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 Amendments to the Labour 
Law 
 
The Saeima [the Parliament of Latvia] has passed substantial amendments to the Labour Law that come 
into force on August 1st and will affect every employer. Because of these amendments it may be neces-
sary for employers to amend existing employment contracts or alter their usual practices. Therefore, in 
this newsletter we will focus on the major changes in the Labour Law and what employers should be 
aware of. 

 
Content of an employment contract 

The amendments provide for numerous changes in 
regards to the content of an employment contract. 
Namely, these changes affect how the place of 
work should be specified in the employment con-
tract, as well as rules on organizing working time 
and the rights to training. 

The amendments stipulate that, if an 
employee does not have a specified working place 
or the main working place, it will have to be sti-
pulated in the employment contract that the em-
ployee can be employed in a number of working 
places or that the employee can freely choose his 
working place by himself. 

If the work schedule is completely or 
mostly foreseeable, the contracted daily or weekly 
working time will have to be specified in the em-
ployment contract. If, however, the employment is 
part-time and the working schedule is not com-
pletely or mostly foreseeable, it will have to be 
specified that the working schedule is variable and 
information about the contracted working time 
(guaranteed paid monthly working hours), infor-
mation about the time period during which the em-
ployee can complete work or is obliged to complete 
work and the deadline for giving notice of begin-
ning or calling-off work will have to be provided in 
the employment contract. 

Information about the employees’ 
rights to training, if the employer provides it, as 
well as information about social security (infor-
mation about the State Social Insurance Agency of 
the Republic of Latvia as the social security autho-
rity and any private pension funds, if applicable) 
will also have to be included in the employment 
contract. 

The amendments stipulate that the afo-
rementioned information (except for specifying the 
working place) may be replaced with a reference to 
the legislation, the collective agreement or the in-
ternal rules of procedure. At the same time, it is 
provided that the employer shall provide em-
ployees with free access to information about in-

ternal rules of procedure and the collective agree-
ment, and this information shall be comprehen-
sible and complete, easily accessible, also by using 
electronic devices including online portals and in-
formation systems. 

If any provisions of the internal rules of 
procedure or collective agreements are amended 
and such amendments directly affect the em-
ployee, the employer is obliged to inform the em-
ployee in writing about such amendments latest on 
the day when the relevant amendments come into 
force. 

Taking into consideration that the am-
endments to the Labour Law concern essential 
parts of any employment contract, employers 
should make sure if their employment contracts 
conform to the new legal framework or if they 
should be amended accordingly. Additionally, 
employers should make sure that all documents 
concerning internal working regulations are avail-
able to all employees. 

Collective agreement 

The amendments stipulate that, in the cases men-
tioned in the law, without diminishing the overall 
level of legal security of employees, it is possible 
to deviate from the provisions of the law, by con-
cluding a collective agreement with the employee 
trade union and that will not be considered as a 
deterioration of the employee rights. 

The principle of not reducing the overall 
level of legal security of employees, as provided by 
the law, means that in each individual situation, 
when concluding a collective agreement, the social 
partners must agree on the necessary measures 
not to diminish the overall level of legal security of 
employees. That means that, when deviating from 
the minimum standard of the law in any particular 
aspect, the parties must agree on a balanced solu-
tion in a different aspect. 

The procedure of how employers must 
introduce employees to collective agreements has 
also been changed. The current version of the law 
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states that the employer shall introduce em-
ployees to the collective agreement latest one 
month after the collective agreement has been 
accepted or amended. However, the amendments 
foresee that the employer shall introduce em-
ployees to the collective agreement and any am-
endments to it before the collective agreement or 
its amendments come into force, but latest on the 
day such an agreement or its amendments come 
into force. 

If any change is made to the collective 
agreement, the employer is obliged to notify em-
ployees in writing of these changes. 

Probation period 

Currently the law stipulates that a probation period 
may not exceed 3 months. The amendments pro-
vide that a longer probationary period (up to 6 
months) can be prescribed by a collective 
agreement concluded with a trade union of 
employees. 

The amendments also provide for a 
shortened probation period, if a fixed-term em-
ployment contract is concluded. If an employment 
contract is concluded for a fixed period of up to 6 
months, the probation period may not exceed 1 
month, and if an employment contract is conclu-
ded for a fixed period of up to 1 year, the probation 
period may not exceed two months. The aforemen-
tioned probation periods may be extended to 3 
months by a collective agreement that has been 
concluded with a trade union. 

Accounts of working time 

The employer is obliged to keep account of not on-
ly actual working hours of employees, but also of 
the downtime hours of employees. 

Additionally, the amendments provide 
for substantial changes in the legal framework of 
the working schedule regulation. 

The law will contain a definition of a 
working schedule, in particular, that a working 
schedule means the accurate time when em-
ployees begin and end work. The working schedule 
shall also contain reference hours and days, which 
are certain periods of time during certain days, 
during which employees may complete work upon 
the employer’s request. 

In case an employee’s working sche-
dule is not completely or mostly foreseeable, the 
employer has the right to employ the employee 
only if the work is being completed during hours 
and days that have been previously specified in the 
working schedule and the employer has duly noti-
fied the employee of the exact time period when 
work has to be done. The employee will be entitled 

to refuse performing of the work if the employer 
has failed to prepare a working schedule or to noti-
fy the employee of a prepared working scheduled. 
In such cases the law stipulates that no negative 
consequences can arise for the employee in rela-
tion to the employee’s actions. 

