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EXECUTIVE     
SUMMARY
This Report provides an in-depth 
overview of the main findings 
emerging from the research phase 
of the Stronger Hospitality project. 
Coordinated by EFFAT and funded 
by the European Union, the project 
examines the current state of indus-
trial relations and social dialogue in 
the European hospitality and tour-
ism sector, focusing on twelve EU 
Member States . The research was 
carried out by ADAPT and CELSI, act-
ing as external experts of the project.

This document presents a compar-
ative analysis grounded in extensive 
desk research and expert interviews 
with trade unionists and researchers, 
and multiple participatory events, 
including national mappings, we-
binars, and two workshops held in 
Prague (April 2024), and Cyprus (April 
2025) and a final conference held in 
Valencia (November 2024) in con-
junction with the EFFAT congress. 
The aim is to support trade unions 
in understanding and managing the 
structural challenges and emerging 
strategies within the sector. 

The present Report is composed 
of 16 chapters. Chapter 2 is centred 
around an overview of the main 
characteristics of the hospitality 
sector in the European Union, pro-
viding information concerning the 
socio-demographic composition of 
its labour force and the features of 
European-level and national sectoral 
social dialogue. 

Chapters 3-14, in turn, explore the 
state of the play of social dialogue 
scenarios – with a focus on the hos-
pitality sector the Stronger Hospital-
ity project target countries providing 
an overview of its main actors and 
then analysing trade union density 
and collective bargaining coverage 
data at the national level. Chapter 15 
summarises the key findings from 
sections 3-14 and provides a com-
parative overview of trade unions 
and employers’ associations active 
in the hospitality sector, as well as 
union initiatives and challenges to 
bargaining. Moreover, it provides 
selected additional evidence on key 
characteristics of social dialogue and 
collective bargaining in the hospital-
ity sector from countries that are not 
covered by the Stronger Hospitality 
project.

Lastly, Chapter 16 provides conclud-
ing remarks on the main trends 
concerning social dialogue and col-
lective bargaining in the hospitality 
sector of the twelve EU countries an-
alysed.

The analysis reveals persistent struc-
tural constraints—such as low union 
density, fragmented employer rep-
resentation, and limited bargaining 
coverage—particularly in Southern 
and Eastern Europe. However, it also 
identifies promising areas of innova-
tion, including the use of digital tools 
to reach young and migrant workers, 
training-based empowerment strat-
egies, and emerging forms of coop-
eration involving municipalities and 
civil society actors. 

1Cyprus, Estonia, Lithuania, Netherlands, Romania, Slovakia, Slovenia, Czech Republic, Greece, Latvia, 
Malta, and Portugal.
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One of the key lessons of the project 
is the importance of transnational 
exchange and coordination. The pro-
ject created spaces for peer learning 
where trade unionists from diverse 
national backgrounds could observe 
and adapt practices from other con-
texts. 

Finally, the Report draws attention 
to the policy relevance of the EU Di-
rective on adequate minimum wag-
es (Directive (EU) 2022/2041), which 
is identified as a potential enabler 
for revitalising collective bargaining 

in under-regulated sectors such as 
hospitality. In this context, the role of 
EFFAT and other European trade un-
ion federations is central—not only in 
facilitating cross-border cooperation, 
but also in helping national affiliates 
navigate shared challenges with col-
lective tools and strategies.
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OBJECTIVES 
The objective of this Report is to il-
lustrate the research findings of the 
Stronger Hospitality project (Build-
ing trade union capacity in hospital-
ity and tourism to enable a stronger 
sectoral social dialogue - n. 101102331) 
coordinated by the European Feder-
ation of Food, Agriculture and Tour-
ism trade unions (EFFAT) and fund-
ed by the European Union, aimed 
at strengthening social dialogue in 
the hospitality tourism sector and to 
reinforce the capacity of hospitality 
tourism trade unions to address the 
various challenges the sector faces. 
EFFAT is supported by the exter-
nal expertise of ADAPT (Association 
for International and Comparative 
Studies in Labour and Industrial Re-
lations) and CELSI (Central European 
Labour Studies Institute), who are 
involved in the research and capac-
ity-building phases of the Stronger 
Hospitality project.  

The rationale behind the project is 
that of addressing some of the root 
causes behind the prevalence of 
non-standard forms of employment 
and low pay in the hospitality tourism 
sector across Europe causing serious 
labour shortages, such as structural 
characteristics of the sector (e.g. sea-
sonality of most activities) but also 

weak or non-existing sectoral social 
dialogue and collective bargaining, 
and low trade union membership.

•	 The research - both with regard 
to the desk research phase and 
the original empirical inves-
tigation carried out between 
2024 and 2025, was therefore 
focused on providing an over-
view of the main characteristics 
of social dialogue in the hospi-
tality-sector at the European 
and national level – so as to un-
derstand its peculiarities and 
how to best tackle the chal-
lenges connected to them. In 
more detail, the specific goals 
of the research entail:

•	 mapping trade union organisa-
tions;

•	 collecting data concerning tra-
de union density;

•	 collecting data concerning the 
trade union membership of 
young workers;

•	 gathering a comprehensive 
overview of sectoral social dia-
logue and collective bargaining;

•	 verifying the coverage of col-
lective agreements (on sectoral 
and company level);

INTRODUCTION
1
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•	 identifying the main challenges 
connected to organising union 
activities (especially involving 
young workers), conducting 
social dialogue and stipulating 
collective agreements in the 
hospitality sector.

STRUCTURE OF THE RE-
PORT
The present Report is composed 
of 15 chapters. Chapter 2 is centred 
around an overview of the main 
characteristics of the hospitality 
sector in the European Union, pro-
viding information concerning the 
socio-demographic composition of 
its labour force and the features of 
European-level and national sectoral 
social dialogue. Both topics have 
been addressed through the collec-
tion and analysis of data provided 
from European-level research insti-
tutions – e.g., Eurofound, Eurostat.

Chapters 3-14, in turn, explore the 
state of the play of social dialogue 
scenarios in twelve different Mem-
ber states of the European Union 
corresponding to the Stronger 
Hospitality project target countries 
(Cyprus, the Czech Republic, Esto-
nia, Greece, Latvia, Lithuania, Malta, 
Portugal, Romania, Slovenia, Slova-
kia, the Netherlands), providing an 
overview of its main actors and then 
analysing trade union density and 
collective bargaining coverage data 
at the national level. Each chapter is 
then completed with a brief focus on 
sectoral social dialogue in hospitality 
– covering the same topics, subject of 
data availability. Chapter 15 provides 
selected additional evidence on key 

characteristics of social dialogue and 
collective bargaining in the hospi-
tality sector from countries that are 
not covered by the Stronger Hospi-
tality project yet can serve as rele-
vant examples for other EU Member 
States. Chapter 16 summarises the 
key findings from sections 3-14 and 
provides a comparative overview of 
trade unions and employers’ associ-
ations active in the hospitality sector, 
as well as union initiatives and chal-
lenges to bargaining. Lastly, Chapter 
17 provides concluding remarks on 
the main trends concerning social 
dialogue in the hospitality sector of 
the twelve EU countries analysed.

METHODOLOGY
The present Report draws on data 
collected through both desk and 
field research. 

Desk research was carried out 
through the analysis of academ-
ic and grey literature concerning 
cross-sectoral and sectoral social 
dialogue on the EU and at national 
level; the field research instead en-
tailed twelve semi-structured inter-
views (carried out by EFFAT, CELSI 
and ADAPT – both in presence and 
online) with sectoral level trade un-
ionists active in the hospitality sec-
tor, whose results integrated the 
information collected through the 
desk research. Moreover, the find-
ings acquired through the research 
have been enriched with the inputs 
collected during the online webinars 
and the in-presence workshops and 
events (Czechia, Spain, Cyprus) car-
ried out between January 2024 and 
April 2025. 
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In terms of geographical coverage, 
the Report takes into consideration 
12 Member states of the Europe-
an Union (Czechia, Estonia, Latvia, 
Lithuania, Cyprus, Greece, Romania, 
Slovakia, Slovenia, Malta, the Neth-
erlands and Portugal) and also pro-
vides relevant data with regard to 
the European-level context.
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THE HOSPITALITY SECTOR IN THE 
EU: SETTING THE SCENE

2

Characteristics of the 
sector and its labour 
force 
According to ILO data, the hospital-
ity and tourism sector is one of the 
most dynamic and developing eco-
nomic sectors in the world, account-
ing for almost 10 per cent of global 
gross domestic product (GDP). It 
also represents a major source of 
employment: in 2015, hospitality and 
tourism generated more than 284 
million jobs (directly and indirectly), 
which is expected to increase to 370 
million in 2026 (ILO, 2017). 

With regard to the European con-
text, the HORECA (hotel, restaurants 
and cafés) sector - a key component 
of the tourism industry - contribut-
ed to 2.5% of the gross value added 
of the EU economy (ELA, 2024). In 
terms of employment, it accounted 
for 4,7% of total employment in the 
EU in the 12-64 range (9.3 million 
workers out of 10.4 million workers 
in the tourism sector) in 2023 – with 
75% of HORECA workers employed 
in the food and beverages subsec-
tor, and 25% in accommodation ser-
vices (ELA, 2024).

HORECA is therefore to be consid-
ered as strategic for the European 
Union’s economy as a whole and 

the single Members states. This is 
especially true for Mediterranean 
countries, where the HORECA sec-
tor is larger than in the Northern/
Eastern ones: for example, 9.1% of 
Greek workers work in hospitality, 
while this is true only for 2.4% of Pol-
ish workers (ELA, 2024).

In terms of business demography, 
it is to be noted that, in 2022, 6.1% 
of businesses in the EU (1.9 million) 
were active primarily in accommo-
dation and food services. 

The size of those businesses is gen-
erally small, since microenterprises 
account for 89 % of the total num-
ber of businesses in the sector, and 
60% of HORECA workers in the EU 
are employed by microenterprises 
(i.e., employing less than 10 work-
ers) (ELA, 2024). Pre-COVID-19 data 
also shows that, historically, the 
HORECA sector had above-average 
enterprise birth and death rates, 
and namely, that the HORECA en-
terprise birth rate exceeded the na-
tional average in all major EU econ-
omies (ELA, 2024).

As reported by inspection author-
ities, in some countries HORECA 
businesses are part of complex 
supply chains and outsource some 
of their activities through firms or-
ganised in consortia, cooperatives 
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or temporary associations: this can 
lead to different labour and social 
protections for workers in the same 
value chain and can pose challeng-
es to their enforcement by labour 
authorities (ELA, 2024).

With regard to the characteristics of 
the labour force, Eurostat data show 
how, in accordance with global 
trends (ILO, 2017) a large share of the 
labour force employed in the hospi-
tality sector is constituted by young 
workers, workers with a migration 
background and low-skilled work-
ers. Namely, when compared with 
the rest of the European economy, 
the hospitality sector is character-
ised by roughly double the share of 
migrant workers (9.6% vs. 20.5%) – a 
large share of which are Third Coun-
try Nationals (TCNs) - and more than 
double the share of young workers 
(10.7% vs. 23.7%). The HORECA sector 
employs almost double the share of 
workers with low education level 
(16% vs. 30%) if compared with the 
EU economy (Müller, Zwysen, 2024), 
but it is also characterised by the 
phenomenon of overqualification: 
in fact, in 2023 the overqualification 
rate in accommodation and food 
services in 2023 reached 68% com-
pared to 22 % on average for all sec-
tors of the EU (ELA, 2024).

