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ABSTRACT 

The given study looks into various aspects of work-life balance and analyses the legal framework and good practices in Latvia.  

The aim of the study is to help determine the best approaches in Latvia that can provide an answer to the actual needs of employees 
and the opportunities for employers to ensure work-life balance.  

The objective of the study is to contribute to a wider effort in Latvia and the EU as a whole to create the necessary preconditions for 
a better reconciliation of work, family and private life, promoting equal distribution of care and household responsibilities and thereby 
achieving equality between men and women with regard to labour market opportunities and treatment at work. 

The study is made up of 5 parts. The first part provides an assessment of the situation regarding equal opportunities and access to 
the labour market in Latvia. The second part analyse the provision of social services in Latvia in relation to work-life balance goals. 
The third part examines the findings of a Latvian employers’ survey, looking into how work-life balance is achieved at Latvian 
companies. The fourth part offers good practice examples of how work-life balance is attained at Latvian companies. The fifth part 
analyses international good practice examples in work-life balance, with the emphasis on Denmark and Finland’s experience and the 
important role of the two countries’ laws, regulations and collective agreements. 

Based on the study’s findings, a number of recommendations are provided to Latvia’s policymakers, employers and business leaders 
to promote work-life balance and ensure equal opportunities and access to the labour market.  

Study is carried out under the direction of Dr.sc.pol Inese Stepiņa. 
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SUMMARY  

Work-life balance, as explained by the European Union (EU) Foundation for the Improvement of Living and Working Conditions 

(Eurfound), is understood in this report as follows: ‘work’ refers to paid employment and ‘life’ refers to all else, including unpaid work, 

namely to family and care responsibilities or more generally to the sphere of life that is not paid employment.1   

From this perspective, Eurfound points to the conceptual understanding that individuals have different roles at work and in the private 

domain of life – for example, as an employee, parent, volunteer, carer or a friend. Individuals attempt to ‘engage’ in whatever role 

they are performing, and positive role balanced is believed to be achieved when the performance of each role is fully engaged.2  

According to Eurfound, role strain is when there is difficulty in meeting role demands, and can occur when the demands of dif ferent 

roles are in conflict: for example, when overtime at work prohibits someone from attending a family event. Conflict occurs not only 

because of time constraints and it can act in the other direction, from the private domain to the work domain. For example, fatigue 

from caring for a relative may hamper productivity at work.3 

  

                                                
1 Eurofound (2018), Striking a balance: Reconciling work and life in the EU, Publications Office of the European Union, Luxembourg, p. 7. Available 
at: https://www.eurofound.europa.eu/sites/default/files/ef_publication/field_ef_document/ef18065en.pdf [last viewed on 22.12.2020.] 
2 Ibid, p. 8. 
3 Ibid.  

https://www.eurofound.europa.eu/sites/default/files/ef_publication/field_ef_document/ef18065en.pdf
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The aim of this report is to help identify the best approach in Latvia that can provide an answer to the actual needs of employees and 

employers’ ability to ensure work-life balance, based on a case study and analysis of good practices in Latvia and other European 

countries. The report is part of a wider effort in Latvia and the EU as a whole to create the necessary preconditions for a better 

reconciliation of work, family and private life, promoting equal distribution of care and household responsibilities, thereby achieving 

equality between men and women with regard to labour market opportunities and treatment at work.  

There are several reasons why work, family and private life balance needs to be improved. According to Eurfound, work-life balance 

is a widely used term in research, policy, business and daily life. Numerous blogs, articles and self-help books offer insights into ways 

to balance out work and life, namely ways to deal with the time pressures of combining a career with parenthood, care, education, 

hobbies or other interests outside work. Businesses recognise the importance that employees attach to work-life balance, and attract 

staff by offering flexible working time, teleworking and other policies. Work-life balance is considered part of the solution for many 

important problems as national governments and the EU devise work-life balance policies to promote employment, productivity, 

gender equality and healthy workplaces.4  

In Latvia, there are several reasons why work-life balance needs to be improved. According to the Ministry of Welfare, various 

measures are being implemented in Latvia to help improve work-life balance. These include childcare services tailored to different 

family needs and public awareness activities aimed at changing stereotypes about the role of women and men in the family, work 

and society as a whole. However, at the same time the Ministry of Welfare points out that there still exist “pressing challenges in 

Latvia that concern: (1) the availability of care services for elderly family members; (2) the involvement of fathers in childcare and 

household responsibilities; (3) insufficient use of flexible working hours; (4) insufficient use of non-standard forms of employment 

(such as teleworking, teamwork and work on online platforms)”.5 

In the report, experts from the Employers’ Confederation of Latvia (LDDK) provide an assessment of the situation regarding equal 

opportunities and access to the labour market in Latvia, analyse the supply and demand for benefits and social services in Latvia in 

relation to work-life balance goals. The experts analyse legal standards of work-life balance and their implementation in Latvia, based 

on the results of an employers’ survey and examples of good practice in business. The report looks at international experience, with 

particular emphasis on the role of Danish and Finnish laws and regulations and collective agreements in work-life balance. The LDDK 

experts provide recommendations to Latvian state policy makers, employers and business leaders to promote work-life balance and 

ensure equal opportunities and access to the labour market.  