Additionally, if the employer has made 
changes to the working schedule resulting in the 
planned work of an employee being cancelled and 
the employer has not duly notified the employee of 
such changes, the employee is entitled to receive 
appropriate remuneration, which the employee 
would have received for completing the cancelled 
work. 

Taking into account the significant 
changes concerning accounting of working time 
and notifying employees thereof, employers 
should make sure if their employment contracts or 
internal rules of procedure establish an employee 
notification procedure. 

The employer’s obligations, when sending an 
employee on a business trip 

If an employee is sent on a business trip or work 
trip to a different country, the employer is obliged 
to notify the employee in writing regarding the 
country or countries in which the employee should 
complete work and about the foreseeable duration 
of the trip, before the employee leaves on the 
business trip. If the term of a business trip or work 
trip to a different country lasts longer than four 
continuous weeks, the employer has the additional 
obligation to inform the employee of the currency 
in which the remuneration will be paid; monetary 
or in-kind benefits related to the work, if such are 
provided; repatriation options and procedures, if 
such are provided. The employer shall also inform 
the employee in writing of any changes in the 
aforementioned information before such changes 
come into force, but latest on the day such 
changes come into force. 

Working time organization matters 

The amendments stipulate that an employee, who 
has a child up to the age of 8 or who provides 
personal care to a spouse, parent, child or another 
close family member or to a person who lives in the 
same household as the employee and who, be-
cause of a serious medical reason, requires sub-
stantial care or support, will be entitled to request 
the employer to provide the working time orga-
nization adjustments. Additionally, such employ-
ees are entitled to up to five days unpaid leave a 
year. 
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The employer will be obliged to evalu-
ate such employee requests and inform the em-
ployee within one month at the latest about the 
possibilities of working time organization adjust-
ments within the company. 

Should working time organization ad-
justments be established for the employee for a 
fixed time period, after this period, the previous 
working regime will have to be restored. The em-
ployee will be entitled to request the employer to 
renew the previous working regime before the ag-
reed term is over, if such a request is based on 
objective change in circumstances. The employer 
will be obliged to evaluate such employee requests 
and notify the employee of the decision latest 
within a month as from receiving the employee’s 
request. 

The amendments also stipulate that if 
an employee’s work schedule is not completely or 
mostly foreseeable, after the probation period has 
ended, the employee is entitled to request the em-
ployer to transfer him to a position where the work 
schedule is completely or mostly foreseeable, if 
such an opportunity exists within the company and 
the employee has been employed by the employer 
continuously for at least six months. In turn, the 
employer is obliged to provide a reasoned answer 
in writing to such a request to the employee latest 
within a month of receiving such a request. 

 

Leave for a child’s father and leave for child care 

At present the Labour Law stipulates that a child’s 
father is entitled to 10 calendar days long leave. 
The amendments extend the term of a father’s lea-
ve, providing the father with an entitlement to 10 
working days long leave. Furthermore, this leave 
can be granted latest within 6 months of the child’s 
birth (at present – 2 months). 

If parenthood is not acknowledged (es-
tablished), another person, who is not the mother 
of the child, will be entitled to the same leave as 
the child’s father, to participate in the child’s care 
at the request of the child’s mother. 

The employee will be able to request 
using of the leave for child care in a flexible man-
ner. At the same time, the amendments stipulate 
that any one part of the leave for child care cannot 
be shorter than one continuous calendar week. 
The aforementioned means that a parent is entit-
led to take the leave for child care in parts instead 
of using the leave for a single longer period of time. 
The employer will be obliged to evaluate such an 
employee request and to notify the employee of 
the possibilities to take the leave for child care in 
parts within the company latest within a month of 
the day of receiving such a request. If the employer 
refuses the possibility of using the leave for child 
care in a flexible manner, the employer must provi-
de an objective explanation for this refusal. 

 

Contacts for further information 
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This Newsletter offers non-binding information and is 
intended for general information purposes only. It is not 
intended as legal, tax or business administration advice and 
cannot be relied upon as individual advice. When compiling 
this Newsletter and the information included herein, Rödl & 
Partner used every endeavor to observe due diligence as best 
as possible; nevertheless Rödl & Partner cannot be held liable 
for the correctness, up-to-date content or completeness of the 
presented information. The information included herein does 
not relate to any specific case of an individual or a legal entity, 
therefore, it is advised that professional advice on individual 
cases is always sought. Rödl & Partner assumes no responsibi-
lity for decisions made by the reader based on this Newsletter. 
Should you have further questions please contact Rödl & 
Partner contact persons. 

The entire content of the newsletter and the 
technical information on the Internet is the intellectual 
property of Rödl & Partner and is protected by copyright. Users 
may load, print or copy the contents of the Newsletter only for 
their own use. Any changes, duplication, distribution or public 
reproduction of the content or parts thereof, whether online or 
offline, require the prior written consent of Rödl & Partner. 

This message is directed to the indicated 
recipient. If your address has been incorrectly entered among 
the recipients or if you no longer wish to receive this 
newsletter, please contact us by email and accept our 
apologies for any inconvenience. 
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