Lastly, the share of female employ-
ment in hospitality is also higher 
than the overall share in the Euro-
pean economy (55% vs 48%, respec-
tively) although this discrepancy is 
less pronounced than other charac-
teristics (Müller, Zwysen, 2024).

While HORECA was one of the eco-
nomic sectors of the EU showing the 

most resilience after the 2008-2010 
crisis, it was hit hard by the COVID-19 
pandemic: the drop in employment 
between 2019 and 2021 in the EU ac-
counted for 16.6 %, with the forced 
closure of restaurants, bars and ca-
fes and low tourism activity overall 
(ELA, 2024). Consequently, HORECA 
staff turned to other sectors of the 
economy, and many of these work-
ers did not return to the sector after 
the lifting of the restrictions con-
nected to the pandemic (ELA, 2024).

The challenges the HORECA sector 
is currently facing in many countries 
of the EU are therefore linked to sig-
nificant labour shortages: the va-
cancy rate for accommodation and 
food service activities is in fact on 
the rise, with an average of 3,3% in 
EU27, and peaks of 4,9% in Slovenia 
and 4,8% in Cyprus (Eurostat, 2021). 

This constitutes an especially rele-
vant issue, first, because the hospi-
tality sector is particularly labour-in-
tensive – and is therefore one of the 
top job-creating sectors. Second, 
employment in the sector is esti-
mated to grow in EU-27 on average 
by 11,6% over the period 2022-2035 
in the EU, with 23 Member States 
interested by a surge in labour de-
mand (Cedefop Skills Intelligence, 
2020). 

Over the course of the recent years, 
the migrant labour force has con-
tributed to filling out the recurrent 
gaps where the domestic labour 
supply of the HORECA sector could 
not meet the demand – being often 
employed in so-called “shortage oc-
cupations”, such as chefs, cooks and 
waiters (EURES, 2023). However, 
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this phenomenon as of today is not 
sufficient to overcome the current 
labour shortage problem, which 
might be further exacerbated by 
the green and digital transitions 
(ELA, 2024).

According to relevant stakeholders, 
one of the reasons for the low at-
tractiveness of the hospitality sector 
is its precarious working and eco-
nomic conditions (EFFAT, 2022). 

Results from the Eurostat Labour 
Force Survey show for example how 
the share of low-wage workers (i.e., 
in the lowest four deciles of income) 
in the hospitality sector was namely 
of 74.2% in 2020, against an overall 
average of 40% in the EU. In fact, 
hourly earnings in accommodation 
and food services in the EU (14.10 
Euros) are below the average for the 
EU economy as a whole (22.80 Eu-
ros). This is partly due to the lack of 
high-qualifications jobs in the sec-
tor (ELA, 2022).

The hospitality sector is also char-
acterised by more than double of 
the share of temporary contracts 
(less than a year – 15% vs. 6,5%) and 
short part-time work (with less than 
20 hours – 8,3% vs. 19%) than the EU 
average (Müller, Zwysen, 2024), to-
gether with has an above-average 
share (26.7% vs 16.3%) of workers re-
porting at least 45 weekly working 
hours (ELA, 2024).

This is of course partly due to the 
features of the economic activities 
carried out in hospitality, character-
ised by a high degree of seasonality, 
consumer demand peaks and de-
mand for round-the-clock services, 

but confirms the previously stated 
point, i.e., that, generally speaking, 
some key characteristics of employ-
ment in this sector are less advan-
tageous than in other sectors of the 
economy. This is further confirmed 
by the data included in the 2015 Eu-
ropean Working Conditions Survey 
(EWCS), which reveals that job qual-
ity in the accommodation and food 
services sector is poorer compared 
with the rest of the economy (Wil-
liams, Horodnic, 2020), especially in 
terms of pay, career prospects, in-
trinsic job quality, quality of working 
time, work intensity, irregularities 
and/or violations of labour law (ELA, 
2024).

It is also to be noted that, how ac-
cording to a European-level study, 
undeclared work is an extremely 
relevant feature of the hospitality 
sector: 14 % of workers in the accom-
modation and food services sector 
are in unregistered employment 
(compared with 5% of the overall 
EU workforce), and 12% of all unreg-
istered employment in the EU is to 
be found in this sector (Williams, 
Horodnic, 2020). This is partly due 
to the challenges enforcement au-
thorities face in acting in the HORE-
CA sector, which are related to relat-
ed to their features and limitations, 
such as the scope of their mandate 
and resource constraints, the en-
gagement of mobile workers in the 
sector, who often hesitate to report 
violations due to fear of reprisals, 
distrust towards state authorities, 
insufficient legal awareness, low 
union membership and a lack of 
support networks, and the unique 
characteristics of the HORECA sec-
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tor, such as its variable operational 
schedules, which cause difficulties 
in scheduling inspections and veri-
fying the reliability of working hours 
records, and the increasing reliance 
on outsourcing and complex sub-
contracting chains, complicating 
the tracking of employment rela-
tionships and the enforcement of 
labour and social security laws. (ELA, 
2024).

Key features of social di-
alogue

Trade union density

The characteristics of the HORE-
CA sector (high worker turnover, 
seasonal work, high prevalence of 
small businesses), its workforce 
(prevalence of vulnerable workers) 
and the disadvantageous working 
conditions outlined in the previous 
paragraph play an important role in 
hindering unionisation in the hospi-
tality sector (ILO, 2017). According to 
a Eurofound study of 2012, in most 
EU Member States trade union 
density in the hospitality sector ac-
counts for less than 15% of workers, 
which appears to be relatively low if 
compared to the overall European 
average of 23% (Eurofound, 2012).

This is also the result of a significant 
trade union fragmentation: out of 25 
countries in the EU in which at least 
one trade union in the hospitality 
sector is present, eight countries 
record more than two trade unions. 
It is also to be noted that most na-
tional sectoral unions cover all the 
activities, categories and regions, in 

the hospitality sector as well as ac-
tivities beyond the HORECA sector. 
However, the trade unions’ land-
scape appears to be less fragment-
ed than the employer organisations’ 
one: on the employer side, there are 
12 countries in which the study ob-
serves more than two employer or-
ganisations (Eurofound, 2018).

The low trade union density in 
the hospitality sector may also be 
prompted by the high percentage 
of micro-enterprises (see previous 
paragraph).  

Collective bargaining, bargaining 
coverage

Both social partner fragmentation 
and the small average size of busi-
nesses significantly influence col-
lective bargaining coverage in the 
sector, i.e., the total number of em-
ployees covered by collective bar-
gaining as a proportion of the total 
number of employees within a cer-
tain segment of the economy (Trax-
ler et al., 2001). 

Collective bargaining coverage in 
the HORECA sector, however, ap-
pears also to be related to the differ-
ent structure of collective bargain-
ing in the EU27 countries. According 
to a Eurofound study of 2018, in the 
EU27 there are 13 unions involved 
only in single employer bargaining 
(24%), 15 trade unions involved ex-
clusively in multi-employer bargain-
ing (27%) and 27 involved in both 
single and multi-employer bargain-
ing (49%). Only 8 countries out of 27 
in the European Union show a col-
lective bargaining coverage higher 
than 80% (i.e., the percentage iden-
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tified by the European Directive on 
Adequate Minimum Wages direc-
tive as adequate to protect work-
ers from insufficient wages) in the 
hospitality sector: these numbers 
are mostly reached in countries 
with established systems of mul-
ti-employer bargaining and those 
whose labour legislation provides 
extension mechanisms and prac-
tices or functional equivalents (e.g., 
Italy and Austria). In contrast to the 
8 EU Member States already meet-
ing the required bargaining cover-
age, 11 member States out of 27 are 
instead characterised by a collective 
bargaining coverage lower than 
35%. In 6 out of 11 of those countries, 
collective bargaining practice is lim-
ited exclusively to the company level 
(Eurofound, 2018). 

The challenges related to collective 
bargaining coverage in the HORE-
CA sector further exacerbate the na-
tional-level challenges in reaching 
the adequate bargaining coverage. 
In particular, in the HORECA sector 
bargaining coverage remains low 
for several reasons, including the 
following (ELA, 2024):

•	 lack of awareness, particular-
ly among migrant workers, of 
the existence of bargaining as 
a regulation of working condi-
tions, 

•	 underrepresentation of HORE-
CA workers in trade unions, 

•	 exclusion of non-union mem-
bers from the benefits of col-
lective bargaining, 

•	 lack of organising on the side 
of employers – low member-

ship in employers’ associations 

•	 contractual dumping practi-
ces.

It also needs to be underlined how 
most national trade unions in the 
different Member States operate 
simultaneously in the hospitality 
industry and in other sectors (e.g., 
food manufacturing industry, tour-
ism as a whole). Consequently, stip-
ulations from collective agreements 
often expand beyond the specific 
needs of the hospitality industry 
(Eurofound, 2018).

The collective agreements in the 
HORECA sector deal with several is-
sues, including remuneration, work-
ing time, night work, work during 
weekends and bank holidays, over-
time, accommodation and trans-
portation, training and termination 
(including severance), and flexible 
working arrangements. These col-
lective agreements apply to workers 
regardless of their citizenship and 
they rarely have provisions appli-
cable only to mobile workers (ELA, 
2024).

Policy involvement 

In terms of participation of the sec-
toral social partners from the HORE-
CA sector to public policy, research 
from Eurofound shows that em-
ployers’ organisations perceive that 
governments more frequently con-
sult them on sector-specific matters 
than their trade union counterparts. 
Bipartite or tripartite sector-specific 
bodies with the involvement of so-
cial partners and dealing with vari-
ous matters (e.g., welfare, education, 
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training, health and safety etc.) - are 
instead present in 17 out of 27 EU 
Member States (Eurofound, 2018).

EU-level social dialogue in the hos-
pitality sector

With regard to actors of Europe-
an-level social dialogue in hospitali-
ty, the social partner on the employ-
ees’ side is the European Federation 
of Trade Unions in the Food, Agricul-
ture and Tourism sectors (EFFAT). 
EFFAT, which is an autonomous 
organisation affiliated to the Euro-
pean Trade Union Confederation 
(ETUC), represents more than 25 
million workers in the Food, Agricul-
ture and Tourism sectors, and has 
120 national trade union affiliates 
located in 40 European countries. 
On the employers’ side, the EU-lev-
el organisation is HOTREC, which is 
the umbrella Association of Hotels, 
Restaurants, Pubs and Cafes and 
similar establishments in Europe, 
bringing together 44 national asso-
ciations in 30 countries. EFFAT and 
HOTREC participate in the Europe-
an Social Dialogue Committee for 
the hotel and restaurant sector. 

Since its formal establishment in 
1999, the European sectoral social 
dialogue committee of the HORECA 
sector has strived to influence the 
European Union’s policies through 
a variety of joint statements, dec-
larations and recommendations 
concerning pressing matters relat-
ed to the sector, such as promoting 
the employment of young work-
ers, undeclared work, training and 
skills development etc. The most 
recent joint statement concerns the 

need to overcome labour and skills 
shortages in the hospitality sector 
through social dialogue and collec-
tive bargaining (EFFAT, HOTREC, 
2024).