The Balance for All (B4A) project, co-financed under the European Union’s Rights, Equality and Citizenship Programme for the Period 

2014 to 2020 and within the framework of which this report has been drawn up, aims to put into practice and implement measures in 

Latvia that will create and improve preconditions for more equal access to the labour market and work-life balance, therefore also 

supporting more equal distribution of daily household and care responsibilities. The objective of the project is implementation of the 

requirements of the Directive on work-life balance for parents and carers, adopted by the European Parliament and the Council in 

20196, in Latvia. The general objective of the requirements of the Directive is to ensure equal opportunities and equal treatment of 

men and women with regard to labour market opportunities and equal treatment at work. More specifically, the Directive aims to 

improve access to work-life balance opportunities and to promote the use of family-related leave and flexible working arrangements. 

The authors of the report thank experts of the Ministry of Welfare for their cooperation in preparing this report. We thank Trine Birgitte 

Hougaard and Helene Tanderup, experts from the Confederation of Danish Employers (DA), and Katja Miettinen and Ilari Kallio, 

experts from the Confederation of Finnish Industries (EK), for their contribution to the report.  

CONCLUSIONS AND RECOMMENDATIONS 

Managing the work-life balance in Latvia is similar to the situation in other EU countries.  

However, availability of professional services for children and persons in need of care is insufficient in Latvia. A study carried out by 

LDDK found that approximately one-third of employees in Latvia have some kind of care responsibility: most have to care for children 

and a small part also for adults. Most care responsibilities are taken up by women aged 25-44, employed, with secondary or lower 

education. Limited access to professional care services forces some employees to reduce their working hours or stop working 

altogether. 

                                                
4 Ibid, p.7. 
5 Informative report On the State Budget Commitment for Implementation of the Balance for All – B4A project, co-financed under the European 
Union’s Rights, Equality and Citizenship Programme for the Period 2014 to 2020 (reviewed by the Cabinet of Ministers on 10.12.2019), pp. 2-3. 
Available at: http://tap.mk.gov.lv/mk/tap/?pid=40478731 [last viewed on 30.12.2020] 
6 Directive 2019/1158 of the European Parliament and of the Council of 20 June 2019 on work-life balance for parents and carers and repealing 
Council Directive 2010/18. Available at: https://eur-lex.europa.eu/legal-content/LV/TXT/?uri=CELEX:32019L1158 [last viewed on 19.11.2020] 

http://tap.mk.gov.lv/mk/tap/?pid=40478731
https://eur-lex.europa.eu/legal-content/LV/TXT/?uri=CELEX:32019L1158
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By eliminating the reasons that prevent residents from actively participating in the labour market, it is possible to reduce the insufficient 

participation of the unemployed and economically inactive people in the labour market, increase their income levels and social security 

both during employment and after reaching the retirement age. 

As international experience shows, it is in countries with relatively good work-life balance practices, such as Denmark and Finland, 

where 

 Sufficient and accessible childcare facilities are provided by the state and local governments, with a well-developed support 

system to care for family members, which is focused on carers and provides a broad range of care support services; 

 There is a strong bipartite social dialogue (between employees and employers), a well-established structure and 

coordination of collective agreements, where companies and employees develop rules other than national law, while 

solutions are found and flexible work-life balance arrangements are implemented at the local level; 

 There is a need to continue to improve various aspects of work-life balance, which is expected to be achieved by 

transposition of the EU Directive7.  

After an analysis of examples of good practice in Latvia, the following can be concluded:  

 It is medium-sized and large companies, where there is a social dialogue between the employer and employees and a collective 

agreement has been signed, that are more concerned with employee well-being and motivation, as well as work-life balance 

solutions. It has to be acknowledged that medium-sized and especially large companies have more opportunities to provide 

financially intensive solutions, such as kindergartens for the employees’ children during the summer months or babysitting 

services, material incentives and support – additional vacation allowances, holiday and anniversary allowances, support following 

the birth of a child or when a child starts going to school, as well as in the event of the death of a relative and in other cases. The 

most common support measures include health insurance, accident insurance, commuting reimbursement and other measures 

promoting work-life balance; 

 Flexible working hours and teleworking opportunities offer important support for employees. This is not a financially intensive 

form of support, but for many employees it is essential to balance work and life. It should be noted that not all companies, due 

to the specificity of their operations, can fully implement flexible working hours and remote work; 

 Many companies use the opportunity to offer their employees additional paid holidays for family events. Sports and recreational 

events for employees and their families are important to achieve employee well-being at work and for teambuilding.  

