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Latvia: Industrial relations profile 

 

Facts and figures 

Area: 64,559 square kilometres (Central Statistical Bureau of Latvia, CSP) 

Population: 2,052,000 (2012) 

Language: Latvian 

Capital: Riga 

Currency: Lats – LVL (€1 = LVL 0.7028) 

 

Economic background 

GDP per capita (2010) 

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

51  

Real GDP growth (% change on previous year) (2011)  5.5%  

Inflation rate (2011) 

(annual average rate of change 2010–2011) 

4.2%  

Average monthly labour costs, in € (2008) €826  

Average labour productivity (% change on previous 
year) (2011) 

2%  

Gross annual earnings, in € (2010) €8,027  

Gender pay gap (2010) 17.6%  

Employment rate (15–64 years) (2011) 61.8%  

Female employment rate (15–64 years) (2011) 60.8%  

Unemployment rate (15–64 years) (2011) 15.4%  

Monthly minimum wage LVL200 or €285 (2011)*  

 

Source: Eurostat; * LR Regulation of the Cabinet of Ministers 

Industrial relations characteristics, pay and working time  

 

Trade union density (%) (2011) 

(Trade union members as a percentage of all employees in 
dependent employment) 

About 12%*  

Employer organisation density (%) (2009) 

(Percentage of employees employed by companies that 

33.7%**  

http://www.csb.gov.lv/
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are members of an employer organisation) 

Collective bargaining coverage (%) (2011) 

(Percentage of employees covered by collective 
agreements) 

About 17%***  

Number of working days lost through industrial action 
per 1,000 employees (2011) 

n.a. 

Collectively agreed pay increase (%)  

(annual average 2010–2011) 

Do not exist 

Actual pay increase (%)  

(annual average 2010–2011) 

4.3%****  

Collectively agreed weekly working hours Do not exist 

40 hours by Labour law 

Actual weekly working hours (2010) 

 

39.1  

* LBAS, CSP; ** LDDK; *** LBAS; **** CSP 

Background 

Economic context 

The shift from the socialist system and restructuring period in the early 1990s yielded a 

remarkable change from an industry-based economy to a services-based economy. EU accession 

in May 2004 encouraged significant financial inflow to the country from the second half of 2003, 

which led to rapid development of financial services-based sectors. After 2004, several of 

Latvia’s largest industrial enterprises were sold and afterwards restructured or closed. 

The country was affected by the global financial crisis in 2008–2009. Five sectors of the economy 

– real estate markets, banking, trade, construction and production of building materials – yielded 

about 75% of gross domestic product (GDP) growth in 2007. Latvia’s economy grew by more 

than 10% over the period 2003–2007, when Latvia’s credit institutions provided easily accessible 

loans from external sources – mainly from the head offices of foreign-owned banks. The growth 

was strongly based on credit-driven internal consumption. Negative growth figures appeared in 

2008 immediately after the reduction of external financial flows. In January 2009, cuts in public 

expenditure yielded a record number of layoffs in public institutions – this encouraged the 

austerity regime in other sectors and a remarkable decline in consumption. The economy fell into 

recession at end of 2008. Latvian GDP shrank by 4.2% in 2008 and 18% in 2009, and 

employment also fell. A second round of selloffs of nationally owned undertakings started.  

Since the third quarter of 2010 GDP has returned to export-based positive growth. The main 

export commodities were timber, metal and metal processing products. At the same time several 

previously well situated national undertakings announced financial problems and reduced their 

activities. The total GDP declined by 0.3% in 2010, but grew by 5.5% in 2011.  

The share of industry in the national GDP increased from less than 10% in the pre-crisis period to 

slightly more than 14% in 2011.  
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Legal context 

The social dialogue system was established at the beginning of the 1990s, when the role of trade 

unions, employer organisations, collective agreements and procedure of negotiations was set forth 

in the Latvian Labour law and other specific laws. The system is based on the principle of 

voluntary participation of its actors. At first the main actors were trade unions and employers; 

thus, social dialogue was a bipartite process like it was under Soviet rule (the Labour code 

applicable during Soviet times was valid until 2002). In 1993, the social dialogue system was 

established in Latvia, based on a tripartite negotiation process. A number of laws were introduced 

to regulate the process. In 2002, the new Labour law was adopted, which established the whole 

social dialogue system and set out more clearly the main principles of social dialogue, obligations 

of employers and rights of employees. Some of the previous laws were included in the new law, 

such as the Law on collective agreements, while others were amended.  

Currently, social dialogue is regulated by the Labour law (adopted in 2002), the Law on trade 

unions (adopted in 1990), the Law on employer organisations and their associations, the Law on 

strikes, the Law on industrial disputes (adopted in 2002), the Law on state labour inspection and 

the Law on labour protection (supplemented by more than 20 specific laws and regulations).  

The institutional framework for social dialogue includes the National Tripartite Cooperation 

Council (Nacionālās trīspusējās sadarbības padome, NTSP) – established in 1996 as a successor 

of the National Tripartite Consultative Council of employers, the government and trade unions 

that was established in December 1993 – and both the 1996 and 2004 tripartite agreements.  

The social partners are each represented by one organisation – the Free Trade Union 

Confederation of Latvia (Latvijas Brīvo Arodbiedrību savienība, LBAS) on the employees’ side 

and the Latvian Employers’ Confederation (Latvijas Darba Devēju konfederācija, LDDK) on the 

employers’ side.  

