members have a municipality of residence 
in Finland, or KELA has issued them with a certificate of 
entitlement to medical care in Finland, they will receive 
treatment in the public health care services at the price of 
the client fee. In other situations, it is important to ensure 
that health care costs are covered by, for example, a sep-
arate insurance policy. Health, accident, and other insur-
ance policies are awarded by Finnish insurance companies 
to persons with a Kela card. In other events, the family can 
take out an international health insurance policy that is 
suitable for their own needs. There is an extensive selec-
tion of such policies offered even online by international 
insurance companies. 
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book, are also highly active in Finland. There are sever-
al international organisations and social and mentoring 
networks operating in Finland. Certain cities, such as Hel-
sinki and Tampere, also provide the spouses with support 
activities organised by the city, a higher education insti-
tution or some other party. More information on the dif-
ferent possibilities is provided by the public operators and 
international networks in the region, such as the cities, TE 
Services, EURES advisers, the international affairs servic-
es of higher education institutions, and the Finnish men-
toring association Suomen Mentorit ry. A suitable partner 
can also be found by using the search words “spouse pro-
gramme (region)”.

Spouse Program of the City of Helsinki

HEI LIFE Spouse Network for higher education 
institutions in the Helsinki metropolitan area

Hidden Gems Finland of Tampere Universities

Vaasa Spouse Programme

The spouse’s right to work depends on their nationali-
ty and the right of residence of the working spouse (the 
so-called ‘sponsor’). If the sponsor has a valid residence 
permit in Finland or is a Finnish citizen or an EU citizen 
residing in Finland, their spouse has an unlimited right to 
work in Finland. In this context, ‘spouse’ refers to a mar-
ried partner, a registered partner of the same sex, or a 
cohabiting partner with whom the employee has been de-
monstrably living for at least two (2) years or with whom 
the employee has a child in joint custody. The relation-
ship must be proven with an official marriage certificate 
or some other equivalent document. 

The spouse may be entitled to public employment ser-
vices. The integration services provided for immigrants 
include, among other things, an integration plan and lan-
guage training. The right to the services and the appli-

required to reside in Finland on a permanent basis in or-
der to receive benefits from Kela.

SPOUSE’S EMPLOYMENT AND NETWORKING 
IN FINLAND

International employees may move to Finland together 
with their spouse and family. To an increasing extent, the 
spouse is also a trained or experienced professional and 
wants to create their own networks and find employment in 
Finland. It is great if the employer can support the spouse 
by, for example, creating contacts with potential employers 
in their own network, providing language and/or cultural 
training, and involving the spouse and family in the social 
events of the work community. Just like the employee, the 
spouse may not have any pre-existing social networks in 
Finland. Supporting the spouse and family is not only de-
cent, but also essential to ensure successful recruitment. 

Studies have shown that a significant portion of planned 
or implemented relocations abroad are interrupted for rea-
sons related to family members. Furthermore, the spous-
es wish to be taken into consideration already during the 
recruitment process. Recruiting is expensive, it requires 
a lot of resources from money to time, and every short-
lived employment relationship is costly for the employer. 
It is, therefore, very sensible for business to invest in the 
orientation of international employees, but also to help 
their spouse and family enjoy their stay and get settled in 
Finland. It is advisable to take the spouse and family in-
to consideration already during the recruitment process 
by providing them with support and answers to possible 
questions, and also during their move and relocation to 
Finland. This topic will be discussed further in the section 
Moving the family to Finland.

Mentoring programmes are a great way to create networks 
and establish contacts with potential employers. Social 
media groups and networks, such as LinkedIn and Face-
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and to increase their working life competences. The train-
ing package also helps the spouse to acquire knowledge 
of the local society and culture.  A spouse participating 
in integration training might also have the opportunity to 
receive unemployment benefits from Kela. The most up-
to-date information on integration services provided by 
public employment services can be found online or at the 
nearest service point for public employment services. In 
this guide, support forms for the spouse’s employment 
are discussed in the section Spouse’s employment and 
networking in Finland.