Therefore a conclusion can drawn that flexible working arrangements are currently available to employees at most Latvian companies. 

In most cases when flexible working arrangements are not implemented, this is due to the specifics of the company’s operations or 

when there is insufficient demand from employees. Employers see lower stress levels, resource savings, and employee loyalty as 

the main benefits of flexible working arrangements. Women are more active than men in using flexible working arrangements, both 

for childcare and eldercare. Companies also offer different additional support measures for employees who have some care 

responsibility. At the same time, some companies are not clearly aware of the situation of employees taking care of a dependant 

adult. 

 

RECOMMENDATIONS FOR STATE POLICYMAKERS 

 

With the help of relevant policies, it is necessary to eliminate the reasons that prevent persons from actively participating in the labour 

market in Latvia, thereby reducing the number of unemployed and economically inactive people, as well as increasing the income 

level and social security of these persons, both during employment and after reaching the retirement age. 

 

For youth employment and lifelong learning  

 It is necessary to maintain the rule that labour taxes are not levied on the employer’s expenses related to employee training 

in order to help the employee learn, improve or expand the skills and knowledge required in his or her job, profession or 

position; 

 Employer’s expenses related to acquisition of general and higher education by employees must also be exempted from 

labour taxes. 

                                                
7 Directive (EU) 2019/1158 of the European Parliament and of the Council of 20 June 2019 on work-life balance for parents and carers and 
repealing Council Directive 2010/18/EU, which stipulates transposition of the Directive by 2 August 2022 (for the payment or allowance 
corresponding to parental leave as provided for in Article 8(3), transposition is to be completed by 1 August 2024). Source: https://eur-
lex.europa.eu/legal-content/LV/TXT/?uri=CELEX:32019L1158 [last viewed on 20.11.2020] 

https://eur-lex.europa.eu/legal-content/LV/TXT/?uri=CELEX:32019L1158
https://eur-lex.europa.eu/legal-content/LV/TXT/?uri=CELEX:32019L1158
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For employment of persons with disabilities  

 A prohibition of a notice of termination by an employer, referred to in Section 109, Paragraph 2 of the Labour Law, has to 

be repealed. At the same time, a longer time period for giving the notice of termination should apply to persons with 

disabilities, and preferences for continuing employment relations in case of reduction in the number of employees, provided 

in Section 108, should be maintained.  

 An employer’s obligation to disburse sick pay from his or her resources for the days of incapacity for work to persons with 

disabilities, as laid down in Section 36 of the Law on Maternity and Sickness Insurance, should be replaced by sickness 

benefit.  

 Section 20.4 of the amendments to the Law on State Social Insurance should also apply to persons with Group 3 disabilities, 

providing that persons with Group 3 disabilities are also subject to a condition for derogation from the minimum amount of 

mandatory state social insurance contributions; 

 It needs to be agreed that in cases where a person with a disability is employed and his or her remuneration is less than 50 

percent of the average wage subject to insurance contributions, the state will make social insurance contributions from the 

difference between the actual salary and 50 percent of the average wage subject to insurance contributions.  

For employment of carers: parents on parental leave 

 An employment quota should be introduced in Section 10.6 of the Law on Maternity and Sickness Insurance, for example, 
20 hours per week, maintaining the possibility for these persons to receive full parental benefit, or the provision on reducing 
parental benefit by 70% for employed parents should be abrogated altogether.  

 Should a person terminate employment while he or she is receiving the parental benefit, social insurance contributions must 
be paid from the budget, based on the remuneration amount that the person had upon qualifying for the given parental 
benefit amount; 

 Availability of affordable, quality professional childcare services must be developed, providing more practical opportunities 
for parents to be in the labour market and to implement equal opportunities.  

For employment of carers: persons who care for a child with a disability 

 Section 20.4 of the Law on State Social Insurance should also apply to persons who care for a child who, in accordance with 
laws and regulations, has been recognized as a disabled person, providing that these persons are also subject to a condition 
for derogation from the minimum amount of mandatory state social insurance contributions; 

 The Labour Law should stipulate that persons who care for a child who, in accordance with laws and regulations, has been 
recognized as a disabled person have the right to receive not less than five days off annually after timely warning the 
employer; 

 Development of professional assistance services for children with disabilities, providing more practical opportunities for 

parents to be in the labour market and to implement equal opportunities. 