The social dialogue system has not changed since it was established in 1994. In the institutional 

setting new institutions appear at the regional and sector levels. 

Industrial relations context 

Industrial relations activity depends on the economic situation in the country. Collective 

bargaining became more active during the period of rapid development after 2004, when 

employers used active personnel policy and internal bonuses in order to attract the best workers in 

a tight labour market, and was able to finance their obligations.  

The importance of collective bargaining fell markedly after 2008, because agreed conditions were 

not observed. Collective agreements were frozen in state undertakings, and this facilitated 

neglecting of collective agreements in private companies as well. In addition, the number of trade 

unions in enterprises declined. In 2001, 2,972 trade union organisations were members of LBAS, 

while in 2009 the relevant figure was 2,430 and in 2011 it was 2,266.  

In 2011, the cooperation among ‘troika’ of social partners – LDDK, LBAS and Latvian 

Association of Local and Regional Governments (Latvijas Pašvaldību savienība, LPS) 

strengthened. Agreement on tripartite cooperation among the government, LBAS and LDDK has 

been valid since 2004. Cooperation agreement among LBAS, LDDK and LPS has been valid 

since May 2006. In June 2011, LDDK increased cooperation with local governments by signing 

cooperation agreement with the Latvian association of large cities (Latvijas lielo pilsētu 

asociācija, LLPA). On 1 August 2011, LBAS signed a new Agreement on cooperation with 

LDDK. 

 

http://www.lbas.lv/
http://www.lddk.lv/
http://www.lps.lv/
http://www.llpa.lv/
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Main actors 

Trade unions 

Main trends in trade union density 

Trade union density in Latvia is declining. The number of trade union members in LBAS member 

organisations has fallen from 625,000 in 1992, to 328,000 in 1994, 117,000 in 2009 and 99,000 in 

2011. At the same time the number of people employed has fallen from 1.35 million people in 

1992 to 1.21 million people in 1994, 953,000 in 2009 and 987,000 at the end of 2011. Trade 

union density, calculated as the proportion of trade union members to the total number of 

employed, was 46% in 1992, 27% two years later and just 12% in the period 2009–2011 (source: 

CSP, LBAS).  

The largest trade unions are in state institutions covering education and healthcare workers, 

current or privatised state companies – such as the energy company Latvenergo, Latvian 

Railways (Latvijas Dzelzceļš) and Latvia Post (Latvijas Pasts) – and the major foreign-owned 

companies. The number of trade union members in education and healthcare organisations is 

falling because many organisations are closing as a result of reforms. The number of members in 

the education sector trade union fell from 72,900 people in 1992 to 35,600 in 2009, and 31,300 in 

2011. The union lost members due to the closure of small rural schools, and the process continues 

regarding other rural schools. The Latvian Post and Telecommunications Workers Trade Union 

(Latvijas Sakaru darbinieku arodbiedrība, LSAB) lost 1,908 of its 7,246 workers due to reforms 

in Latvia Post, a former state-owned company. Membership in healthcare trade union has 

dropped from 48,400 people in 1992 to just 12,100 in 2011. The trade union of local government 

workers lost 3,914 of its 5,294 members due to the country’s administrative territorial reform in 

2007. 

Some traditional trade unionist sectors, such as industry, have crumbled in small production 

workshops where trade unions usually do not exist. Membership in the industrial trade union 

dropped from 144,3000 in 1992 to just 3,800 in 2010, but increased to 4,400 in 2011 due to the 

absorption of the metal workers’ trade union. Increase in membership is typically connected with 

absorption of previously independent trade unions, but the decline in membership figures resumes 

after a short period of time.  

Trade unions seldom exist in retail trade companies – including those that are foreign owned – 

and small private companies. In some services sectors, trade unions do not exist – for example, in 

the inland water sector, hairdressing sector and personal services sector. The number of trade 

union members in the retail trade dropped from 31,900 people in 1992 to just 1,800 in 2011.  

 

Most important trade union confederations  

LBAS is the sole trade union peak organisation in Latvia. In 2011, it had 20 affiliated 

organisations. Of these, the largest are the Latvian Education and Science Employees’ Trade 

Union (Latvijas Izglītības un zinātnes darbinieku arodbiedrība, LIZDA) (31,296 members, 31.5% 

of the total LBAS membership), the Latvian Railway and Transport Industry Trade Union 

(Latvijas Dzelzceļnieku un satiksmes nozares arodbiedrība, LDzSA) (12,668 members, 12.7% of 

the total membership), the Trade Union of Health and Social Care Employees of Latvia (Latvijas 

Veselības un sociālās aprūpes darbinieku arodbiedrība, LVSADA) (12,068 members, 12.2% of 

the total membership) and the Latvian Trade Union of Public Service and Transport Workers 

http://www.lsab.lv/
http://www.lizda.lv/
http://www.ldzsa.lv/lat/
http://www.lvsada.lv/
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LAKRS (Latvijas Sabiedrisko pakalpojumu un transporta darbinieku arodbiedrība LAKRS, 

LAKRS) (7,700 members, 7.7% of total membership) (all figures for 2011).  

Main trade union developments  

Mergers and divisions have occurred among trade unions, with new trade unions being formed 

and others ceasing to exist. The same is true for peak organisation – the total number of LBAS 

members has decreased from 26 in 1990, when LBAS was established, to 20 in 2011, and 

remarkable internal changes have occurred. Industrialists’ trade unions have gradually united into 

the Latvian Industrial Workers Trade Union (Latvijas industriālo nozaru arodbiedrība, LIA). In 

2007, the trade union organisation representing book publishers, with its 320 members, split from 

LBAS, because leaders of the organisation did not agree with the strategic goals of LBAS. 