Key concepts of integration

cable service selection should be checked with the local 
public employment services. In addition, many non-gov-
ernmental organisations and other operators, such as the 
Family Federation of Finland, offer support activities that 
are suitable for the spouses of migrant employees. Among 
others, the Work in Finland website offers comprehensive 
information on Finland and working here. International 
House Helsinki also has an extensive International Job-
seeker’s Guide.

How to support the spouses:
•	language and cultural training
•	inviting them to social events in the work 

community
•	sharing networks and contacts
•	providing information on mentoring  

programmes, social networks, etc.
•	providing the contact details of public 

employment

INTEGRATION SERVICES FOR IMMIGRANTS

A spouse who has moved to Finland with the employee may 
receive services that support integration and employment 
from public employment services. In municipalities, inte-
gration is promoted through basic services, early childhood 
education and training services, as well as housing and lei-
sure services. Integration at the initial stage is promoted 
through an integration programme in accordance with the 
Integration Act, which includes, among other things, the 
assessment of the need for services and the preparation 
of an integration plan. 

The integration plan includes an agreement on partici-
pation in integration training, language training, or, for 
example, a work try-out that improves the spouse’s work-
ing life skills. By participating in integration training, the 
spouse will get an opportunity to study Finnish or Swedish 

To the index

87

https://tyomarkkinatori.fi/aluesivu
https://kotoutuminen.fi/en/key-concepts
https://www.vaestoliitto.fi/en/immigrants/
https://www.vaestoliitto.fi/en/immigrants/
https://www.vaestoliitto.fi/en/immigrants/womento-mentoring/
https://ihhelsinki.fi/wp-content/uploads/international-jobseekers-guide.pdf
https://ihhelsinki.fi/wp-content/uploads/international-jobseekers-guide.pdf


Petri Artturi Asikainen / Team Finland / Finland Promotion Board

88

To the index



89

7. WORKING ABROAD
In this guide, the basic assumption is that a foreign em-
ployee comes to Finland to work for a Finnish employer. 
However, it is also possible that the employee works out-
side Finland. For a number of reasons, the employment 
relationship may already begin before the person arrives 
in Finland. In some cases, it is, in fact, the original in-
tention that the employee works fully or primarily abroad. 
In such cases, special attention should be paid to provid-
ing instructions for the employee’s duties and supporting 
their start of work by means of, for example, video meet-
ings and electronic orientation material. It should also be 
noted that the labour legislation of the country in ques-
tion may differ significantly from Finnish laws and that 
obligations may arise for the employer in the country in 
question, especially if the employee is covered by the so-
cial security or tax system in said country. 

The use of the terms ‘remote work’ and ‘working abroad’ 
differs slightly depending on the purpose. From the point 
of view of HR services and the employer, remote work can 
mean working in Finland or abroad at the request of ei-
ther the employer or the employee. In situations involving 
work abroad, remote work is often referred to as a situa-
tion in which an employee wants to work abroad for fam-
ily reasons, for example. In contrast, by this distinction, 
working abroad means a situation in which an employ-
ee who usually works in Finland works abroad on a fixed-
term basis for reasons attributable to the employer and 
the employee’s duties. This is called an international as-
signment, and the authorities regard employees on such 
assignments as posted workers. This is explained in more 
detail in the section Posted worker. A situation in which 
the employee is already abroad at the beginning of the 
employment relationship is called a local hire. 

It should be noted that because the employer has the 
right to supervise work and the obligation to take care 
of the organisation’s employees, employees cannot de-
cide where they work. Work carried out outside the nor-
mal workplace – also work done abroad – must always 
be agreed upon separately. In addition, in the case of 
work performed abroad for a minimum period of one (1) 
month, the employer must provide an account of the du-
ration of the work, country/countries of work, the curren-
cy in which the monetary pay is to be paid, the monetary 
remunerations and fringe benefits applicable abroad, and 
the terms for the repatriation of the employee. In fact, it 
is advisable to conclude a separate agreement with the 
employee on working abroad.