The hospitality sector in the EU in 
short

To sum up, this section showed that 
the hospitality and tourism sector is 
a key European economic driver. In 
the EU, the HORECA (hotels, restau-
rants, cafés) sector plays a strategic 
economic and employment role, 
particularly in Southern Member 
States, representing 4.7% of total 
employment in 2023. Characterised 
by a high prevalence of micro-en-
terprises and a significant share of 
vulnerable workers—such as youth, 
migrants, and low-skilled individu-
als—the HORECA sector also shows 
high rates of overqualification, tem-
porary contracts, low wages, and 
labour law violations. The sector 
was severely affected by the COV-
ID-19 pandemic, leading to long-
term labour shortages that persist 
today. These challenges are further 
extended by a high prevalence of 
undeclared work in the sector and 
weak enforcement due to resource 
constraints, subcontracting, and ir-
regular work patterns. 

Setting the scene for accessing 
trade union density and collective 
bargaining in the sector, this sec-
tion showed that general trade un-
ion density and collective bargain-
ing coverage are uneven across the 
EU Member States, with only eight 
States meeting the 80% benchmark 
for bargaining coverage. Social dia-
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logue is limited, among others, also 
because of fragmented representa-
tion and low employer organisation 
density. At the EU level, social part-
ners EFFAT and HOTREC engage 
in joint dialogue to address issues 
of European relevance, i.e., training, 
undeclared work, and labour short-
ages in the sector. 

Addressing these challenges re-
quires stronger enforcement, better 
data, tailored social dialogue, and 
improved working conditions to at-
tract and retain a skilled workforce 
in this essential, yet often under-
valued, sector. To develop essential 
strategies for social partners, the 
next chapters provide more coun-
try-specific insights to sectoral char-
acteristics and trends. 
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TRADE UNIONS, SOCIAL 
DIALOGUE AND COLLECTIVE 

BARGAINING IN CYPRUS
3

Trade union density

According to the OECD data, in 2016 
trade union density in Cyprus corre-
sponded to 43,3% (% of employees), 
while for the employer organisa-
tions we have more updated data. 
Their density, for 2018, correspond-
ed to 66.1% (% of employees).

With regard to employees’ rep-
resentation there are three main 
national trade union confedera-
tions: the Pancyprian Federation of 
Labour (PEO), the Cyprus Employ-
ees Confederation (SEK) and the 
Democratic Labour Federation of 
Cyprus (DEOK).

The two major confederations, the 
PEO and the SEK, are of broadly 
similar size. According to the figures 
supplied to the trade union regis-
trar, the PEO is the larger with 61,529 
members, while the SEK has 55,813 
(2016 figures).

The PEO and SEK have been carry-
ing out their activities for more than 
80 years. The PEO was established 
in 1941, it has left-wing ideals. With-
in the union operates the Cyprus 
Labour Institute, which is an im-
portant study and research centre 
in the field of industrial relations. 
The SEK was founded in 1943 and is 

closer to the parties of the right and 
centre.

The DEOK is a smaller confederation 
(7,123 members (in 2016), with links 
with the socialist party. It was estab-
lished in 1962 and became active as 
a trade union after its re-establish-
ment, in 1982. The PEO is organised 
in 9 federations, while the SEK in 7 
federations.

These three confederations are 
flanked by a fourth umbrella organi-
sation, the Pancyprian Federation of 
Independent Trade Unions (POAS) 
(1.422 members in 2015), that unites 
some independent unions, main-
ly active in state-owned enterpris-
es and by important autonomous 
unions, representing public sec-
tor workers, bank employees and 
teachers. 

Despite wide union pluralism as well 
as strong ideological links between 
trade unions and political parties, 
the trade unions are generally fully 
coordinated in promoting by com-
mon the rights and interests of their 
members, primarily those related to 
the pay claims. 

With regard to employer rep-
resentation, instead, the Cyprus 
Chamber of Commerce and Indus-
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try (CCCI), and the Employers and 
Industrialists Federation (OEB) are 
the main organisations that active-
ly participate in industrial relations, 
representing the interests of their 
members. 

Collective bargaining structure 
and coverage

The right to collective bargaining 
is guaranteed and safeguarded 
mainly by the Constitution of the 
1960, that provides that “a law may 
provide for collective labour agree-
ments of obligatory fulfilment by 
employers and workers with ade-
quate protection of the rights of any 
person, whether or not represented 
at the conclusion of such agree-
ment”. 

However, since a law following this 
provision has never been promoted, 
the regulatory part of the collective 
agreements is not directly and nec-
essarily applicable to workers and 
Cyprus has a long tradition in the 
development of voluntary proce-
dures.

In practice, the system of free col-
lective bargaining developed in the 
framework of the Industrial Rela-
tions Code, which was agreed be-
tween representatives of employers, 
unions and government in 1977. 

The document, which is not legal-
ly binding, includes a procedure 
for the settlement of disputes and 
some key mutual commitments 
(e.g., acceptance of the right to or-
ganise, right to bargain), and its 
terms have been effectively ob-
served, in most cases, by both sides.

Collective bargaining in Cyprus 
takes place at both industry level 
and company level. Hierarchy be-
tween levels is undefined by the law 
and represents a matter for the ne-
gotiating parties. 

Key industry-level collective agree-
ments in the private sector mainly 
cover hotels, metalworking indus-
tries, oil and construction. Company 
agreements can specify, or deviate 
from, sectoral agreements, guide-
lines or targets. Even if there is no le-
gal hierarchy between the different 
levels of negotiation, both unions 
and employers highlight a constant 
decentralisation of negotiation pro-
cesses.

According to the law, collective 
agreements must be registered 
with the Department of Labour Re-
lations of the Ministry of Labour and 
Social Insurance, that holds an ar-
chive of collective agreements. 

Although no accurate, comprehen-
sive and updated figures are availa-
ble, the extent of collective bargain-
ing coverage is very close to union 
density, and some scholars (Ioan-
nou, Sonan, 2019) highlight that the 
overall trend in collective bargain-
ing coverage is a decline, in tandem 
with the decline in union density, 
also considering the absence of ex-
tension mechanisms at industry lev-
el and of effective erga omnes rules 
at company level. According to Eu-
rofound, estimated collective bar-
gaining coverage in 2019 was 39%, 
considering the co-existence of sec-
tor- and company-level bargaining.

Since 2023, a national minimum 
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wage is in force, following the Min-
imum Wage Order of 2022.

In addition to collective bargaining, 
there is a large number of tripartite 
bodies, that are composed by the 
unions, the employers and the gov-
ernment. 

A focus on the hospitality sector

PASYXE is the largest employers’ or-
ganisation in the hospitality sector 
in Cyprus and it is part of the CCCI. 
The association negotiates the col-
lective agreements in the hotel in-
dustry with the hotel employees’ 
unions of SEK (OUXEKA-SEK) and 
PEO (SYXKA-PEO). Generally, also 
STEK, the second employers’ asso-
ciation in the industry participate in 
the negotiations.

Similarly to what happens in oth-
er European countries, unionising 
the hospitality sector in Cyprus is 
especially challenging, seeing that 
the majority of labour force is com-
posed of migrant workers whose 
precarious position makes it harder 
for them to unionise.

This has been confirmed by a rep-
resentative of OUXEKA-SEK, who 
stated that its union faces the worst 
difficulties in approaching workers 
who are young, migrant, or Europe-
an citizens, as they may not be inter-
ested in joining. The most common 
strategies used by trade unionists 
to attract new members are offer-
ing benefits from the welfare fund, 
issuing brochures, creating local 
committees, and recruiting repre-
sentatives in workplaces.

For what concerns collective bar-

gaining in the hospitality industry, 
OUXEKA-SEK negotiates two na-
tional-level collective agreements 
with employers’ associations, one 
applicable to hotel employees and 
one to catering employees. The 
agreements are renewed every 
three or four years, and some of 
their articles have been transposed 
into national law to cover all workers 
in the sector. According to the pre-
viously mentioned respondent, the 
main goals of current collective ne-
gotiations are to increase the prov-
ident fund percentage, the com-
pensation for Sundays and public 
holidays, and the number of articles 
that become part of the regulation. 
The main challenges to the success 
of current negotiations are the re-
sistance of the employers, the influ-
ence of the hotels associations, and 
the political alignment of the gov-
ernment and the other union active 
in the sector.

Regarding European social dia-
logue, the respondent namely high-
lights how European level social 
dialogue might help to gather infor-
mation and adapt to new legislation 
but does not directly contribute to 
improving the conditions of hospi-
tality and tourism workers.



19

20 FINAL
REPORT25

TRADE UNIONS, SOCIAL 
DIALOGUE AND COLLECTIVE 

BARGAINING IN CZECHIA
4

Trade union density

Like other Central and Eastern Eu-
rope nations, Czechia has under-
gone significant changes in the 
past three decades, transitioning 
from a centrally planned to a mar-
ket-oriented economy. This has 
presented challenges for trade un-
ions, as they grapple with adapting 
to new economic structures while 
still protecting workers. After 1989 
a number of trade union confeder-
ations emerged, with the dominant 
one becoming Českomoravská kon-
federace odborových svazů (ČM-
KOS; the Czech and Moravian Con-
federation of Trade Unions). This 
represented almost 300 000 mem-
bers in 2022, around 70 per cent of 
all trade union members. Further 
fragmentation of the trade union 
movement, resulting from differing 
views on ČMKOS’s internal function-
ing, led to the establishment of Aso-
ciace samostatných odborů (ASO; 
Association of Independent Trade 
Unions) in 1995, creating the second 
largest confederation in Czechia. 
ASO claimed around 80 000 mem-
bers in 2018. Trade union density 
is also difficult to measure, partly 
because of unreliable past claims 
from one of the confederations and 
partly because stated membership 

includes pensioners, who make up 
a significant proportion in some un-
ions but zero in others. In addition, 
there are organisations that call 
themselves trade unions and may 
engage in collective bargaining, but 
for many of them no reliable data 
exist on membership. Total trade 
union membership declined from 
2.35 million in 1995 to 500,000 in 
2018, with the result that trade un-
ion density fell from 45 to 11 per cent 
(Martišková, Šumichrast 2023). The 
main functions of employers’ or-
ganisations are representation and 
lobbying the government. Two con-
federations are present in the tripar-
tite structure, claiming together to 
represent 33,000 employers with 2.6 
million employees in 2017. If accu-
rate, this would represent about 67 
per cent coverage of all employees. 
Employers’ organisations that sign 
collective agreements, 20 in 2017 
and all members of a larger confed-
eration represented in the tripar-
tite structures, rarely reported the 
numbers their members employed 
(Myant 2019).

Collective bargaining structure 
and coverage

After 1990 the trade unions were re-
born within a fairly favourable insti-
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tutional framework, which provid-
ed their activities with institutional 
support and gave them tools to pro-
tect employees in the transforma-
tion period. In 1990, a Collective Bar-
gaining Act (Zákon o kolektivním 
vyjednávání) was adopted follow-
ing advice from the International 
Labour Organization, creating a 
framework for social dialogue in the 
former Czechoslovakia (from 1993 
Czech Republic) (Martišková, Šumi-
chrast 2023). There had been early 
expectations that the importance 
of the law would fade over time as 
collective bargaining took on a big-
ger role. In fact, collective bargain-
ing developed to a great extent as 
a supplement to legal protections, 
giving slightly better conditions but 
still covering the same themes. As 
a result, much of the activity of rep-
resentative organisations involved 
ensuring that labour law was re-
spected as much as negotiating, 
and ensuring implementation of, 
collective agreements. A major rea-
son for this was a general decline 
in membership and weakening or-
ganisational strength in workplac-
es. As of today, collective bargain-
ing coverage corresponds to 38% 
(ETUI, n.d.). Collective bargaining in 
Czechia is primarily decentralised 
so that negotiating improvements 
in working conditions is carried out 
at company level. The agreements 
stipulated at industry level, mean-
ing with employers’ organisations, 
cannot foresee worse conditions 
for employees than are provided by 
law. This decentralisation of collec-
tive bargaining causes difficulties in 
terms of the trade union coordina-
tion of wage increases and advances 

in working conditions. Coordination 
at sector level is legally supported 
but carried out only in some. Even 
then, the negotiated terms do not 
significantly differ from what is set 
out in the legislation. Despite a fa-
vourable institutional setting for 
collective bargaining, trade unions 
often opted for legislative solutions 
for improving working conditions 
(Martišková, Šumichrast 2023). Only 
three employees are needed to set 
up a trade union and initiate collec-
tive bargaining, which can increase 
the likelihood of trade unions form-
ing but also weaken their legiti-
macy (Drahokoupil et al. 2015). This 
may even lead to the emergence of 
organisations that demand collec-
tive bargaining rights without rep-
resenting a significant number of 
employees. 