However, the majority of the members of the book publishers’ trade union left the organisation 

and joined the Latvian Trade Union Federation for People Engaged in Cultural Activities 

(Latvijas Kultūras darbinieku arodbiedrību federācija, LKDAF), which is a member of LBAS.  

Three trade unions representing metalworkers (members of LBAS), namely the Latvijas metals 

Trade Union (Apvienotā arodbiedrība ‘Latvijas Metāls’), the Metalworkers’ Trade Union 

(Latvijas Metālistu arodbiedrība, LMA) and the Metallurgic Workers Trade Union of Liepaja 

(Liepājas metalurgu arodbiedrība) amalgamated into LMA.  

In 2006, the United Police Trade Union of Latvia (Latvijas Apvienotā policistu arodbiedrība, 

LAPA) was established and joined LBAS. Several trade unions were established in health care 

sector and in media (TV), but these did not join LBAS.  

In 2008, several developments occurred in the banking sector. Trade union organisations were 

established in three banks – SEB Banka, Nordea and BIG Banka. The largest trade union 

organisation was established in SEB Banka with about 500 members and a collective agreement 

was concluded. Some other trade unions appeared outside LBAS, for instance a trade union of 

medical nurses, and a trade union of interior system workers.  

In 2010 new trade unions appeared as a platform for pre-election discussion. One political party - 

the Latvia’s Social Democratic Workers’ Party (Latvijas Sociāldemokrātiskā strādnieku partija, 

LSDSP) based its election campaign on cooperation with entrepreneurs and trade unions, but it 

was not elected.  

In 2011 amalgamation of LBAS member trade unions continued. The Latvian Metal workers 

trade union united with the Latvian Industrial Workers Trade Union. After strenuous efforts by 

the Latvian Commercial Workers Trade Union to expand trade union representation in large 

foreign-owned shop chains, on 14 March 2012 a new company-level trade union organisation was 

established in IKI shop in Valmiera, a small town in East Latvia. 

Intensification of sector-level collective bargaining is the internal strategy of LBAS. Before the 

economic crisis almost every sector-level trade union was involved in searching a partner for 

sectoral collective bargaining; however, little success was achieved.  

LBAS has expanded its operations in the country’s regions and its cooperation with LPS. In 2008, 

four regional LBAS centres were established in Daugavpils in the southeast of country, Jelgava in 

central Latvia, Valmiera in north-central Latvia and Liepaja in the west of the country. 

Another remarkable development is the more intensive activity at national level regarding issues 

that go beyond the usual field of trade union activities, notably workers’ interest representation. 

For instance, the individual trade unions and LBAS were initiators of the national referendum on 

the amendments to the Latvian Constitution (Satversme) in 2007–2008, a measure that would 

http://www.lakrs.lv/
http://www.policistuarodbiedriba.lv/
http://www.lsdsp.lv/
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allow voters to initiate the process for dissolution of the Latvian parliament (Saeima) through a 

referendum (LV0806039I, LV0710029I).  

In 2011, LBAS focused activities in two areas: work remuneration (minimum wage and non-

taxable minimum); and taxation and the state budget. At the beginning of 2012, LBAS fought 

against sudden government plans to increase the pension age according to a schedule that 

appeared more intensive than the one that had previously been agreed among the social partners.  

 

Employer organisations 

Employers in Latvia have united in many organisations, but not all of these organisations are 

employers’ organisations by law. It is believed that all existing true employers’ organisations are 

members of the main employers’ organisation – LDDK.  

Up to 2010, LDDK constantly increased density levels. In 2009, LDDK members employed 

321,000 people or 33.7% of all employees in Latvia. In 2011, the LDDK reported that its 

members employ 33% of all employees. Density estimations of LDDK and LBAS can not be 

directly compared, because trade union members are those who are involved in the organisation 

and pay fees, while LDDK include in its representation all people working in companies 

represented by the relevant employers’ organisation. Besides, even organisations that are 

members of LDDK do not always want to enter into collective bargaining or any other 

cooperation with trade unions.  

The lack of relevant employers’ organisations jeopardises the development of sector-level social 

dialogue. Typically, trade unions have a sector-oriented structure in Latvia, while the employer 

organisations show a different structure. Many sectors are not represented by an employers’ 

organisation; however, there are large number of small NGOs established by employers and 

representing employers’ professional interests. Moreover, the majority of sectoral organisations 

that have sufficient representation level regarding companies and employees and could qualify for 

employers’ organisation do not wish to be involved in social dialogue with trade unions. In some 

sectors of the economy, the largest companies act as social partners, but they are not eligible for 

sector-level collective bargaining. Only in some sectors – such as metalworking, railways and 

light industry –are employers represented by an active employers’ organisation. These employer 

organisations recognise themselves as the social partner and meet the requirements stipulated by 

law. 

Most important employer organisations  

LDDK is a single national-level employer organisation, established exclusively for social 

dialogue purposes. In 2011, the LDDK represented 58 members – sectoral and regional 

federations which represented more than 5,000 undertakings, as well as individual undertakings 

that employ more than 50 people.  

LDDK acts as a partner in socioeconomic negotiations with the Saeima, the Cabinet of Ministers 

of the Republic of Latvia, LBAS and LPS.  