CHECKING EMPLOYER OBLIGATIONS

If a new employee starts working abroad, the employer 
should immediately contact the relevant authorities and 
check which measures they need to take. In practice, the 
employer must, in such situations, usually pay the statuto-
ry social insurance contributions to the country of work and 
also ensure that other statutory obligations, such as pos-
sible registrations and other insurance coverage, are ful-
filled. The employer may also be subject to reporting and 
accounting obligations related to taxation. In addition, it 
must be verified that the employee has the right to carry 
out the work in question in the country of work. It is also 
possible that, in the view of the authorities of the country 
in question, the work creates a permanent establishment 
for the employer in said country. This so-called risk of per-
manent establishment should be explored as soon as pos-
sible with, for example, the authorities of the country in 
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The employee’s arrival in Finland at the beginning of the 
employment relationship is therefore essential if the aim 
is to be covered by the Finnish system. For example, a per-
son living in the EU can usually only be covered by the so-
cial security system of one EU Member State at a time. As 
a general rule, an employee working in the European Un-
ion (EU) is covered by the social security system of the 
country of work, i.e. all statutory social insurance contri-
butions are paid to the country of work and the employee 
receives benefits in accordance with the laws of the coun-
try of work. Employees working in Finland must therefore 
be insured in Finland. 

If an employee has other employment relationships or 
ties to another EU Member State, they may be covered by 
the social security system of that country, even if they al-
so work for a Finnish employer. In situations where an 
employee works in several countries, they should always 
contact the social security authority of their country of res-
idence and find out the applicable legislation. A person liv-
ing in Finland and their employer must contact the Finnish 
Centre for Pensions and/or Kela. In this way, the employ-
er can confirm what deductions should be made from the 
salary and what other things should be taken into account 
also in situations concerning working in several countries.

If a Finnish company hires an employee to work abroad, 
the employee’s social security must, as a rule, be arranged 
in the country where they physically work. If the employee 
works regularly in two (2) or more EU countries, they must 
have an A1 certificate. An A1 certificate or a certificate on 
the applicable legislation from a social security agreement 
country is a document issued by an authority and indicates 
which country’s social security system the person is cov-
ered by and in which country the statutory social insurance 
contributions must be paid. The A1 certificate concerns EU/
EEA countries, Great Britain, and Switzerland. Finland al-
so has a separate social security agreement with Australia, 
Canada, Chile, China, India, Israel, Japan, Quebec, South 
Korea, and the United States of America. A certificate from 

question or with a consulting company specialising in in-
ternational employment. The starting point is that employ-
er obligations are taken care of in the country of work, and 
this does not require a separate certificate. Reviewing the 
situation usually begins with handling statutory social in-
surance contributions or taxes. Finding out employer obli-
gations is usually best done with the help of local support 
and always requires cooperation with the authorities, as in 
Finland. For example, in Finland, the Finnish Centre for 
Pensions maintains information on the pension systems 
of other countries, and the Tax Administration advises on 
taxation matters in international work situations. Infor-
mation on the authorities of different countries, which can 
provide more information on the fulfilment of obligations 
in the country in question, is available from the authorities 
mentioned above and the website of the European Union.

It is also possible to make use of the services of consul-
tancy companies or so called Employer of Record (EoR) 
companies. Usually, a consultancy company checks the 
employer obligations and other relevant details on behalf 
of the employer. A consultancy company can also han-
dle local registrations and reporting, for instance. The 
employment relationship and legal obligations between 
the employer and the employee do not change when us-
ing the services of a consultancy company. With an EoR 
service the EoR company in question hires the employee 
for the duration of working abroad, is responsible for the 
mandatory employer obligations in the country of work, 
and bills the client company for the service. The assump-
tion is that after the period of working abroad the em-
ployment relationship with the EoR company ends and 
the employee returns to their usual employment with the 
employer in question.

SOCIAL SECURITY WHEN WORKING ABROAD

Usually, an employee can only be covered by the Finnish 
social security system if they live and/or work in Finland. 
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employment abroad. Both ETK and Kela encourage the use 
of their e-services but the required information can also 
be submitted on paper. Applying for a certificate is free 
of charge. It is advisable to apply for the social securi-
ty certificate well in advance before the start of the peri-
od of working abroad. The issued certificate is presented 
to the officials of the country of work when necessary as 
proof that the statutory contributions will be paid to the 
country confirmed by the certificate instead of the coun-
try of work. Without an A1 or other social security certifi-
cate, the employee is covered by the social security of the 
country of work.