A focus on the hospitality sector

The main Czech trade union 
in hospitality is ČMOS PHCR 
(Czech-Moravian Trade Union of Ca-
tering, Hotels and Tourism), which 
covers all workers of the sector. It is a 
member of the largest central trade 
union organisation in the Czech Re-
public ČMKOS. 

On the employers’ side, Asociace 
hotelů a restaurací České republiky 
(AHRČR; Association of Hotels and 
Restaurants of the Czech Republic) 
is affiliated to Association of Hotels, 
Restaurants and Cafés in Europe 
(HOTREC), while Svaz obchodu a 
cestovního ruchu ČR (SOCR; Con-
federation of Commerce and Tour-
ism of the Czech Republic) is not.

ČMOS PHCR is involved in social 
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dialogue and collective bargaining 
– mainly carried out at multi-em-
ployer level – both with employers’ 
organisations AHRČR and SOCR, 
covering different subsectors in 
hospitality. It is namely involved in 
negotiations concerning one high-
er-level collective agreement and, 
for 2023, ten collective agreements 
at the company level. The sectoral 
agreement is supplementary, with 
primary agreements being com-
pany collective agreements where 
wage-setting is negotiated.

The hospitality sector in Czechia fac-
es significant challenges in terms of 
trade union organisation and collec-
tive bargaining, largely due to its low 
wages and fragmented representa-
tion. The ČMOS PHCR primarily rep-
resents hotel workers, with limited 
success in organising workers in 
restaurants, where wages are even 
lower (for restaurant sector, there is 
also an institute for individual mem-
bers, organised through a local 
group that unites these members). 
The Covid-19 pandemic severely dis-
rupted collective bargaining, par-
ticularly during the extensive hotel 
closures, but it also led to conditions 
that enabled wage indexation to 
outpace collective agreements in 
2023. Despite efforts by the union, 
issues such as envelope wages and 
a large number of agency workers, 
especially in cleaning and maid ser-
vices, complicate transparency and 
wage negotiations. 

Collective bargaining in the hos-
pitality sector is primarily focused 
at the company level, with sectoral 
agreements largely avoiding wage 
issues due to a lack of consensus 

among employers. On the oth-
er hand, company-level collective 
bargaining faces many challenges, 
while in this sector, unlike in many 
other countries in Eastern Europe, 
there is also sectoral collective bar-
gaining, which operates virtually 
without issues. But sectoral collec-
tive agreement does not address 
wages, and negotiations on wage 
adjustments have stalled in recent 
years. Only 30% of company-level 
agreements include wage devel-
opments, often resulting in modest 
nominal wage increases that strug-
gle to keep pace with inflation. The 
sectoral union plays a methodolog-
ical role in helping draft enterprise 
agreements, but wage components 
such as overtime, night work, and 
weekend premiums are typically 
handled at the company level. Em-
ployers withdrawing from employer 
organisations to avoid sectoral ne-
gotiations has occurred but remains 
a limited issue (Šumichrast, 2024). 
Generally, the higher-level collec-
tive agreement covers about sixty 
thousand employees, approximate-
ly fifty percent of the workforce in 
this industry. At the company level, 
the agreements cover only about six 
thousand employees.

Organising and recruiting workers 
in hospitality sector presents several 
challenges. The segment is poorly 
organised, with issues such as a lack 
of interest in union organising, high 
labour turnover, the prevalence of 
envelope wages, and, in part, the 
presence of labour migrants who 
are unwilling to organise. Addition-
ally, young people are not interest-
ed in trade unions and do not rec-
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ognise their importance. To attract 
members in general, unions have 
introduced incentives, such as con-
tributing to domestic recreation ac-
tivities, but there are no other spe-
cial recruitment efforts. In hotels, 
even in large hotel chains, unions 
face union busting, not to a small 
extent, which poses a problem for 
organisation. The Labour Code pro-
vides strong protection for union of-
ficials, but court enforcement is very 
slow, often taking years. This delays 
justice and encourages employers 
to act in this way, even though they 
know they will ultimately lose in 
court. The organised membership 
is composed more of women than 
men. 

The impact of European-level social 
dialogue is very limited. Given the 
state of organisation and the un-
ion’s own capacities, ČMOS PHCR 
functions as a coordinating meth-
odological centre without freed or 
paid trade union functionaries at 
the company level. It perceives its 
membership in EFFAT as passive 
and does not foresee any changes 
in this situation in the near future. 
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TRADE UNIONS, SOCIAL 
DIALOGUE AND COLLECTIVE 

BARGAINING IN ESTONIA
5

Trade union density

According to OECD data, in 2019 
trade union density in Estonia cor-
responded to 6%, while employers’ 
organisation density, for 2017, corre-
sponded to 50,5%.

Estonia has two trade union confed-
erations EAKL, that was founded in 
1990 after the fall of the Soviet Union 
and generally represents manual 
workers and TALO, made up of un-
ions which left EAKL in 1993, that in-
cludes several non-manual unions, 
mainly representing employees in 
the fields of culture, education and 
science.

EAKL represents its members’ in-
terests in major industries (manu-
facturing, public services, transport, 
private services), it is recognised 
by the public authorities and em-
ployers at the national level, and it 
is affiliated with ETUC, ITUC, and 
to BASTUN (Baltic Sea Trade Union 
Network).

In addition, there are some impor-
tant independent trade unions, 
such as: the Estonian Doctors Union 
(EAL, Eesti Arstide Liit), the Esto-
nian Educational Personnel Union 
(EEPU, Eesti Haridustöötajate Liit), 
the Estonian Nurses Union (EÕL, 

Eesti Õdede Liit), and the Feder-
ation of the Estonian Universities 
(Eesti Kõrgkoolide, Teadus- ja Aren-
dusasutuste Ametiliitude Ühendus, 
UNIVERSITAS).

Overall, Estonia’s unions are strong-
ly concentrated in the public sector, 
among the older workforce and in a 
few specific sectors, such as health 
care and social work, education, 
transportation and storage, and 
mining and energy sectors, while 
there are still no unions in the con-
struction sector, ICT and real estate 
management. Unionisation in small 
and medium enterprises is quite 
scarce. According to internation-
al-level observatories, most indus-
try-level unions lack human and 
resources to perform their functions 
effectively (FES, 2023). The popular-
ity of trade unions is generally low, 
given their perceived anti-worker 
behaviour during Estonia’s Soviet 
past (Lindma and Siniväli, 2024).

The main employers’ association is 
the Estonian Employers’ Confeder-
ation (ETK-Eesti Tööandjate Keskliit).

Collective bargaining structure 
and coverage

The decline in trade union mem-
bership observed in the last years 
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has been accompanied by a decline 
in the number of collective agree-
ments signed in the country, as con-
firmed by the low number of agree-
ments registered every year by the 
Estonian Ministry of Social Affairs, 
that manages a national register. At 
the moment, 671 collective agree-
ments are included in the database, 
which however has not been updat-
ed since January 31, 2022.

In Estonia, company-level bargain-
ing is considered predominant, 
both in the private sector – in as far 
as bargaining takes place at all – and 
in the public sector. The minimum 
wage rates and working/rest time 
conditions agreed upon collective-
ly by trade unions and employers’ 
associations at either sectoral- or 
national-level can be made legally 
binding for all the employers and 
workers in the particular sector if 
the parties to the collective agree-
ment decide to use the extension 
procedure laid down in the Collec-
tive Agreements Act. However, only 
two sectoral collective agreements 
- for health care and for local bus 
transportation – have been extend-
ed as of today (FES, 2023).

Since the beginning of the 2000s, 
the minimum wage is set after 
regular negotiations between the 
union confederations and the em-
ployers at national level, that are 
extended through the country. Reg-
ular bargaining on the minimum 
wage is conducted by the Estonian 
Employers’ Confederation (ETK, Ees-
ti Tööandjate Keskliit) and the Trade 
Union Confederation of Estonia 
(EAKL, Eesti Ametiühingute Keskli-
it): the results of this kind of nego-

tiations is then ratified by the state 
through a decree. Other issues have 
moved to the sphere of bipartite or 
tripartite social dialogue and result 
only occasionally in agreements. 

Considering all the mentioned fac-
tors, the estimated coverage of 
collective bargaining in Estonia is 
around 6% (Lindma and Siniväli, 
2024). 

A focus on the hospitality sector

On the employers’ side, the Estoni-
an Hotel and Restaurant Associa-
tion (EHRA) is affiliated, at a nation-
al level, to the Estonian Employers’ 
Confederation, and at a European 
level to Hotrec. 

As far as it concerns employees, 
there are two relevant associations 
that operate in the hospitality sec-
tor: the Estonian Trade Union of 
Commercial and Servicing Employ-
ees (ETKA) and the Estonian Sea-
men’s Independent Union (EMSA) 
– covering less than 10% of employ-
ees in the sector. Both unions are in-
volved in collective bargaining and 
are not affiliated to EFFAT, but to 
Uni Europa.

The hospitality sector represents a 
valid example of the scarce cooper-
ation between unions, who operate 
in the same industry at company 
level, to develop a united industry 
policy. As an example, ETKA regu-
larly conducts collective bargaining 
with hotels in Tallinn – and in par-
allel EMSA, whose main activity is 
the operation of passenger ships on 
the Baltic Sea, also entered into an 
agreement with the company that 
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manages the majority of hotels in 
Tallin. 

Collective bargaining is not com-
mon in the Estonian hospitality sec-
tor: in 2017 the estimated collective 
bargaining coverage was 3.6% (Eu-
rofound, 2018). According to Estoni-
an industrial relations experts, this 
is probably due to the high share 
of seasonal workers in the sector, 
which increased after the COVID-19 
pandemic, and the fact that the in-
dustry’s working hours are largely 
subject to fluctuations (Lindma and 
Siniväli, 2024).

The average wage in the Estonian 
hospitality sector is 1198 euros, as 
compared to a national minimum 
wage of 820 euros (Lindma and Sin-
iväli, 2024).
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TRADE UNIONS, SOCIAL 
DIALOGUE AND COLLECTIVE 

BARGAINING IN GREECE
6

Trade union density

According to the OECD data, in 2016 
trade union density in Greece cor-
responded to 19% (% of employees), 
while for the employer organisa-
tions we have more updated data. 
Their density, for 2017, corresponded 
to 52,7% (% of employees).