The most important sectoral employer organisations are those listed below:  

 the metalworking sector is represented by the Association of Mechanical Engineering and 

Metalworking Industries of Latvia (Mašīnbūves un Metālapstrādes Rūpniecības Uzņēmēju 

asociācija, MASOC);  

http://www.eurofound.europa.eu/eiro/2008/06/articles/lv0806039i.htm
http://www.eurofound.europa.eu/eiro/2007/10/articles/lv0710029i.htm
http://www.masoc.lv/
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 the railways sector is represented by the Latvian Railway Sector Employers’ Organisation, 

(Latvijas Dzelzceļa nozares darba devēju organizācija, LDzDDO);  

 light industry is represented by the Latvian Association of Textile and Clothing industry, 

(Latvijas Vieglās rūpniecības uzņēmumu asociācija, VRUA).  

There is another organisation – the Latvian Chamber of Commerce and Industry (Latvijas 

tirdzniecības un rūpniecības kamera, LTRK) that represents employers at the national level and 

participates in social dialogue, but this is not an employers’ organisation as stipulated by law.  

During 2010, employer organisations appeared before the Saeima elections to support political 

parties, but these do not strive to meet specific requirements stipulated by law. An example of 

such an organisation is the movement For Good Latvia which backed the association of People’s 

Party with alliance of Latvia’s First Party and Latvia’s Way with the same name – For Good 

Latvia.  

 

Main employer developments  

Employers support social dialogue and use it for lobbying their interests with the government. 

LDDK has several fields of activity: promoting better business environment and sustainability, 

employment, labour rights and labour protection, regional development, capacity building of 

organisation, export promotion, corporative social responsibility.  

Through social dialogue, the employers find a healthy compromise between their needs to make 

labour relations more flexible and trade unions’ wish to protect employees’ rights at work. 

LDDK, which was established as a sole employer organisation for social dialogue purposes, 

promotes the idea of social dialogue through its daily tasks. Every year, LDDK organises a public 

activity, praising good practice in the areas such as innovation, sustainable development, social 

dialogue and social responsibility.  

In 2011, the professional focus of employers’ organisations increased; however, activities in the 

field of social responsibility also continued. Since 2010, many public and private sector 

organisations have signed the Social Responsibility Memorandum.  

 

Industrial relations  

Collective bargaining 

Levels of collective bargaining 

 National level 
(Intersectoral) 

Sectoral 
level 

Company 
level 

Principal or dominant level  +  + 

Important but not dominant level  +  

Existing level    

 

The most important level of collective bargaining is company-level bargaining. Sector-level 

bargaining is represented in so-called ‘general agreements’. The number of such agreements 

http://www.vrua.lv/
http://www.ltrk.lv/
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varied between 21 and 32 before 2010 (there were 30 in 2009). The majority of these agreements 

were concluded between sector-level trade union and employers’ association (60% in 2009). In 

2011, LBAS reported 66 ‘agreements on cooperation’, of which 41 were concluded between 

LIZDA (education and science trade union) and local governments, and 13 were concluded 

between trade union and employers’ organisation. However, classical long-term general 

agreements are present only in the railways sector. Regional agreements are concluded with local 

governments and other regional organisations. In 2009, five agreements with local governments 

were valid – three in the education sector, one in the culture sector and one in the healthcare 

sector. In 2011 only two agreements outside the education sector were concluded with local 

governments. Six agreements in 2009 and seven agreements in 2011 were concluded with the 

branch ministries – in education, healthcare and public institutions and finance sectors (in 2009) 

and aviation (in 2011).  

Collective agreements are internal business documents and are not registered nationwide. 

Consequently, total number of collective agreements is not known.  

LBAS collects data on collective agreements in its institutions. In 2009, 1,712 collective 

agreements were valid in LBAS member organisations. From 681 agreements where data is 

available, 50% were valid for one year, 22.4% for two years and 27% for more than two years. 

There is no breakdown available for the education sector (1019 collective agreements), and the 

energy sector (18 collective agreements). Collective agreements covered 166,140 people or 17% 

of all employed people in Latvia (84% of employed in companies with trade union organisations). 

Some more agreements may be set in trade union organisations outside LBAS.  

In 2011, 1,311 collective agreements were valid in LBAS member organisations. From 1,196 

agreements where data is available, 69% were valid for one year, 17% for two years and 14% for 

more than two years. There is no breakdown available for the public services sector (146 

collective agreements). Collective agreements covered 101,647 people or 12% of all employed 

people in Latvia (60% of employed in companies with trade union organisations). Some more 

agreements may be set in trade union organisations outside LBAS. 

Legal status of collective agreements 

The conditions for a collective agreement to be legally binding are stated in the Labour law, 

under Sections 17 to 20.  

Section 20 on the Effect of a collective agreement with respect to persons of the Labour law sets 

forth the following provisions:  

 Item (1): A collective agreement shall be binding on the parties and its provisions shall apply 

to all employees who are employed by the relevant employer or in a relevant undertaking of 

the employer, unless otherwise provided for in the collective agreement. It shall be of no 

consequence whether legal employment relationships with the employee were established 

prior to or after the coming into effect of the collective agreement;  

 Item (2): An employee and an employer may derogate from the provisions of a collective 

agreement only if the relevant provisions of the employment contract are more favourable to 

the employee.  

Section 18 referring to the Parties to a collective agreement (item (3)) of the Labour law 

establishes a norm that a general agreement entered into by an employer organisation or an 

association of employer organisations shall be binding on members of the organisation or the 

association of organisations. 

