Employment Q & A for Denmark (per December 2012)

DISCLAIMER: The contents of this text do not constitute legal advice and are not meant to be complete or exhaustive.
Although Warwick Legal Network tries to ensure the information is accurate and up-to-date, all users should seek
legal advice before taking or refraining from taking any action. Neither Warwick Legal Network nor its members are
liable or accept liability for any loss which may arise from possible errors in the text or from the reliance on information
contained in this text.

Note the answers below assume that the person in question is an office worker or is someone holding a
professional job in the private sector. There are different rules for jobs in the public sector or where the
employment is subject to a collective agreement with a union.

Q1: Am | allowed to end the contract at any time?

It will depend on the contract, but as a starting point you may dismiss with notice counted from the end of
a calendar month. The notice period will depend on statute and/or contract.

Q2: Is anyone to be informed before firing an employee?

If the employment is subject to a collective agreement it is likely that the local union representative should
be involved otherwise it is usually only the employee in question.

Q3: Is there a prescribed form for the termination of a labour contract?

No. The employee may demand written reasons after receiving notice of dismissal. In practice, the
employer provides the employee with a dismissal letter stating brief reasons for dismissal.

Q4: Are redundancy payments mandatory?

No, there is no such payment. Apart from payment covering the required notice period and benefit
entitlements the only additional payment is payment of 1 ,2 or 3 months’ salary for a long term of service
(12, 15 and 18 years).

Q5: How can an employee fight the decision of dismissal?

Reasons for dismissal may be related to the employer or related to the employee. Where they appear
unfounded or unfair the employee may challenge the dismissal and claim unfair dismissal. The burden of
proof lies with the employee. The employee may seek assistance from a union if he/she holds

membership thereof, otherwise the only alternative is to seek advice from a qualified lawyer with
employment law experience.

Contact: Pia Dalziel, Associate Solicitor in Miller Rosenfalck, London, and Advokat (Denmark),
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