There are only two major confeder-
ations. On the one side, the GSEE, 
which organises private sector em-
ployees and employees in firms and 
sectors under public control. This 
confederation comprises about 150 
second level organisations (sectoral/
professional federations and region-
al work centres). On the other side, 
the ADEDY, which exclusively gath-
ers the memberships of civil serv-
ants and is organised in federations, 
according to the different ministries.

The main employer organisations 
are: the Hellenic Federation of En-
terprises(SEV), that represents not 
only the main industrial undertak-
ings, but also major undertakings in 
other sectors; the Hellenic Confed-
eration of Professionals, Craftsmen 
and Merchants (GSEVEE), for small 
industry and craft SMEs in particu-
lar; the Hellenic Confederation of 
Commerce and Entrepreneurship 
(ESEE), representing in particular 

SMEs in trade and the Association 
of Greek Tourism Enterprise (SETE), 
representing the tourist trade (ho-
tels, travel agencies, transport).

Recently, with Law 4808/2021, the 
Greek government established the 
creation of a database with a gen-
eral Registry of Trade Unions of Em-
ployees maintained by the Ministry 
of Labour. With this law, trade un-
ions are obliged to register to such a 
database in order to get a legal sta-
tus (for the trade unions established 
after the entry into force of the Law) 
and to be able to enjoy and exercise 
the constitutional rights such as 
collective bargaining, organisation 
of strikes and protection of union 
representatives against anti-union 
measures.

Collective bargaining structure 
and coverage

The right of freedom of associa-
tion in Greece is first and foremost 
guaranteed by the country’s con-
stitution. Article 12.1 of the Greek 
constitution in fact stated that: 
“Greeks shall have the right to form 
non-profit associations and unions, 
in compliance with the law, which, 
however, may never subject the ex-
ercise of this right to prior permis-
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sion”. How this right can be enjoyed 
and unfold its effects is then regu-
lated by the law. The main law con-
cerning the operation of trade un-
ions, trade union rights and workers’ 
representation in Greece is L1464/82 
which establishes that a trade un-
ion has to have at least 21 members, 
establishes the structure of second 
degree trade unions that may be 
at local level (Labour Centres) or at 
sectoral/intersectoral level (Trade 
union Federations) and establishes 
the way it is assured that each work-
er may be represented through a 
sole trade union to the second de-
gree trade unions and each trade 
union through a sole second degree 
trade union to the General Workers’ 
Confederation GESEE. 

The basic provisions for collective 
bargaining are contained in Law 
1876/1990 (‘Free collective bargain-
ing and other provisions’), that has 
been amended many times since 
Greece entered the Financial Stabil-
ity Mechanism.

With Act No. 3845/2010, the govern-
ment decided to abolish the ‘favour-
ability principle’ according to which 
professional and enterprise collec-
tive agreements’ clauses cannot 
deviate from the relevant clauses of 
sectoral and general national agree-
ments. It also establishes that sec-
toral collective agreements’ clauses 
cannot deviate from the relevant 
clauses of national general collec-
tive agreements, and in doing so, re-
ducing the mandatory applicability 
of collective agreements’ clauses. In 
addition, with Act No. 4024/2011, the 
government stated that if no trade 
union is present in the company, an 

association of persons can conclude 
collective agreements. While the 
minimum number of affiliates to 
form a trade union is 20, the mini-
mum number to form an associa-
tion of persons is 5.

Due to the nature of the Greek fabric 
industry in which small enterprises 
prevail over medium and large ones, 
representing approximately 90% of 
the workforce, the provision of asso-
ciation of persons in addition to the 
abolition of the favourability princi-
ple created the possibility of bypass-
ing representative trade unions to 
bargain directly with workers’ repre-
sentatives.

In consequence to these main 
changes, Eurofound considers 
Greece as the only country chang-
ing cluster between 2008–2017 
moving from the State Centred 
Model of high collective bargaining 
coverage with State intervention to 
a voluntaristic associational govern-
ance model characterised by low 
collective agreement coverage and 
weaker voluntaristic association-
al governance. According to Euro-
found the share of sector-level bar-
gaining in 2019 lead to a coverage of 
between 54 and 57%.

A focus on the hospitality sector

On the workers’ side, the Panhellen-
ic Federation of Food and Tourism 
Workers (POETT) is the federation 
affiliated with the General Confed-
eration of Workers of Greece (GSEE). 
In the last years, this union has been 
able in several cases to prevent em-
ployers from taking advantage of 
legal-institutional changes and the 
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successful opposition of POETT to 
the introduction of the gig econo-
my model in food delivery is a valid 
example of this approach.

On the employers’ side, the Associ-
ation of Greek Tourism Enterprise 
(SETE), represents the tourist trade 
(hotels, travel agencies, transport). 
Considering the HORECA and con-
tract catering sectors only two or-
ganisations claim to cover the same 
domain (the Hellenic Hotel Federa-
tion (HHF) and Hellenic Chamber of 
Hotels (HCH), with different purpos-
es. HCH is a chamber whose mem-
bership is mandatory while HHF is a 
social partner, affiliated to SETE, in-
volved in collective bargaining.

According to a Greek union repre-
sentative affiliated to EFFAT, the 
main challenge to unionisation in 
the hospitality sector is to be found 
in the limited size of business-
es, which hinders the creation of 
workers’ representation at compa-
ny level. It is to be noted, however, 
how the lack of company-level rep-
resentation is made up by the pres-
ence of sectoral-level trade unions, 
covering all workers in the hospital-
ity industry.  

The current collective agreement 
of the hotel sector was negotiated 
between workers’ representative 
POEET and employers’ representa-
tive POX (Hellenic Hoteliers Associa-
tion) – and was extended to cover all 
hotel businesses by the Greek Min-
ister of Labour in 2023. The agree-
ment covers four categories of em-
ployees and foresees an increase in 
basic wages starting from January 
2023 and January 2024, which may 

include additional allowances for 
seniority, marriage, tourism train-
ing, seasonal employment, uniform, 
unhealthy work, food and lodging 
(ELA, 2024).

From the interview with a Greek 
trade union representative, sev-
eral important insights emerged 
concerning recruitment strategies, 
communication practices, and Eu-
ropean engagement.

In terms of recruitment, the union 
representative acknowledged that 
attracting new members -particu-
larly young workers - remains a ma-
jor challenge. Many younger em-
ployees, especially those entering 
the hospitality sector for the first 
time, are unfamiliar with trade un-
ion structures and tend to focus on 
their individual employment rela-
tionships. This is exacerbated by the 
high prevalence of small and mi-
cro-enterprises, where union pres-
ence is difficult to establish. To ad-
dress this, the federation launched 
a communication campaign in 2019 
based on printed leaflets, aimed at 
showcasing their achievements in 
collective bargaining and improv-
ing visibility among newcomers 
to the sector. Although the initia-
tive helped highlight the union’s 
role, the representative noted the 
need to modernise their outreach, 
moving beyond printed materials 
towards more dynamic and digital 
forms of communication. There is 
growing recognition of the impor-
tance of adopting more pervasive 
and youth-oriented strategies, in-
cluding the use of social media plat-
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forms such as Instagram and TikTok, 
to connect with younger genera-
tions.

At the same time, the union ex-
pressed a clear intention to re-en-
gage in European-level social di-
alogue. After withdrawing from 
international federation activities 
in the aftermath of the financial 
crisis -mainly for budgetary and or-
ganisational reasons - there is now 
renewed interest in joining EU-lev-
el social partners like EFFAT to ex-
change good practices and amplify 
the Panhellenic Federation of

Food and Tourism voice in shaping 
the future of the sector.
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TRADE UNIONS, SOCIAL 
DIALOGUE AND COLLECTIVE 

BARGAINING IN LATVIA
7

Trade union density

According to the OECD data, in 2018 
trade union density in Latvia corre-
sponded to 11,6% (% of employees), 
while the employers’ organisation 
density, for the same year corre-
sponded to 54,4% (% of employees).

In Latvia, on the employees’ side 
there is just one trade union con-
federation, the Free Trade Union 
Confederation of Latvia (LBAS), that 
was founded in 1990 after the fall of 
the Soviet Union and replaced the 
former union structure operating 
under the communist regime. The 
LBAS has 20 individual unions affili-
ated, normally based on the specific 
industry or occupation of the em-
ployees.

In addition, there are smaller unions 
that are not affiliated to the LBAS, 
considering that a union can be 
founded, outside a company by just 
50 people, while company unions 
can be founded by at least 15 people 
or at least a quarter of the employ-
ees.

On the employers’ side, instead, we 
find the Employers’ Confederation 
of Latvia (LDDK). In 2022, it repre-
sented 105 sector leaders – compa-
nies which employ more than 50 

employees - and 62 sector-based 
and regional business associations 
and federations. LDDK members 
employ 44% of Latvia’s employees.

Collective bargaining structure 
and coverage

The development of the current so-
cial dialogue system in Latvia start-
ed in 1993, when the first agreement 
between partners on consultations 
on labour protection issues was 
concluded. During the years, as in 
other Baltic states, the collective 
bargaining system has been mainly 
developed at the decentralised lev-
el, although recent developments 
suggest the increasing importance 
of industry-level bargaining. 

Collective agreements are gener-
ally negotiated by trade unions, 
although labour law also allows 
non-union trusted representatives, 
who can be elected as employee 
representatives in companies with 
at least 5 employees, to conduct ne-
gotiations with employers.

According to Eurofound, estimated 
collective bargaining coverage in 
Latvia in 2019 was 22%, consider-
ing the co-existence of sector- and 
company-level bargaining.
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As well as negotiations between 
employers and unions, there is also 
a national tripartite structure involv-
ing the government. In these terms, 
we have to consider the role of the 
National Tripartite Co-operation 
Council (NTSP), a tripartite social 
dialogue institution working at the 
national level, where representa-
tives appointed by the government, 
the LDDK and LBAS collaborate as 
social partners. The NTSP has ten 
thematic sub-councils that are also 
organised according to the tripar-
tite principle. It also discusses the 
national minimum wage.

A focus on the hospitality sector

The Association of Latvian Hotels 
and Restaurants (LVRA) is affiliat-
ed to Hotrec and in 2018 it signed 
a cooperation agreement with the 
Ministry of Finance and the Latvi-
an Restaurant Society to foster the 
conclusion of an industrial agree-
ment in the hospitality industry. This 
agreement was part of the govern-
ment’s strategy to foster and extend 
industrial agreements, in a country 
where company agreements have a 
major role. For this reason, the Min-
istry of Finance agreed to work to-
wards reducing the VAT rate for the 
catering industry, if the agreement 
manages to provide for an increase 
in the average wage in the sector. 
However, as reported in some re-
searches, in 2023 the agreement 
had not yet become binding.

On the employees’ side, operates 
the Latvian Trade Union of Pub-
lic Service and Transport Workers 
(LAKRS), affiliated to LBAS at the 
national level and to EFFAT at the 
European level.
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TRADE UNIONS, SOCIAL 
DIALOGUE AND COLLECTIVE 
BARGAINING IN LITHUANIA

8

Trade union density

According to the OECD data, in 2019 
trade union density in Lithuania cor-
responded to 7,4% (% of employees), 
while the employers’ organisation 
density, in 2016, corresponded to 
33% (% of employees).

With regard to workers’ representa-
tion, after the country’s independ-
ence process, the trade unions are 
now divided into three main con-
federations, that are considered 
representative according to the cri-
teria defined in the Labour Code. 