The law also establishes that without special arrangements, parties to a collective agreement shall: 
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1. during the period of the existence of the collective agreement refrain from any measures 

which are directed at unilateral amendments to its provisions unless provided otherwise by 

regulatory enactments or by the collective agreement; and 

2. ensure that the provisions of the collective agreement are complied with and fulfilled both by 

the employer and the employees (Section 17, item (2)). 

A collective agreement shall be entered into in writing (Section 17, item (3)). 

Extension of collective agreements  

Section 18 of the Labour law also outlines the following norms regarding the extension of the 

collective agreement.  

Item (1) states that a collective agreement in an undertaking shall be entered into by the employer 

and an employee trade union or by authorised employee representatives if the employees have not 

formed a trade union.  

Item (2) outlines that a collective agreement in a sector or territory …shall be entered into by an 

employer, a group of employers, an employer organisation or an association of employer 

organisations, and an employee trade union or an association (union) of employee trade unions if 

the parties to the general agreement have relevant authorisation or if the right to enter into a 

general agreement is provided for by the articles of association of such associations (unions).  

Item (4) provides that if members of an employer organisation or an association of employer 

organisations employ more than 50% of the employees in a sector, a general agreement entered 

into by the employer organisation or association of employer organisations and an employee trade 

union or an association (union) of employee trade unions shall be binding on all employers of the 

relevant sector and shall apply to all employees employed by the employers. With respect to such 

employers and employees, the general agreement shall come into effect on the day of its 

publication in the official Gazette of the Government of Latvia Latvijas Vēstnesis, unless the 

agreement specifies another time for coming into effect. The parties shall publish the general 

agreement in Latvijas Vēstnesis on the basis of a joint application.  

This norm was amended in 2010 so that not only 50% representation in employment is a proper 

condition for expansion of the general agreement; representation of 60% of the total turnover or 

service amount of the sector also serves as a condition for expansion.  

Main mechanisms in wage bargaining coordination 

Special wage bargaining coordination mechanisms do not exist. At the national level only 

minimum wage, non-taxable minimum wage and wage systems in some public services sectors 

(education and science, healthcare, civil servants) are negotiated. Coordination of minimum wage 

bargaining is envisaged in all general agreements between LBAS and LDDK. In February 2011, 

during the NTSP meeting LBAS and LDDK agreed a unified approach to the minimal wage and 

family benefits policy specifically for the current period. It was agreed that the minimum wage 

should be revised once a year.  

Individual wages are agreed individually and a wage agreement is formalised in the employment 

contract. General wage conditions are agreed in the collective agreement at company level and in 

the general agreement at sectoral level. 
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Main trends in collective bargaining 

Efforts are focused on developing of sectoral and regional social dialogue institutions. In 2010, 

social partners signed agreement on the formation of a new regional tripartite consultation council 

in Daugavpils city. Social partners provide information services in locations outside the capital 

city of Riga.  

Little success was achieved in sectoral social dialogue. 

Other issues in collective agreements 

At the national level, in 2009–2010 major efforts were focused on negotiations on fiscal 

consolidation and austerity measures, and the same course was observed in 2011. At the company 

level, issues of social provisions – including social benefits, contributions to the social insurance 

system and pension funds have always been high on the agenda. However, the most important 

issue was working time. In 2009, 89% of collective agreements included issues on working time, 

20.3% of collective agreements included provision for additional pay, 18.7% provide condition 

for work–life balance or include gender aspects, and 32% provide for compensation for trade 

union activities. 2011 figures on these issues are not available. It is known that collective 

agreements included issues on additional holidays, condition on aggregated working time, gender 

issues. Out of 374 agreements (number of collective agreements on what answer was received 

regarding this issue), 179 included provision for additional pay, and 24 of 344 agreements 

provided for special measures for people on the grounds of age.  

Issues such as stress and harassment were less covered by collective agreements or ignored.  

Focus on training and lifelong learning issues 

Education, training and workers’ skills development are issues of high importance on the 

collective bargaining agenda. Issues relating to vocational training and lifelong learning are 

usually dealt with in collective agreements. However, only 5.9% of collective agreements in 2009 

provided financial assistance for training. In 2011, financial assistance in training was provided in 

46 of 355 collective agreements.  

Focus on gender equality in collective bargaining 

Gender equality issues are not central in collective bargaining: 12.8% of collective agreements in 

2009 discussed gender aspects. Mostly issues such as protecting women against work that is too 

strenuous and social benefits or some non-standard privileges for young mothers are included in 

the collective agreements. Some 5.8% of collective agreements provided conditions for work–life 

balance (e-work, telework, flexible working time, and additional parental leave).  

In 2011, out of 363 agreements 175 agreements included gender aspects; out of 350 agreements 

63 agreements provided conditions for improving work–life balance. 

Industrial disputes 

Frequency of strikes 

Strikes in general are a rather rare phenomenon in Latvia. No major strikes have occurred in 

recent years, except for repeated strikes among healthcare workers where they stayed at their 

workplaces but did not work, and several demonstrations or pickets, organised by education, 

healthcare and police trade unions. 
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In 2010, the country was overwhelmed by the stress and uncertainty caused by the austerity 

policy. Frequent unforeseen changes in tax and social legislation, breaching of existing 

guarantees and promises made it almost impossible to formulate demands for industrial action.  

In 2010, the biggest collective actions were two demonstrations and a people’s meeting organised 

by LBAS in the second half of the year. LVSADA organised action that yielded an official 

complaint to the European Ombudsman.  