Based on the framework agreement on cross-border tele-
work, an employee working and teleworking in two (2) dif-
ferent EU countries can be insured in the country of their 
employer instead of their own country of residence under 
certain conditions. The application of the framework agree-
ment requires, among other things, that the employee 
works in the employer’s home country at least 50% of the 
working time. The framework agreement is applied under 
certain conditions in the EU countries that have signed the 
agreement. The agreement does not apply to employees 
working on a construction site or client premises, officials, 
self-employed persons, or grant recipients. The employer 
requests the application of the framework agreement from 
the social security authority of the employer’s country. In 
Finland, the application is made electronically via the eSer-
vices of the Finnish Centre for Pensions (ETK). ETK grants 
a certificate to attest coverage under Finnish social secu-
rity legislation, i.e. an A1 certificate, if the agreement can 
be applied to the employee in question. An A1 certificate 
can be granted for a maximum of three (3) years based on 
the framework agreement, after which it is possible to ap-
ply for a new certificate if the employee’s work and resi-
dence remain unchanged.

a social security agreement country applies to earnings-re-
lated pension insurance contributions, at least. The inclu-
sion of other social insurance contributions in the contracts 
varies. If a social insurance contribution is not included in 
the agreement, the employer may have to pay statutory so-
cial insurance contributions not included in the agreement 
not only in Finland but also in the country of work for an 
employee leaving to work in the social security agreement 
country. The employer must determine the insurance con-
tributions of the country of work from the country in ques-
tion. With regards to other countries, it is possible that the 
employee must be insured in both countries or that they 
cannot be insured in either of them.

If the employee has been covered by Finnish social security 
and goes to work abroad temporarily in an EU/EEA country, 
Great Britain, or Switzerland as posted by a Finnish employ-
er, the employer must apply for an A1 certificate from the 
Finnish Centre for Pensions (ETK). The employer also ap-
plies for a certificate from ETK when the employee works in 
a social security agreement country. If the employee works 
in some other country than an EU/EEA country, Australia, 
Canada, Chile, Great Britain, Israel, Quebec, Switzerland, 
or the United States of America, they must contact Kela. 
If an employee moves abroad permanently, it is possible 
that their right to Finnish social security coverage ends 
and they will be covered by the social security system of 
the country of work.  An employee working abroad remote-
ly also needs a social security certificate, and it must be 
applied for even for a short period of remote work abroad, 
as there is no minimum limit for applying for or receiving 
a certificate.

The employer applies for the required certificate from ETK 
or submits an employer’s notification concerning an em-
ployee posted abroad to Kela. An entrepreneur or grant 
recipient applies for the certificate themselves. The em-
ployee can apply for the certificate from ETK if they have 
several employers while working abroad. When dealing with 
Kela, the employee must submit their own notification of 
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TAXATION WHEN WORKING ABROAD

Usually, income is taxed in the country of work. Income 
earned in Finland is taxable in Finland when the work is 
carried out in Finland. Furthermore, income from Finland 
is also taxable in Finland in situations where a person 
works remotely from abroad or is on a foreign assignment 
of less than six (6) months. If a person starts working 
for a Finnish employer abroad, they are most likely con-
sidered a non-resident taxpayer in Finland. The employee 
might be obligated to pay tax also to the country of work. 
In general, a non-resident taxpayer only pays taxes in Fin-
land on income earned in Finland. As a non-resident tax-
payer working for a Finnish employer the employee pays 
tax-at-source on the salary they earn from work performed 
in Finland. A resident taxpayer is obligated to pay tax in 
Finland for income received both in Finland and abroad. In 
addition, if the so called six-month rule can be applied to 
the case in question of working abroad, the salary received 
for work performed abroad is considered tax-exempt in-
come in Finland. The employer can apply the six-month 
rule if the conditions are met. In such a case, tax with-
holding is not carried out in Finland except for the possible  
minimum withholding in connection with health insurance. 

Jarno Mela / Finland Promotion Board

The six-month rule is not applicable to situations of work-
ing abroad at the request of the employee. Income may 
also be a tax-exempt compensation, pay, or fee within the 
meaning of § 76 of the act on income tax. The employer 
will declare all paid wages and withholdings to the Tax Ad-
ministration, as usual.