First of all, the Lithuanian Trade Un-
ion Confederation (LPSK) is the larg-
est trade union, that was founded 
in 2002 by the merger of LPSC and 
LPSS, the two organisations that 
were established on the basis of the 
unions of the former Soviet Lithu-
ania. LPS “Solidarumas”, instead, 
developed from the Trade Union 
Reform Movement, that was estab-
lished in 1989, following the move-
ments for the renewal of trade un-
ions arisen at the end of the 1980s, 
and changed its name in 2002. 
Finally, LPSF “Sandrauga”, a con-
federation of smaller dimensions, 
established in 1999. The confeder-
ations present ideological-political 
differences and are organised along 

industrial lines, although they also 
have important regional structures. 
The picture is completed by a small-
er confederation, the RJPS and by 
some independent trade unions.

On the employers’ side, we find 6 
national employer organisations 
meeting the representativeness 
criteria set out in legislation. These 
are: the Lithuanian Confederation of 
Industrialists, the Lithuanian Busi-
ness Employers’ Confederation, the 
Chamber of Agriculture of the Re-
public of Lithuania, the Association 
of Lithuanian Chambers of Com-
merce, Industry and Crafts, the As-
sociation “Investors’ Forum”, and 
the Lithuanian Business Confeder-
ation.

Collective bargaining structure 
and coverage

In Lithuania, collective agreements 
can be concluded by the employ-
ers, the employers’ organisations 
and trade unions at the following 
five levels: national or cross-indus-
try; territorial; industrial; company; 
workplace or plant. On the practical 
level, however, the collective bar-
gaining system has been mainly de-
veloped at the decentralised level, 
with a peak in the companies with 
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unionised workers. 

The estimated collective bargaining 
coverage in 2019, according to Eu-
rofound, was 14%. However, some 
scholars point to a change of pace 
in the last period, due to several col-
lective agreements signed mainly in 
the public sector, even if their con-
tents primarily repeat the existing 
legal norms, considering the very 
incisive role of the law in regulating 
the main issues concerning labour 
relations and working conditions.

As well as negotiations between 
employers and unions, there is also 
a national tripartite structure involv-
ing the government. In these terms, 
we have to consider the role of the 
Tripartite Council of the Republic 
of Lithuania (LRTT), that was estab-
lished in 1995 and that represents 
the seat where all the most impor-
tant labour market-related regu-
lations and other employment-re-
lated decisions are discussed, 
including proposals to the govern-
ment on the minimum wage.

A focus on the hospitality sector

On the employers’ side, the Lith-
uanian Association of Hotels and 
Restaurants (LVRA) is affiliated to 
Hotrec but it is not involved in col-
lective bargaining activities.

On the employees’ side, instead, be-
fore the 2008 crisis, there were two 
sectoral trade unions that previous-
ly had some members in the sector: 
the Trade Union of Lithuanian Food 
Producers (LMP) and the Accom-
modation and Hotels Trade Union 
‘Solidarumas’ (AIVPS Solidarumas). 

However, they lost their members 
during the crisis and did not attract 
new ones.

With regard to current challenges 
concerning unionisation, a repre-
sentative from Solidarumas (repre-
senting in particular tourist guides 
and tour leaders in Lithuania) re-
ferred to the Soviet past as a fac-
tor that affects the attitude of the 
people towards social dialogue in 
Lithuania – which needs to be tak-
en into account together with the 
self-employed status of the guides 
and the subsequent lack of solidari-
ty among them. In order to contrast 
these phenomena, the Solidarumas 
union tries to attract new members 
by offering consultations, legal sup-
port, presentations, and discounts 
for vacations, but also by taking up 
actions against illegal guides.

With regard to European-level social 
dialogue, the interviewee expressed 
Solidarumas’ interest in joining the 
European Federation of Food, Agri-
culture and Tourism Trade Unions 
(EFFAT) – which the union is cur-
rently not a part of – also in light of 
the fact that being part of the Euro-
pean Union helps them to advocate 
for more social policies and collec-
tive agreements in Lithuania.
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TRADE UNIONS, SOCIAL 
DIALOGUE AND COLLECTIVE 

BARGAINING IN MALTA
9

Trade union density

Data from the latest Report of the 
Maltese National Registrar of Trade 
unions shows that, in 2022, in Malta 
a total of 39 trade unions and 12 em-
ployers’ associations was registered.

One of the most relevant pieces of 
information that can be acquired 
by reading the Report, is that, com-
pared with the previous year, trade 
union membership in Malta has ris-
en: between 2021 and 2022, 107,920 
Maltese citizens were part of a union 
(around 40% of the working popu-
lation). This corresponds to OECD 
data from 2019, according to which 
trade union density in Malta corre-
sponded to 42,9% (OECD n.d.). Con-
trary to the trend in most European 
countries, trade union membership 
in Malta has indeed been character-
ised by a steady increase over the 
last years.

The largest trade union in Malta is 
the General Workers Union (GWU), 
established in 1943, to which around 
50% of unionised workers of the na-
tion belong. GWU is structured in in-
ternal “Sections” covering different 
sectors of the economy. Another big 
trade union is the Union Haddiema 
Maghqudin (Voice of the Workers, 
UHM), which represents workers 

belonging to the education, health-
care, transport and public services 
sectors. Among Maltese trade union 
organisations, also Forum Unions 
Maltin (FOR.U.M.) needs to be men-
tioned, encompassing clerical work-
ers and professional employees 
such as nurses, teachers, architects, 
engineers and university academic 
staff. GWU, CMTU and FOR.U.M. are 
all affiliated to the European Trade 
Union Confederation (ETUC). 

With regard to employer rep-
resentation, instead, the Report of 
the Maltese National Registrar of 
Trade Unions shows a declining 
trend, with 9,546 employers being 
part of an employers’ association in 
2022 compared with 9,277 of 2021. 
The most important cross-sectoral 
employers’ association in Malta 
are the Malta Chamber of SMEs, 
with more than 7,000 members, 
and Malta’s Employers’ Association 
(MEA) (865 members). 

Collective bargaining structure 
and coverage

As of today, only the Maltese public 
sector benefits from a sectoral col-
lective agreement. In the private 
sector, instead, collective bargain-
ing takes place at company level – 
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especially in sectors where workers 
are strongly unionised. The prac-
tice of single-employer bargaining 
makes articulation and coordina-
tion of collective agreement levels 
not applicable in the country. 

According to the Maltese Employ-
ment and Industrial Relations Act of 
2002 (EIRA), collective agreements 
need to be negotiated between “an 
employer, or one or more organisa-
tions of employers, and the organi-
sation or organisations of employ-
ees”. However, the Recognition of 
Trade Unions Regulations (2016), 
establishes specific rules to identify 
which union the employer should 
“recognise” when negotiating a col-
lective agreement, primarily based 
on the proportion of employees 
who are members of the unions 
seeking recognition.

There is no official data regarding 
collective bargaining coverage in 
Malta: however, a 2018 study at the 
Centre for Labour Studies in the 
University of Malta estimated that 
the proportion of workers covered 
by collective bargaining ranged 
“between 50% and 61%” of the la-
bour force (Debono, 2018). Collective 
agreements regulate a wide range 
of issues including pay, working 
time, health and safety, grievance 
and disciplinary procedures, bonus-
es and sick pay. A large percentage 
of workers not covered by collective 
agreements are, however, covered 
by government-issued “wage reg-
ulation orders”, applying to specific 
industries (such as private security, 
construction, travel agencies and 
food manufacturing) or “national 
standard orders” which have more 

general application: they both set 
minimum conditions of employ-
ment. Going into more detail, wage 
regulation orders are issued follow-
ing recommendations from sectoral 
Boards composed of unions, em-
ployers and government-appoint-
ed experts, and cover issues such 
as minimum rates, breaks, annual 
leave rights, overtime premia and 
sick pay, while national standard 
orders usually deal with pay indexa-
tion, through the so-called “cost-of-
living adjustment” (COLA), linked to 
inflation and calculated on the basis 
of the Retail Price Index (ETUI, n.d.).

A focus on the hospitality sector

The main union in the hospitality 
sector in Malta is the GWU (General 
Workers’ Union), one of whose sec-
tors represents workers employed 
in Food and Hospitality. This sector 
represents around 2000 workers 
employed in clubs, hotel, bars, but 
also cleaning contractors. About 
57% of them are female and 43% are 
male, and most of their members 
is aged between 25 and 45. Among 
them, a significant percentage is 
composed of foreign workers and 
third country nationals.

According to a high-level repre-
sentative of GWU – Food and Hos-
pitality, informal strategies, such as 
events and gatherings organised 
by the union, would be effective in 
recruiting younger workers in the 
hospitality sector. However, as of to-
day, GWU mainly relies on their rep-
resentatives on the shop floor and 
other staff to spread the word and 
recruit new members.
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GWU – Food and Hospitality is in-
volved in social dialogue and sin-
gle-employer bargaining with in-
dividual companies. The content 
of these collective agreements is 
mostly focused on wage setting 
and health and safety issues. It is 
to be noted that Maltese law sets 
minimum standards for wages 
and working hours, ensuring that 
all workers – included those which 
are not covered by collective agree-
ments, are protected to some ex-
tent. 

The interviewed representative of 
GWU – Food and Hospitality affirms 
that the Maltese legal framework 
supports trade unions, and that 
GWU has a good level of dialogue 
with the government: they have 
recently successfully lobbied to re-
solve some issues linked to unde-
clared work, and they have been 
proactive in addressing abuses re-
lated to migrant workers in the sec-
tor – for example by lobbying with 
the biggest employer of migrant 
workers in Malta in order to make 
him join the Slave-free Alliance. Re-
garding minimum wages, the union 
has been the main advocate for the 
introduction of a National Living In-
come, a proposal which is currently 
being discussed by Maltese policy-
makers.

The largest employers’ organisation 
in hospitality is MHRA (Malta Ho-
tels and Restaurants Association), 
which is active only in accommoda-
tion, restaurants, and mobile food 
service activities: however, MHRA 
is not directly involved in collective 
bargaining. 

Both GWU and MHRA are affiliat-
ed to their European-level umbrella 
organisations, EFFAT and HOTREC. 
The interviewed representative of 
GWU – Food and Hospitality had a 
generally positive approach towards 
European-level social dialogue, stat-
ing that there are many broad-rang-
ing initiatives that could be taken by 
European-level social partners. He 
stressed, however, the lack of prac-
tical outcomes and effects of the 
many discussions held.
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TRADE UNIONS, SOCIAL 
DIALOGUE AND COLLECTIVE 

BARGAINING IN THE 
NETHERLANDS 

10

Trade union density

According to OECD data, trade un-
ion density in the Netherlands cor-
responded to 15,9% of employees in 
2019 (OECD, n.d.), with a significant 
decline from the 1980s, when it was 
above 35% (ETUI n.d.). A study from 
the Dutch Central Statistical office 
showed how the 35% trade union 
density rate is still in force for work-
ers between 55 and 65, while only 
around 13% of workers between 
25 and 35 are members of a union 
(Gielen, Floris, 2018).

Despite these data, Dutch trade un-
ions still cover a central role in the 
Netherlands’ economy, given their – 
though declining - embeddedness 
in the nation’s institutions. The three 
major Dutch confederations are 
namely all represented in the Neth-
erlands’ major tripartite body, the 
Social-Economic Council (SER), ad-
vising the Dutch Government and 
Parliament on social and economic 
policy together with representatives 
of the employers and Crown-ap-
pointed independent experts, and 
in the Labour Foundation, a nation-
al consultative forum where they 
discuss relevant issues in the field of 
labour and industrial relations with 

the three main employers’ associ-
ations. Moreover, Dutch Trade un-
ions are still accepted by the large 
majority of employers as their main 
negotiating partner, partly due to 
their usually moderated stance and 
their willingness to compromise (De 
Beer, Keune, 2018).