True industrial actions did not occur in 2011, but the growing threat of job and income losses and 

the prospect of losing essential public services led to several protests. The activity was higher at 

the beginning of year, after a tragic incident when four police workers were involved in a 

criminal attack on a casino, and when decisions on austerity measures were incorporated in real 

financial provisions for sectors (for instance, transport), and at the end of the year in connection 

with the elaboration of the state budget for 2012.  

Employers’ organisations and the LBAS supported the sector-level trade unions that initiated the 

industrial actions.  

Sectors involved 

LBAS’s actions involve a wide spectrum of sectors. Latest events showed that support for trade 

union activities is diminishing. A survey conducted by the TNS Agency in 2010 revealed that 

41% of the economically active population supported LBAS’s actions, but the rate seems much 

lower in practice. People are tired of permanently bad news, their own financial difficulties, 

instability regarding job security and income, and do not expect any help. The difficult situation 

is also consolidating support for the government. Instead of collective actions, people are solving 

their problems by leaving the country.  

Typically the most active sectors are education and healthcare. In 2010, the most active sectors 

were healthcare and police.  

LVSADA initiated negotiations regarding reforms in the healthcare system. When local 

negotiations were not productive, the trade union in cooperation with SUSTENTO, the Latvian 

umbrella body for disability organisations and the Latvian Patients’ Ombudsman (Latvijas 

Pacientu ombuds, LPO) made a complaint to the European Ombudsman concerning 

developments in the healthcare system in Latvia. The trade union and partners insisted that 

austerity measures and reforms in the healthcare system had considerably worsened healthcare 

provision in Latvia. The complaint was supported by approximately 54,000 signatures.  

The police trade union organised several actions against the Minister of Internal Affairs, but these 

cannot be considered as true industrial actions. 

The list of the most active sectors did not change much in 2011. These were police, healthcare 

and education, and also public transport. Some general public actions also occurred.  

Main reasons for collective action 

In 2010, the main reasons for collective action by trade unions included low pay and difficult 

working conditions, and the worsening social situation in general. For healthcare workers, low 

pay and unpaid overtime work, as well as unreasonable reforms were the main reasons for 

collective action. For police officers, inadequate social guarantees compared with other civil 

servants and low pay were the main issues of contention. Low pay was the main reason for 

collective action among education workers. 

http://www.sustento.lv/
http://www.pacientuombuds.lv/
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At the national level, major conflicts appeared in the second half of 2010 when the government 

finally announced its considerations on the amount and measures of consolidation of the state 

budget. Trade unions insisted that further cuts in social benefits could not be approved. 

Employers insisted that taxes could not be increased.  

In 2011 reasons for political actions were more specific; however, traditional financial issues 

were also on the agenda. 

The United Police Trade Union of Latvia (Latvijas Apvienotā policistu arodbiedrība, LAPA) 

organised a protest meeting against increasing control over the operation of police organisations 

after the casino attack mentioned above. The trade union also protested against the decision to 

reduce interrupted working time for policemen to 12 hours instead of 24 hours as it was before 

(LV1104019I). 

Healthcare was the most dynamic sector. At the beginning of year, a proposal to change the 

accessibility and financing of medical clinics caused heated discussion among social partners. 

Several actions were organised, when hospitals in three towns – Cēsis, Kuldiga and Ogre –

protested against a reduction of funding for healthcare institutions (LV1110019I). Protests were 

also held in December, when the newly appointed Minister of Health announced her plans for 

reforms in healthcare (LV1202019I). 

LIZDA was involved in difficult discussions on the financing of education at the beginning of 

year and with the newly elected Minister of education and science on the planned reforms in 

education in end of year. 

Collective industrial dispute resolution mechanisms 

Both conflict resolution and arbitration mechanisms were applied in cases of disputes. Conflict 

resolution starts with a negotiation process, usually resulting in a solution that is acceptable to 

both sides. 

 

Tripartite concertation 

The main institution for national tripartite concertation is the NTSP. Established in 1996, the 

NTSP includes eight sub-councils: 

 Labour affairs (Darba lietu trīspusējā sadarbības apakšpadome, DLTSA);  

 Social security (Sociālās drošības apakšpadome, SDA);  

 Vocational training and employment (Profesionālās izglītības un nodarbinātības trīspusējās 

sadarbības apakšpadome, PINTSA);  

 Health care (Veselības aprūpes nozares apakšpadome, VANA);  

 Transport and communication (Transporta un sakaru nozares trīspusējās sadarbības 

apakšpadome, TSNTSA);  

 Environmental protection (Vides aizsardzības lietu trīspusējās sadarbības apakšpadome, 

VALTSA);  

 Regional development (Reģionālās attīstības trīspusējās sadarbības apakšpadome, 

RAPLTSA);  

 National security (Sabiedriskās drošības apakšpadome). 

http://www.policistuarodbiedriba.lv/
http://www.eurofound.europa.eu/eiro/2011/04/articles/LV1104019I.htm
http://www.eurofound.europa.eu/eiro/2011/10/articles/LV1110019I.htm
http://www.eurofound.europa.eu/eiro/2012/02/articles/LV1202019I.htm


lv1209019q_2013_04_15_13_31_50_101 Raita Karnite 13/18 

 

NTSP meetings are held once every two months. The social partners have expanded involvement 

into the social negotiation process to local government – the LPS, and academic circles – the 

Latvian Academy of Sciences (Latvijas Zinātņu akadēmija, LZA). Another organisation, LTRK, 

has also activated its negotiations with the government and is included in joint actions of social 

partners, but it is not an employers’ organisation by law.   