The Tax Administration guidelines cover, among other 
things, income earned abroad, compensation of travel and 
other expenses, and instructions for the employee and em-
ployer. Taxation is also affected by tax treaties agreed with 
different countries. Income may be subject to taxation also 
in the country of work when working abroad. The tax trea-
ties include agreements to eliminate double taxation. In 
addition, a tax treaty between Finland and the country of 
work may restrict Finland’s right to tax income earned from 
work carried out abroad.

If the employee is liable to tax in another country, the 
employer must also check whether this causes special 
reporting or payment obligations to the employer. In 
some situations, the employee may pay the social in-
surance contributions and/or taxes independently. It is 
advisable to agree on the procedure in writing. It is pos-
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employer’s Finnish insurance company also offers insurance 
policies for short-term and long-term insurance needs. The 
employer can decide whether to extend the insurance cover-
age to the employee’s family members. Certain costs arising 
from working abroad may be reimbursed to the employee as 
either fully or partially tax-exempt reimbursements.

Security and safety are also important features to consid-
er. The employer has a duty to take care of the safety of the 
organisation’s employees and their conditions for working, 
even when the work is not carried out at the actual work-
place in Finland. The safety situation at the foreign working 
destination should be examined before agreeing on work-
ing abroad. The relevant safety matters include, for exam-
ple, travel and housing arrangements, providing a workplace 
and insurance coverage, keeping in touch with the employ-
ee, and establishing an operating model for emergency sit-
uations. As a good starting point for the arrangement, the 
employee should have the same rights and support while 
working abroad as they would in Finland. In practice, this 
can be challenging to organise, and in some destinations is-
sues such as security factors require special measures. It is 
advisable to investigate the matters in advance and to use 
the help of an expert who is familiar with the conditions in 
the destination country. A separate checklist and operating 
instructions should also be established to support risk man-
agement and actions in different situations.

The safety situation in different destinations can be exam-
ined, for example, by means of travel bulletins published by 
the Ministry for Foreign Affairs and by checking the website 
of local or regional Finnish missions. Moreover, it is advisa-
ble to always submit a travel notification to the Ministry for 
Foreign Affairs on work-related travels abroad.

Communication between the employer and the employee 
should also be ensured during working abroad. Employ-
ees working abroad can participate in the everyday activ-
ities and discussions of the work community by means of, 
for example, instant messaging services and social media  

sible that the employer may be responsible for ensur-
ing that the statutory obligation is fulfilled, regardless 
of separate agreements.

Even if the employee is covered by a foreign another coun-
try’s social security and/or taxation system, it is worth 
discussing the key issues of the employment relationship 
with the employee. Both parties should know the local reg-
ulations and practices and also understand how the situa-
tion differs from working in Finland. According to Finnish 
labour legislation, employees must be treated equally. It 
should be checked that the benefits and rights of employ-
ees working abroad correspond to the situation of the em-
ployees working in Finland. In some countries, the labour 
legislation may impose different obligations on the em-
ployer or the employee than in Finland. For example, the 
social insurance contributions may be even higher than in 
Finland. These details should also be investigated in ad-
vance to avoid potentially unpleasant surprises.

ARRANGEMENTS, SECURITY, AND 
COMMUNICATION

When agreeing on working abroad, features such as trav-
el, accommodation, and workplace arrangements, occupa-
tional health care, and insurance policies should be agreed 
upon in advance. It is advisable to produce the reports, 
agreements, and instructions in all the languages used by 
the organisation and at least in a language that the em-
ployee working abroad can understand. The employer can 
either manage the travel arrangements independently or 
use a specialised service provider. When arranging for ac-
commodation and a workstation for the employee, it is 
advisable to contact local service providers or a compa-
ny offering international mobility and relocation services. 
With regard to occupational health care and insurance cov-
erage, it is essential to check the statutory requirements 
of both Finland and the destination country and to arrange 
matters in compliance with the requirements. Usually the 
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applications. Staying in contact with the supervisor regu-
larly is also recommended because, among other things, 
the supervisor can monitor the progress of the work, and 
frequent contacts strengthen the employee’s experience 
of their relevance and inclusion in the work community. 