The most relevant trade union con-
federation in the Netherlands is the 
FNV (Netherlands’ trade union con-
federation) with around 1 million 
members. The FNV emerged from 
the merger of the socialist and the 
catholic union federations in 1975. It 
is complemented by several sectoral 
trade unions representing workers 
from different sectors. The other 
main union confederations are the 
CNV (Christian National Trade Un-
ion Federation), which comes from 
a tradition of Protestant trade un-
ionism and the VCP (Trade union 
federation for Professionals).  Both 
the CNV and the VCP represent 
around 200.000 workers.

Collective bargaining structure 
and coverage

Despite the declining trade un-
ion density, the collective bargain-
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ing coverage in the Netherlands is 
around 72% (CBS, 2018). The collec-
tive bargaining structure is articu-
lated in two levels, i.e., industry-level 
and company-level. 

The higher share of Dutch workers 
is covered by sectoral-level collec-
tive bargaining. The Ministry of So-
cial Affairs and Employment report-
ed that 173 sectoral level collective 
agreements were registered with 
the ministry in 2022: these agree-
ments covered 91,6% of all employ-
ees covered by a collective agree-
ment (Besamusca, 2024). 

Company-level collective agree-
ments cover only 8.4% of workers. 
This kind of agreements can exist 
in sectors where sectoral-level bar-
gaining is not present or in sectors 
that do negotiating a sectoral lev-
el collective agreement. The lat-
ter case is mostly common in the 
country’s largest companies (Bes-
amusca, 2024). There has been no 
significant increase in the number 
of workers covered by company-lev-
el agreements in recent years (De 
Beer, Keune, 2018). 

Seeing these characteristics, collec-
tive bargaining in the Netherlands 
can be described as centralised 
and prescriptive (Besamusca, 2024): 
however, during the last years, an in-
crease in the number of clauses in 
industry-level agreements that al-
low companies to deviate from the 
conditions in the collective agree-
ment if the works council gives its 
consent has been registered (De 
Beer, Keune, 2018). This, together 
with other factors, has been consid-
ered a sign of an ongoing process in 

the Dutch collective bargaining sys-
tem, and namely that of “organised 
decentralisation” (Ibsen and Keune, 
2018).

The reasons for such a high col-
lective bargaining coverage in the 
Netherlands can be linked to some 
characteristics of the Dutch legisla-
tive framework on the topic. Firstly, 
collective agreements apply to all 
employees of the companies that 
are involved in collective bargaining, 
whether they are union members or 
not. Secondly, industry-level agree-
ments are declared generally bind-
ing by the Minister of Social Affairs 
and Employment if the bargaining 
coverage in the industry is already 
55 per cent or higher (De Beer, Ke-
une, 2018).

A focus on the hospitality sector

The most recent available data on 
the matter states that, in 2011, in the 
Dutch hospitality sector, trade un-
ion density is below 10%, in decline 
from 15% from 1995 (De Beer, Keune, 
2018). Employees who hold (voca-
tional education) qualifications in 
the hospitality field represent the 
core of the trade union membership, 
also given the engagement of trade 
unions in recruiting workers still en-
rolled in vocational training centres 
(e.g., hospitality schools) (Besamus-
ca, 2024). Unions face instead sever-
al difficulties in recruiting platform 
workers – a relatively large share 
of the workforce employed in the 
Dutch hospitality sector.

The main union in the sector is FNV 
Horeca, representing workers in 
hotels, bars, restaurants and cafes. 
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Together with FNV Catering and 
FNV recreation, it is part of the FNV 
Horeca Federation, which is in turn 
a member of the FNV confedera-
tion. However, also trade union CNV 
Vakmensen - a federation under 
the CNV confederation, affiliated to 
EFFAT – is active in the sector. FNV 
Horeca was a member of EFFAT but 
decided to disaffiliate from EFFAT 
after the pandemic for financial rea-
sons. 

CNV Vakmensen and FNV Horeca 
are involved in multi-employer col-
lective bargaining with the main 
employers’ organisation in the hos-
pitality sector, i.e., Koninklijke Hore-
ca Nederland (KHN) (Dutch Hotel, 
Restaurant and Café Association) – 
which is affiliated to HOTREC. 

Social dialogue in the Dutch hospi-
tality sector is conducted by trade 
union and employers’ associations 
at sectoral level, while company-lev-
el collective bargaining is not com-
mon. 

The working conditions of Dutch 
hospitality workers employed in ho-
tels, restaurants, cafes and bars are 
currently regulated by a sectoral 
level collective agreement signed 
by KHN, FNV Horeca and CNV Vak-
mensen in 2024. This agreement 
was extended to all workers in the 
sector by the Ministry of Social Af-
fairs and Employment, following a 
request of the signing parties. The 
request for the extension was due 
to the presence of a competing 
sectoral collective agreement con-
taining inferior working conditions. 
In fact, there are cases of yellow em-
ployer organisations that while rep-

resenting only about 500 employ-
ers, negotiated a separate collective 
agreement with a union covering 
hospitality staff but unaffiliated to 
CNV and FNV confederations. How-
ever, this separate collective agree-
ment does not fix pay scales and 
contains inferior working conditions 
compared to the agreement be-
tween KHN, CNV Vakmensen and 
FNV Horeca.

The Dutch Ministry of Social Af-
fairs and Employment, after having 
promoted the ‘representativeness 
check’, which evaluates the extent 
to which the signatories in the em-
ployers’ side are representative 
of all employers in the sector, has 
granted the request of the signing 
parties of the main collective agree-
ment (KHN, FNV Horeca and CNV 
Vakmensen), extending it to all the 
workers of the sector. The extend-
ed collective agreement now in-
cludes a clause stating that it covers 
all workers in the sector, excluding 
those who are covered by a different 
collective agreement guaranteeing 
them comparable levels of protec-
tion to the main one. (Besamusca, 
2024).

The contents of the new agreement 
include an increase in line with the 
new statutory minimum hourly 
wage of EUR 13.27 for employees 
aged 21 years and over, a mandatory 
internship allowance of at least 350 
per month, and the regular pay-
ment of overtime hours (ELA, 2024). 
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TRADE UNIONS, SOCIAL 
DIALOGUE AND COLLECTIVE 
BARGAINING IN PORTUGAL

11

Trade union density

According to OECD data, in 2016 
trade union density in Portugal cor-
responded to 15,3% (% of employ-
ees). For employer organisations, 
only less updated data is available: 
their density, for 2014, corresponded 
to 51,2% (% of employees).

On the employees’ side, the General 
Confederation of Portuguese Work-
ers (CGTP) and the General Union of 
Workers (UGT), are the only authen-
tic cross-sector confederations that 
are recognised by the government 
and by employers as social partners 
at national level. The CGTP emerged 
after the 1974 revolution and initially 
had close links with the communist 
party, while the UGT was created in 
1978, with the support by unions in 
the services sector and by ‘parallel 
unions’, to challenge the hegem-
ony of the CGTP and to provide an 
alternative to the CGTP’s political 
approach (Campos Lima and Nau-
mann, 2023).

Despite a very strong initial conflict 
between the different confedera-
tions, nowadays some forms of mu-
tual recognition and first occasional 
joint actions can be observed, even 
if competition and divergence be-
tween the unions remains. For ex-

ample, UGT is much more prepared 
to sign national tripartite agree-
ments with the employers and the 
government than the CGTP.

Employers instead have four main 
associations that participate in tri-
partite concertation: the Confed-
eration of Portuguese Business 
(Confederação Empresarial de Por-
tugal), dominant in manufacturing, 
the Portuguese Trade and Services 
Confederation (Confederação do 
Comércio Português), the Portu-
guese Confederation of Farmers 
(Confederação dos Agricultores de 
Portugal) and the Portuguese Tour-
ism Confederation (Confederação 
do Turismo Português).

Collective bargaining structure 
and coverage

To present the development of col-
lective bargaining in Portugal, it 
is essential to make a preliminary 
statement on the crucial role of the 
State in regulating industrial rela-
tions.  The key principles included 
in the Constitution and in the Col-
lective Bargaining Act of 1979 are: 
the exclusive prerogative of unions 
to negotiate collective agreements; 
the favourability principle to apply 
in the relationship between statuto-
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ry regulations and collective agree-
ments; the principle of the continu-
ing validity of collective agreements 
and the principle of extending 
agreements to all companies and 
workers (Campos Lima and Nau-
mann, 2023).

However, these principles were 
gradually eroded in the reforms 
of subsequent years, as is evident 
from the 2003 Labour code, that 
eliminated the favourability princi-
ple and made it possible to termi-
nate agreements at the unilater-
al request of one of the signatory 
parties, and from the 2009 Labour 
code, that limited the after-effect 
period of terminated agreements. 
These reforms, together with the 
freeze in the use of extension mech-
anisms, and the contents of the 
Memorandum of Understanding 
(MoU) signed by the Troika as an 
aftermath of the crisis of 2008-2010, 
caused a sharp downfall in collective 
bargaining coverage – from around 
2 million to 200.000 workers covered 
by an updated contract (Leonardi, 
2024). Regarding the latest develop-
ments, the change in government 
in 2015 has led to the rolling back of 
some provisions in order to restore 
and improve the union influence in 
collective bargaining, although the 
situation has not returned to the po-
sition that existed pre-crisis.

Recent data (2022) shows that 83% 
of all workers in the private sector 
are covered by a CBA and that 83% 
of the total of workers covered by 
collective agreements are covered 
by sectoral agreements (Leonardi, 
2024). This is consistent with the 
tradition of collective bargaining in 

Portugal, which has primarily taken 
place at the sectoral level, with local/
company level collective bargaining 
being largely of secondary impor-
tance. 

Collective negotiations are primarily 
carried out between employers and 
unions. However, overall coordina-
tion in this sense is provided by a na-
tional tripartite structure involving 
the government, i.e., the Standing 
Committee for Social Concertation 
(CPCS), where many relevant agree-
ments preceding important politi-
cal reforms about the labour market 
have been reached (Leonardi, 2024).

A focus on the hospitality sector

On the employers’ side, the Asso-
ciation of Hotels, Restaurants and 
Similar Businesses of Portugal is 
the largest and most representative 
hotel association in Portugal. More-
over, we have to consider some em-
ployer organisations that are only 
active in some regions and subsec-
tors, as the Associations of Hotels 
and Tourist Resorts of the Algarve 
(AHETA) and the Association of Ho-
tel Operators and Similar Services of 
the Algarve (AIHSA). These associa-
tions are involved in collective bar-
gaining, but they are not affiliated 
to Hotrec. The only employers’ or-
ganisation that is a member of Ho-
trec is the Associação Portuguesa 
de Hotelaria, Restauração e Turismo 
(APHORT), that represents com-
panies in the hotel, restaurant and 
tourism sector, with particular em-
phasis in northern Portugal.

On the employees’ side, Effat does 
not represent any trade union, but 
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we observe the collective action of 
the Federation of Unions in Food, 
Beverages, Hotels and Tourism of 
Portugal (Fesaht) and of the Union 
of Workers and Staff in Services, 
Commerce, Restaurants and Tour-
ism (Sitese). The former is affiliat-
ed to Cgpt, and it negotiates both 
single and multi-employer agree-
ments, while the latter is affiliated to 
Ugt and negotiates only multi-em-
ployer agreements.