The NTSP deals with a wide spectrum of issues: social security, employment and professional 

education, healthcare, regional development, taxation and environmental protection. 

The social partners’ priorities differ. Trade unions focus mainly on wage issues, particularly on 

minimum wage and wages in the public sector – for example, those of teachers and healthcare 

workers – and former state companies, employees of which form the majority of their 

membership. Consequently, the main priority for trade unions is negotiating state budget issues. 

Trade unions monitor social legislation, especially regarding changes in pension regulations.  

Employers’ organisations include in the negotiation process the wider area of economic 

problems, and they are strongly focused on the improvement of the business environment. They 

have initiated negotiations on issues such as: more flexible employment rules, the introduction of 

flexicurity principles in employment, reduced employer-paid sick leave from 14 to 10 days, 

stronger rules for sick leave and more flexible immigration rules.  

Main trends 

In recent years the sharpest debates have been on austerity measures and fiscal consolidation. 

Fiscal consolidation goals encourage decisions that balance on a narrow edge between obeying 

and breaching the law. This concerns wage and social benefits cuts, job losses due to 

reorganisation of institutions or staff reduction, and income guarantees.  

Trade unions, employers’ organisations, local governments, science circles and LTRK support 

each other in negotiations with the government. Tripartite cooperation results in compromise 

between the parties involved, yet their proposals are only partly respected. Trade unions have 

succeed in negotiating some social issues such as a national minimum wage (which was increased 

in 2011) and family benefits (which were not reduced), yet the scope of problematic issues is 

much larger.  

 

Workplace representation 

Employee representation at the workplace is regulated by Section 10 of the Labour Law on the 

Representation of Employees. The law sets out the following provisions:  

 employees shall exercise the defence of their social, economic and occupational rights and 

interests directly or indirectly through the mediation of employee representatives. Within the 

meaning of this Law, employee representatives shall mean:  

 an employee trade union on behalf of which a trade union institution or an official 

authorised by the articles of association of the trade union acts,  

 authorised employee representatives who have been elected by the workforce as outlined 

in the next point;  

 authorised employee representatives may be elected if an undertaking employs five or more 

employees. They shall be elected for a specified term of office by a simple majority vote at a 

meeting in which at least half of the employees employed by an undertaking of the relevant 

employer participate. The course of the meeting shall be recorded in the minutes of the 

http://www.lza.lv/
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meeting and decisions taken shall be entered in the minutes. Authorised employee 

representatives shall express a united view with respect to the employer;  

 if there are several trade unions, they shall authorise their representatives to participate in joint 

negotiations with an employer in proportion to the number of members of each trade union. 

However, each union should have at least one representative. If representatives of several 

trade unions have been appointed for negotiations with an employer, they shall express a 

united view;  

 if there is one employee trade union or several such trade unions and authorised employee 

representatives, they shall authorise their representatives to participate in joint negotiations 

with the employer in proportion to the number of employees represented. However, each 

union should have at least one representative. If representatives of one employee trade union 

or representatives of several such trade unions and authorised employee representatives have 

been appointed for negotiations with an employer, they shall express a united view;  

 employees with a fixed-term contract have to be taken into account when calculating the 

number of authorised employee representatives to be elected.  

 

Main channels of employee representation 

 Works council 
type 

(WC) 

Trade union  

(TU) 

Other body  

 

1 Most important body  Arodbiedrības 

institūcija/ 

amatpersona 

Trade union 

institution/ an 

official authorised 

by the articles of 

association of the 

trade union 

 

2 Alternative body   Autorizēts 

darbinieku pārstāvis 

Authorised 

employee 

representatives 

    

Employee rights 

Employees’ rights are ensured with the help of labour legislation and institutional control which 

is the responsibility of the State Labour Inspectorate (Valsts Darba inspekcija, VDI). The Labour 

law, as well as supplementary legislation, relates to these who are employed on the basis of a 

written labour contract. Latvian Labour law may be more favourable for employees, meaning that 

employee rights are widely stipulated by the law while employee obligations are less described.  

http://www.vdi.gov.lv/
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Disputes regarding rights and interests which arise from the collective agreement or which are 

related to such agreement are supposed to be settled by a conciliation commission. A conciliation 

commission can be established by the parties to a collective agreement, both authorising an equal 

number of their representatives. 

If a conciliation commission does not reach agreement on a dispute regarding rights, such dispute 

can be settled by a court or an arbitration board. 

Individual disputes regarding rights between an employee and an employer, if they have not been 

settled within an undertaking, are taken to court. 

Labour courts do not exist in Latvia. Employment issues are resolved in regular courts, and 

employee rights are protected free of charge at the Court of First Instance. 

 

Pay and working time developments 

Minimum wage 

Minimum standards of income from employment are set on the basis of the minimum wage. The 

minimum wage is set in negotiations at national level, usually in frameworks of the NTSP. When 

the social partners have agreed on the level of the minimum wage, it is set by Regulation of the 

Cabinet of Ministers.  

The social partners agreed on a system of increasing the minimum wage in 2003. The government 

kept strictly to the agreement and increased the minimum wage every year until 2009.  

