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As Greenland is part of the national community, many people are mistaken when it comes to 
legislation in Greenland. This includes the area of employment; and it may prove expensive not to 
know the small differences. 

The Danish salaried employees' act has never been implemented in Greenland. The state of the law 
has therefore been based on collective agreements, which in some respects referred to the Danish 
salaried employees' act.  Many companies know that there is now a Greenlandic salaried employees' 
act, which is generally a "copy" of the Danish salaried employees' act. However, many are not 
aware that a few exceptions apply.  

First and foremost, there is a difference as to who is covered by the salaried employees' act in 
Greenland and Denmark, respectively. For example, shop assistants are not salaried employees in 
Greenland. 

Another significant difference is reflected in the provisions on non-competition and non-solicitation 
clauses. Here, the minimum requirements for compensation to the employee for undertaking such 
clauses are somewhat less strict in the Greenlandic salaried employees' act, and the provisions only 
apply to non-competition and non-solicitation clauses entered into after 1 January 2014. This means 
that clauses entered into before the act came into force may be maintained and enforced whether 
they meet the requirements for non-competition and non-solicitation clauses under the salaried 
employees' act.  

 
Different maternity rules 
 
The Greenlandic salaried employees' act differs from the Danish act by not containing rules on the 
salaried employee's rights and obligations in connection with pregnancy and maternity leave, which 
means that the employer is not to pay half salary from the start of the maternity leave and until 14 
weeks after childbirth. However, this should be seen in the light of the fact that, in Greenland, there 
are not the same possibilities for applying for reimbursement from the municipality of expenses for 
salary during sickness and maternity leave. 
 



In relation to the provisions in the Danish and the Greenlandic salaried employees' acts where the 
wording is identical, the question is whether this means that the long-established Danish case law 
may be applied forthwith in Greenland. 
 
So far, only a few legal decisions have been made by the courts of Greenland based on the 
Greenlandic salaried employees' act but, considering the few judgments that have been delivered, it 
seems fair to conclude that Danish case law cannot be applied forthwith in Greenland. 
 
Summary dismissal is difficult 
 
This will be of importance in relation to the central provisions in the salaried employees' act on 
unfair dismissal and summary dismissal where the wording is identical in both versions of the act. 
Nonetheless, the judgments which have been delivered so far indicate that the courts of Greenland 
are of a different opinion than the Danish courts as to when a summary dismissal is fair. Where 
there is a clear practice for summary dismissal in case of the employee's unlawful non-attendance in 
Denmark, the tendency in Greenland is that it takes more to dismiss an employee summarily in this 
situation. 
 
The courts of Greenland have thereby indicated that they intend to create a practice in this area 
based on the "special conditions prevailing in Greenland", which in many respect differ 
significantly from the conditions prevailing in Denmark. Even if the Greenlandic salaried 
employees' act is thus similar to the corresponding Danish act, a legal assessment of a specific 
situation based only on Danish case law will in many cases not be sufficient. 
 
Companies should therefore be careful not only to apply Danish rules and case law when employing 
employees in Greenland. 
 
HORTEN Law Firm and Nuna Law Firm regularly contribute columns to EnergiWatch on the laws 
regulating the area of energy and raw materials in Greenland. 
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