For employment of carers: persons who care for a disabled relative in need of care 

 Section 20.4 of the Law on State Social Insurance should also apply to persons who care for a person with disabilities, 

providing that these persons are also subject to a condition for derogation from the minimum amount of mandatory state 

social insurance contributions; 

 The Labour Law should stipulate that persons who care for a person with disabilities have the right to receive not less than 

five days off annually after timely warning the employer; 

 Development of professional assistance services for persons with disabilities, providing more practical opportunities for 

persons who care for a disabled relative to be in the labour market and to implement equal  

 opportunities. 

For employment of carers: persons who have to care for other relatives 

 Section 20.4 of the Law on State Social Insurance should also apply to persons who care for a person with disabilities, 

providing that these persons are also subject to a condition for derogation from the minimum amount of mandatory state 

social insurance contributions; 

 The Labour Law should stipulate that persons who care for a person with disabilities have the right to receive not less than 

five days off annually after timely warning the employer;  

 In Section 1, Paragraph 37 of the Law on Social Services and Social Assistance, term ‘provider’ should apply only to persons 

who, in accordance with law or a court ruling, have an obligation to take care of their spouse or children; 
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 Development of professional assistance services, thereby providing more practical opportunities for persons who care for a 

disabled relative to be in the labour market and to implement equal opportunities. 

At the same time, it is important for public policy makers, in cooperation with organisations representing entrepreneurs and employers, 

to continue educating employers about creating inclusive work environment: adapting the work environment to employees with 

children, employees caring for relatives, employees with special needs, and senior employees. 

 

RECOMMENDATIONS FOR EMPLOYERS AND COMPANY MANAGERS 

In order to facilitate introduction of work-life balance initiatives at companies, employers, in cooperation with employees or their 

representatives, need to clarify the needs of different groups of employees and, as far as possible, adapt the company’s personnel 

policies to support and involve employees in the introduction of such initiatives at companies.  

It is necessary to raise awareness of the opportunities provided by the bipartite social dialogue8 in promoting work-life balance at 

Latvian companies using company-level collective agreements, companies’ work rules or other internal regulations as a tool to foster 

introduction of work-life balance and equal opportunity initiatives in relation to specific jobs and professions.  

Social dialogue at companies 

 Development of bipartite social dialogue (between employees and employers) and the opportunities it provides; 

 Promoting work-life balance at companies by concluding collective agreements and including in the agreements initiatives 

to enhance this balance; 

 Rules developed by companies and employees that find solutions and flexible work-life balance arrangements and support 

to equal opportunities at the local level (e.g. teleworking, reduced working hours, flexible working arrangements, equal pay 

and transparency, representation on company boards, etc.) 

What is important for parents? 

● Days off for parents – preschool, school graduation, September 1 

● Employer’s support before the beginning of new school year, in case of the birth of a child 

● Flexible working hours allow employees to plan their daily lives and reconcile their family and professional life, to be present 

at important family events 

● Teleworking opportunities 

● ‘Children at Work Day’ – an event at the workplace where children can learn about their parents’ jobs 

● Premises at work that are child-friendly, where a child can play freely, fall asleep after lunch, while parents continue full-

scale work 

● Events for employees and their families 

● The company's personnel policy, which focuses on supporting parents with minor children (for example, support to 

encourage men and fathers to take paternity / parental leave, etc.) 

What is important for carers? 

● Flexible working hours 

● Teleworking opportunities 

● Part-time work 

● Exemption from overtime work 

● Additional days off 

What is important for employees with special needs? 

● Accessibility 

● Accommodations in the workplace 

● Flexible working hours 

● Exemption from overtime work 

● Possibility to work part-time 

● Workplace mentoring 

● The employee may require vision-impaired aid 

● Redistribution of work responsibilities (after assessing the employee’s abilities) 

What is important for senior employees? 

● Suitable work environment – ergonomic workplace equipment 

                                                
8 Dialogue between employers and employees or organisations that represent employees and employers  
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● Regular health examinations of employees and activities based on medical recommendations 

● Retraining for less intensive work 

● Opportunity to change jobs in the same job category or profession 

● Relevant competencies in other professions 

● Opportunity to acquire new qualifications and learn new knowledge through training 

● Possibility to work part-time 

● Promotion of healthy lifestyle 

● Labour protection system 

● Healthcare guarantees 

 