On 8 June 2010 the social partners agreed that minimum wage would not change in 2011, and 

implementation of the Conception on minimum wage (adopted in 2004) would be halted. The 

government mandated the Ministry of Welfare to prepare a new conception of the minimum wage 

so that the level of minimum wage is derived from the macroeconomic situation and the state 

budget projections for the following three years. New principles were discussed after the elections 

held on 14 October. Three proposals discussed envisaged a slow increase of minimum wage 

starting from 2012 or 2013, yet none of the proposals was supported by the social partners. As a 

result of trade union pressure, the minimum wage was increased in 2011 (to €285). It was not 

changed in 2012 (LV1108019I). 

The Regulation of the Cabinet of Ministers setting the minimum wage includes three indicators – 

the minimum monthly wage, the minimum hourly rate and the hourly rate for teenagers and 

employees subjected to increased risks at work. The minimum wage for teenagers and employees 

subjected to increased risks at work is set according to the Labour law rules.  

 

Pay developments 

Gross annual earnings 

The observable changes with regard to gross annual earnings are in taxation, non-taxable 

minimum, and composition of annual earnings.  

Labour income is taxed in two ways – personal income tax and social contributions. In 2009, the 

personal income tax rate was reduced to 23% of the payroll (from 25%), as a form of 

compensation for raising the value-added tax (VAT) rate from 18% to 21% and from 5% and 

http://www.eurofound.europa.eu/eiro/2011/08/articles/lv1108019i.htm
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10% to 21% in some important sectors of the economy, such as heating, food, tourism services 

and book publishing. In 2010 the personal income tax rate was increased to 26% of payroll, and 

reduced again to 25% in 2011. In 2011, the social contribution rate was increased to 35.09% 

(from 33.09%) in view of the increase in employees’ share – from 9% to 11%. Value added tax 

was also increased for essential public services.  

The monthly non-taxable minimum was reduced sharply in 2009 – from LVL80 in January–July 

2009 to LVL35 in July–December 2009, and was LVL35 in 2010. In 2011, the government 

increased the non-taxable monthly minimum to LVL45.  

The population income structure varies by age. Statistical surveys show that the share of income 

recipients aged 15–74 years whose income takes the form of wages rose from 55.3% in 2006 to 

57.4% in 2008 and then to just 50.5% in 2009, falling to 46.8% in 2010. In 2010, income from 

business helped around 3.5% of income recipients, and from agriculture the figure was less than 

3%.  

Labour costs 

Labour costs grew until 2008, but from a very low basic level. Labour costs reduced from €5.68 

per hour in 2008 to €5.57 in 2009 and €5.26 per hour in 2010.  

Labour costs are still low compared with other EU countries at just 24.8% of the EU27 average in 

2007 and 28.6% of EU27 average in 2009.  

Pay increases 

The average gross wage increased considerably in 2004–2008, yet the wage level remained low 

in comparison with the rest of Europe, at 16.5% of EU average wage income in 2006, 26.1% of 

EU average in 2007 and 24.4% of EU average in 2010. Earnings fell after 2008, but increased in 

2011.  

As described above, wage taxation became more rigorous after 2008. In addition, many people 

have lost their jobs, including in state organisations, and the wages and salaries of the remaining 

workers have been cut dramatically.  

As a result, the average gross wage reduced from €681 per month in 2008 to €656 in 2009 and 

€633 in 2010. The average net wage increased by 22.5% in 2008, decreased by 2.3% in 2009 and 

by 7.5% in 2010, and increased by 4.5% in 2011.  

In 2011, the average gross wage increased by 4.5% compared with 2010, but inflation was 4.4%, 

thus real wages increased by just 0.1%.  

Gender pay gap 

Latvian Labour Law prohibits any discrimination on the basis of gender, yet statistical data show 

that women earn less than men in all sectors of the Latvian economy, except the state 

administration. The gender pay gap currently stands at about 15–20%. It varies across economic 

sectors with very large differences in the banking sector where women earn 37% less than their 

male counterparts and in the retail trade sector where women earn 25% less than men.  
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Working time 

Statutory weekly working time 

The statutory weekly working time of 40 hours a week has not been changed since 1990, and 

there are currently no plans to change it. Working time issues are regulated by the Labour law. 

The law provides specific working time regulations for difficult or dangerous work, young 

mothers and teenagers.  

 

Working time as an issue in collective bargaining 

At the national level debate on working time is rare. The most discussed issue is establishment of 

holidays.  

In 2009, 74.1% of all collective agreements have included specific norms regarding working 

time, such as extra holidays or free time for education and fewer working hours for mothers. 

7.9% of collective agreements have set conditions for aggregated working time, and 5.8% of 

collective agreements have included work–life balance issues, among them flexible working time 

regime and additional holidays for workers with children under 16 years of age.  

In 2011, 1,168 collective agreements included issues on additional holidays, out of 374 

agreements (number of collective agreements for which an answer was received regarding this 

issue), and 108 included conditions on aggregated working time. 

Actual weekly working hours  

Statistics show a correlation between the dynamics of working time and economic development. 

Before the economic crisis people worked long hours (41.8 hours per week in 2002, 41.3 in 

2006). Since 2008 they have worked on average less than the statutory 40 hours but since mid-

2010 they have been longer. In 2009 on average people worked 38.9 hours per week while in the 

third quarter of 2010 this figure was 39.1 hours (men worked 40 hours per week and women 38.2 

hours).  

In 2009, according to CSP, 63.7% of employees worked the statutory 40 hours a week (64.9% of 

men and 62.6% of women); 22.5% (18.2% of men and 26.6% of women) worked fewer than 40 

hours a week and 13.1% (15.9% of men and 10.3% of women) worked more than 40 hours a 

week. 
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