The email systems and instant messaging services used 
in the organisation are likely to work online all over the 
world. In contrast, some other systems may require a se-
cure connection or other arrangements to function prop-
erly. A Virtual Private Network (VPN) protects the network 
connection and enables the use of multiple systems, even 
outside the organisation’s own network. More informa-
tion on recommended network connections and system 
requirements is best offered by the providers of network 
services and systems.

Issues to consider regarding work abroad
•	ensuring social security coverage with 

the Finnish Centre for Pensions, the 
Social Insurance Institution (Kela), or the 
responsible authority in the country of work 

•	determining the employer’s obligations 
in the country of work (e.g. statutory fees, 
registrations, and reporting)

•	taking out statutory insurance policies 
•	organising occupational health care services
•	travel and housing arrangements
•	communication and contacts during work 

abroad
•	ensuring safety and submitting a travel 

notification
•	specifying the key terms and details in the 

contract on working abroad
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POSTED WORKER

In international business and cooperation, it is possi-
ble that an employee will come to Finland to work for 
a foreign employer or, correspondingly, an employee of 
a Finnish employer will go abroad to work in a local or-
ganisation. This is called an international assignment or 
posting a worker abroad. The posting of workers is admin-
istered by national and EU legislation and bilateral social 
security agreements concluded by Finland.

Posting concerns work performed on the basis of an em-
ployment contract that a worker posted from another 
country performs in Finland in the course of a contractu-
al employment relationship within the framework of pro-
viding cross-border services as subcontracted work, as 
an internal transfer within a group of undertakings, or 
as temporary agency work (see section 1, chapter 1 of 
the Act on Posting Workers). In these cases, it should 
be noted that the receiving or ordering organization al-
so has obligations. According to the Act on the Contrac-
tor’s Obligations and Liability when Work is Contracted 
Out, the contractor must, for example, obtain clarifica-
tions concerning the obligation to check for companies 
registered abroad when the work is performed in full or 
in part in Finland. The obligation to provide information 
covers, among other things, social security matters for 
posted workers.

A notification of the posted employee must be submit-
ted before the start of the international assignment. In 
addition, it must be verified that the employee has the 
right to carry out the work in question in the country of 
work. A notification on employees posted to Finland from 
abroad must be submitted to the occupational safety and 
health authority using the Regional State Administrative 
Agency’s form. 

Foreign employers must take out statutory insuranc-
es and provide occupational health care services for 
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the employees. If a posted worker holds a certificate of  
social security coverage in another country, the employ-
er is obligated to take care of the necessary insurances 
in the country indicated on the certificate. It is also im-
portant to explain this to the employee so that they are 
aware of the deductions made from their pay in addition 
to taxes. In some countries, the social insurance contri-
butions may be higher than in Finland. Issues related to 
social security when working abroad, such as the A1 cer-
tificate, are also discussed in the section Social security 
when working abroad.

Similar obligations may apply to Finnish employers if 
they post employees abroad. The employer must, among 
other things, contact the authorities in the destination 
country to find out in which situations and how a noti-
fication of the posted employees or an application for 
a social security certificate for them should be made. 
Further information on the topic can be obtained from, 
for example, Kela, the Finnish Centre for Pensions, the  
EU’s Practical Guide on Posting, and the Occupation-
al Safety and Health Administration. The website of the  
Occupational Safety and Health Administration also has 
a glossary of terminology related to posting. See also the 
section Arrangements, security, and communication for 
things to consider in relation to safety and communica-
tion.

Issues to consider regarding posted 
employees
•	contacting the Finnish Centre for Pensions or 

Kela
•	checking if the employee has an A1 certificate 

or other certificate of social security coverage 
in a particular country

•	checking that the notification of posting 
workers has been completed

•	ensuring that the employee is insured and 
provided with occupational health care 
services	

•	confirming the right to work
•	travel and housing arrangements
•	communication and contacts during work 

abroad
•	ensuring safety and submitting a travel 

notification
•	specifying the key terms and details in the 

contract on working abroad
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This guide offers a summarised information package on im-
portant issues to consider when an organisation is thinking 
about recruiting an international employee. Hopefully, the 
guide has provided you with answers and new, useful infor-
mation. Apart from this guide, there is a great deal of in-
formation and support available for employers and persons 
moving to Finland, foreigners already living in Finland, as 
well as for other international talent. 

In addition to numerous established public services, the  
Talent Boost programme coordinated by the Ministry of Eco-
nomic Affairs and Employment and the Ministry of Education 
and Culture as well as several regional projects promote and 
support the internationalisation of organisations, recruit-
ment of international talent, and integration. On the next 
page, you will find a summary of the different operators and 
websites that provide more information on the topic. Good 
luck with your international recruitment!
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GENERAL 

Ministry of Economic Affairs and Employment in  
Finland – Government Integration Programme

Ministry of Economic Affairs and Employment in  
Finland – Talent Boost 

Talent Boost Cook Book 2.0 

The International Talent Finland Research Project

 
PUBLIC SERVICES TO SUPPORT 
INTERNATIONAL RECRUITMENT 

Business Finland – For Customers in Finland 

EURES – European Job Days

Job Market – Hiring an employee from abroad

Work in Finland International Recruitment Advice for  
Employers

 
HIRING A FOREIGN EMPLOYEE 

Aliens Act

Employment Contracts Act

Finnish Centre for Pensions –  
Foreign workers in Finland

SUMMARY  
OF PUBLIC SERVICES 	

Finnish Immigration Service – For employers 

Finnish Immigration Service –  
Guide for employed persons

Finnish Immigration Service – Work in Finland

Finnish Tax Administration – International situations

ILO guidelines for ethical recruitment

Job Market – International Recruitment Process

Kela – Centre for International Affairs

Kela – Employers and international work

Ministry of Economic Affairs and Employment –  
Employment legislation brochures

Ministry of Economic Affairs and Employment –  
Posted workers

Non-discrimination Act

Occupational Safety and Health Administration in Finland 
– Online service

Occupational Safety and Health Administration –  
As a foreign employee in Finland

Occupational Safety and Health Administration –  
Foreign employee

https://julkaisut.valtioneuvosto.fi/handle/10024/166113
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https://www.e2.fi/en/projects/projects/the-international-talent-finland-research-project.html
https://www.businessfinland.fi/en/for-finnish-customers/home
https://europeanjobdays.eu/en/events
https://tyomarkkinatori.fi/en/employers-and-entrepreneurs/recruitment/hiring-an-employee-from-abroad
https://www.workinfinland.com/en/employers/
https://www.workinfinland.com/en/employers/
https://www.finlex.fi/fi/laki/ajantasa/2004/20040301
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https://www.etk.fi/en/work-and-pensions-abroad/insurance-while-working-abroad/to-finland-from-abroad/foreign-workers-in-finland/
https://migri.fi/en/for-employers
https://migri.fi/en/guide-for-employed-persons
https://migri.fi/en/guide-for-employed-persons
https://migri.fi/en/work-in-finland
https://www.vero.fi/en/search/?query=international#?cludoquery=international&cludoCategory=Individuals&cludopage=3&cludoinputtype=standard
https://www.ilo.org/global/topics/fair-recruitment/lang--en/index.htm
https://tyomarkkinatori.fi/en/employers-and-entrepreneurs/information-on-being-an-employer-or-entrepreneur/international-recruitment/international-recruitment-process
https://www.kela.fi/centre-for-international-affairs
https://www.kela.fi/tyonantajat-kansainvalinen-tyo
https://tem.fi/tyolainsaadantoesitteet
https://tem.fi/tyolainsaadantoesitteet
https://tem.fi/en/posted-workers
https://tem.fi/en/posted-workers
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To the index

Suomi.fi – Foreign workers

The Centre for Occupational Safety –  
Safe and healthy work 

 
MOVING AND SETTLING IN FINLAND 

Digital and Population Data Services Agency –  
Moving to Finland 

Digital and Population Data Services Agency –  
Registration of a foreigner

Finnish Tax Administration –  
Arriving in Finland from overseas

Infofinland – Work and enterprise 

International House Helsinki

International House Joensuu

International House Oulu

International House Pori 

International House Tampere

International House Turku

International Tampere

Kela – Moving to Finland

Talent Coastline (Ostrobothnia)

Turku Business Region

WORKPLACE DIVERSITY

Aalto University, Haaga-Helia University of Applied 
Sciences, Laurea University of Applied Sciences, 
Metropolia University of Applied Sciences, University of 
Helsinki – Language boost 

DEI Playbook

E2 Research – The SMEs and Foreign Workforce in  
Finland (PIKEUS) project final report

ETLA –Immigration and Innovation in Finnish  
Manufacturing Firms

Family Federation of Finland – Language Aware and  
Inclusive Recruitment and Work Culture –  
tools for the employer

Finnish Institute for Health and Welfare –  
Migration and cultural diversity

Finnish Institute of Occupational Health –  
Diverse working life

HIWE-project – Policy recommendations

IMAGO coaching

Inklusiiv ry – DEI Resource Bank

Ministry of Economic Affairs and Employment –  
Working life diversity guide

Talent Boost Index

Technology Industries of Finland – Diversity

The Finnish Confederation of Professionals STTK –  
Database for workplaces and supervisors

https://www.suomi.fi/company/being-an-employer/employers-responsibilities/guide/employers-responsibilities-and-obligations/foreign-workers
https://ttk.fi/en/occupational-safety/
https://ttk.fi/en/occupational-safety/
https://dvv.fi/en/moving-to-finland
https://dvv.fi/en/moving-to-finland
https://dvv.fi/en/foreigner-registration
https://dvv.fi/en/foreigner-registration
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https://www.internationaljoensuu.fi/fi/
https://oulu.com/en/international-house-oulu/
https://internationalhouse.pori.fi/
https://internationalhousetampere.fi/
https://ihturku.fi/en/
https://internationaltampere.fi/
https://www.kela.fi/moving-to-finland
https://www.ely-keskus.fi/web/talent-coastline/
https://turkubusinessregion.com/en/
https://www.kielibuusti.fi/en
https://www.kielibuusti.fi/en
https://www.kielibuusti.fi/en
https://www.kielibuusti.fi/en
https://mediabank.businessfinland.fi/l/JQWn2SGF98rB/f/DSwh
https://www.e2.fi/media/julkaisut-ja-alustukset/pikeus/pikeus-raportti.pdf
https://www.e2.fi/media/julkaisut-ja-alustukset/pikeus/pikeus-raportti.pdf
https://www.etla.fi/julkaisut/working-papers/immigration-and-innovation-in-finnish-manufacturing-firms/
https://www.etla.fi/julkaisut/working-papers/immigration-and-innovation-in-finnish-manufacturing-firms/
https://www.vaestoliitto.fi/uploads/2022/12/5d814e06-vaestoliitto-kielitietoinen-rekrytointi-ja-tyoyhteiso.pdf
https://www.vaestoliitto.fi/uploads/2022/12/5d814e06-vaestoliitto-kielitietoinen-rekrytointi-ja-tyoyhteiso.pdf
https://www.vaestoliitto.fi/uploads/2022/12/5d814e06-vaestoliitto-kielitietoinen-rekrytointi-ja-tyoyhteiso.pdf
https://thl.fi/en/web/migration-and-cultural-diversity 
https://thl.fi/en/web/migration-and-cultural-diversity 
https://www.ttl.fi/teemat/tyoelaman-muutos/monimuotoinen-tyoelama
https://www.ttl.fi/teemat/tyoelaman-muutos/monimuotoinen-tyoelama
https://www.hiwe.fi/policyrecommendations/
https://www.workinfinland.com/fi/tyonantajat/palvelut/imago-valmennus/
https://inklusiiv.com/dei-resources/
https://julkaisut.valtioneuvosto.fi/handle/10024/163976
https://julkaisut.valtioneuvosto.fi/handle/10024/163976
https://survey.zef.fi/x7axsja4/index.html
https://teknologiateollisuus.fi/jasenille/tietopankki/tyoelama-teknologia-alalla/monimuotoisuus/
https://monikulttuurinen.fi/en/
https://monikulttuurinen.fi/en/
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