Trade union density in the Portu-
guese hospitality sector (accommo-
dation and food service activities) 
was 3,4% in 2018, sensibly below av-
erage in the country for that period 
(Campos Lima and Naumann, 2023).

Further insights from an interview 
with a representative of the Confed-
eração do Turismo de Portugal (CTP) 
help to better understand some 
structural features of the sector and 
current social dialogue dynamics. 
According to the respondent, em-
ployment in tourism is largely made 
up of young people, with a predom-
inance of women and a significant 
share of low-skilled workers. These 
characteristics, along with the high 
number of micro and small busi-
nesses in the sector, shape both the 
challenges and the focus of collec-
tive bargaining.

The CTP participates in nation-
al-level dialogue with unions and 
government institutions, while sec-
toral associations engage in collec-
tive bargaining. The respondent 
highlighted that current priorities 
include ensuring the sector’s con-
tribution to economic growth, revis-
iting some legal aspects of the right 
to strike, and continuing ongoing 
national efforts to combat unde-
clared work and regularise migrant 
employment. 
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DIALOGUE AND COLLECTIVE 

BARGAINING IN ROMANIA
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Trade union density

Trade union density in Romania is 
16%, with trade unions remaining 
strong in the traditionally dominant 
public sector and large state-owned 
or former state-owned enterprises 
(Guga-Trif, 2023, p. 920). In the light 
of the regulatory framework envis-
aged on the matter (L. n. 367/2022 
regarding social dialogue), trade 
union confederations and employ-
ers’ organisations are obliged to 
communicate membership data 
for gaining national representative 
status. According to the latest data 
released by the Ministry of Labour 
and Social Protection, five confed-
erations are representative on the 
workers’ side, with several indus-
try federations affiliated to them: 
the National Confederation of Free 
Trade Unions of Romania “Cartel 
Alfa,” the National Union Bloc, the 
National Confederation of Free 
Trade Unions “Frăţia,” the Confeder-
ation of Democratic Trade Unions of 
Romania, and the National Confed-
eration of Meridian Trade Unions. 
The five main union confederations 
are all of broadly similar size, with 
no significant difference in terms of 
doctrine, affiliated sectors or com-
position. However, there are some 
links between the confederations 

and political parties (e.g., the Na-
tional Confederation of Free Trade 
Unions “Frăţia” and the Social Dem-
ocratic Party, the National Union 
Bloc and the Greater Romania Par-
ty, a right-wing party).

On the employers’ side, there are 
two confederations: the Confeder-
ation of Employers Concordia and 
the National Confederation of Small 
and Medium-sized Enterprises of 
Romania.

Collective bargaining structure 
and coverage

Since 2010, collective bargaining in 
Romania has been greatly weak-
ened, despite extensive protests. 
The new law on social dialogue in 
Romania (L. n. 367/2022) introduced 
important innovations to promote 
social dialogue and the develop-
ment of collective bargaining. In the 
area of our interest, we point out 
that multi-employer bargaining has 
been facilitated, and sectoral agree-
ments (multi-employer agreements 
negotiated by representative social 
partners) can now be made gener-
ally binding for the entire sector. 

In this way, the reform re-establish-
es the age-old tradition of strong 
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social dialogue in Romania, after 
the hostile legal framework of the 
past decade. It is also an important 
example of how to implement the 
2022 directive on minimum wages 
and collective bargaining, in order 
to reach the 80% bargaining cover-
age target. 

So far, in Romania company-level 
bargaining was considered pre-
dominant, with around 20% esti-
mated coverage (Guga-Trif 2023, 
913).  

A focus on the hospitality sector

The overall challenging environ-
ment for unions in Romania (Gu-
ga-Trif 2023, 911) is also reflected 
in the hospitality sector, which re-
mains largely non-unionised due to 
its fragmented structure and specif-
ic legislative requirements for union 
formation. According to Romanian 
law, a local union can be organised 
with a minimum of 15 members, but 
most hotels typically employ fewer 
than this threshold, with only larger 
hotels having around 20 to 50 em-
ployees. Consequently, only a few 
local unions exist within these larg-
er hotels, and, as of now, no federa-
tion coordinates or organises these 
local unions across the sector. Car-
tel ALFA has been working on leg-
islative initiatives to simplify union 
formation, but these efforts have 
so far been unsuccessful. However, 
the situation has recently improved. 
Legislative changes were passed 
that now allow local unions to be 
organised with just five employees 
from each of three different com-
panies, as long as all the companies 

are within the same economic sec-
tor. This development marks a pos-
itive step forward in simplifying the 
unionisation process. 

In general, with the exception of a 
few private sectors (such as com-
merce), recruitment campaigns in 
the private sector have been infre-
quent. In recent years, these cam-
paigns have focused more on main-
taining membership numbers due 
to high labour turnover, rather than 
on strengthening unions (Guga-Trif 
2023, 921). Another structural chal-
lenge for organising remains chal-
lenging due to the small size and 
high fragmentation of businesses. 
Romania is facing significant la-
bour shortages, particularly in the 
hospitality sector, due to a large mi-
gration of its workforce to Western 
Europe. As a result, the Romanian 
government has been importing la-
bour, mainly from Southeast Asian 
countries. These workers, who are 
willing to accept minimum wage 
jobs, are also more difficult to or-
ganise (with the exception of large 
hotels where trade unions exist and 
some foreign workers join the union 
for protection). The sector is also af-
fected by turnover, which is also re-
lated to low wages.

After the collective bargaining sys-
tem was disrupted due to the con-
sequences of the financial crisis and 
influenced by interventions from 
the International Monetary Fund, 
recent legislative reforms, driven 
by the European Commission, aim 
to revitalise collective bargaining 
and social dialogue. The national 
trade union confederation is cur-
rently working on strategies to take 
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advantage of these changes to or-
ganise employees in the hospitality 
sector and beyond. At present, dis-
cussions are ongoing with the Ro-
manian government regarding the 
implementation of the European 
Directive on Minimum Wage. In the 
union view, Romania could reach 
the 80% coverage, but only if nego-
tiations begin with employer con-
federations. Reintroducing a nation-
al framework collective agreement, 
similar to the one in place before 
2010, and ensuring it applies univer-
sally across the economy, would be 
key to achieving this goal and cov-
ering more employees. There is no 
sectoral collective agreement in the 
hospitality sector.

Cartel ALFA recognises the impor-
tance of European social dialogue 
and supports initiatives like the Eu-
ropean Works Councils directive. 
Although participation at the Eu-
ropean level is seen as beneficial, 
it predominantly involves larger 
enterprises where such structures 
exist (Cartel Alfa have a member 
federation that is part of EFFAT, but 
in the agriculture and food indus-
try). Despite the legal and organi-
sational problems, there is hope for 
improvement in unionisation rates 
and working conditions. The new 
legislation allows some flexibility in 
forming unions, which Cartel ALFA 
plans to utilise. They are also focus-
ing on encouraging regional feder-
ations to be proactive in organising 
efforts across various sectors, in-
cluding hospitality.

In addition to these first evidences, 
a recent study by Eurofound has 
identified one trade union with 
members in the sector (FST Miner-
va), that is neither involved in col-
lective bargaining nor affiliated to 
EFFAT. In parallel, on the employers’ 
side the same study has considered 
one sector-related employer associ-
ation (the Federation of Romanian 
Tourism Employers (FPTR), that is 
not involved in collective bargaining 
and is not affiliated to HOTREC. 
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Trade union density

Trade unions in Slovakia have been 
an important part of the country’s 
economic and political develop-
ment since the transition from state 
socialism to democracy and a mar-
ket economy in 1989. The former 
unitary structure of trade unions 
was gradually transformed, leading 
to the emergence of the current, 
more fragmented landscape. Today, 
unions are established as genuine 
representatives of workers’ inter-
ests at the enterprise and industrial 
levels, but their institutional pow-
ers are strongly entrenched in legal 
regulations. The newly established 
trade union confederation Joint 
Trade Unions of Slovakia (KOZ SR) 
represents several so-called “mod-
ern” professional and company-lev-
el unions that emerged by breaking 
away from the long-established 
unions in their industries or estab-
lishments. KOZ SR remains com-
mitted to its traditional strategies in 
social dialogue and bargaining but 
has also begun to engage in public 
protests/campaigns and workplace 
unionism. Despite these economic 
changes, there has been a decline in 
trade union density in Slovakia. This 
decline can be linked to historical 
developments and recent trends. In 

the first period of state socialism in 
Czechoslovakia, unionisation rates 
were high, but independent collec-
tive bargaining, industrial democ-
racy, and tacit knowledge essential 
for the emerging market economy 
were lacking (Myant, 2010). Union 
density declined from 32% in 2000 
to 13% in 2015, and latest OECD data 
(2018) show another decline to 11,3% 
(OECD n.d.) while employers’ asso-
ciation rate has remained relatively 
stable at above 30% over the past 
two decades (Kahancová-Uhlerová 
2023). KOZ SR as of 2021 recorded a 
total of nearly 240,000 members of 
production trade unions account-
ing for more than 57% of the mem-
bership base, which is approximate-
ly 137,000. 

Collective bargaining structure 
and coverage

Similarly to union density, Slovakia 
has also seen a continuously decline 
in collective bargaining coverage 
since 1989, halving between 2000 
and 2015 (Kahancová et al 2019). Lat-
est ETUI data shows that the cover-
age is now around 35% (ETUI, n.d.). 
Collective bargaining was affected 
by the privatisation of state-owned 
enterprises and the inclusion of la-
bour interests in policymaking in ex-
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change for labour acquiescence in 
economic reforms. This period was 
also marked by Slovakia’s accession 
to the European Union and the in-
flow of foreign direct investment. 
Post-crisis developments after 2008 
intensified bargaining decentrali-
sation, but also legislative changes 
related to the extension of bargain-
ing coverage (Martišková ETUI BAR 
2019). While multi-employer and in-
dustry-level bargaining are still im-
portant in Slovakia, the importance 
of company-level bargaining is in-
creasing. 

A focus on the hospitality sector

The main Slovak union active in hos-
pitality is OZ POCR (Odborový zväz 
pracovníkov obchodu a cestovného 
ruchu, Trade Union Association of 
Workers in Commerce and Tourism), 
covering all employees of the sector. 
With regard to employers’ associa-
tions, the main ones are the Slovak 
Association of Commerce and Tour-
ism (Zväz obchodu a cestovného 
ruchu - ZOCR SR) and AHRS (Aso-
ciácia hotelov a reštaurácií Slov-
enska - The Slovak Association of 
Hotels and Restaurants). However, 
since collective bargaining in the 
Slovak hospitality sector is exclusive-
ly carried out at the company level, 
employers’ organisations are not 
directly involved in interaction with 
unions or coordinated bargaining. 

Trade union activities in the tourism 
sector in Slovakia face significant 
challenges. There is no sectoral col-
lective agreement, and the restau-
rant segment is entirely uncovered. 
Only a few larger hotel chains are 

covered by company-level collec-
tive agreements, resulting in mini-
mal coverage, with about nine base 
trade union organisations operating 
in the sector. A significant number 
of members are organised inde-
pendently, as individuals, through 
the institution of a coordinators at 
the sectoral union in the districts, 
ensuring they are covered by at 
least basic labour law protections 
and then they just address any 
problems individually. There is also 
a reluctance to form base trade un-
ion organisations because of a hes-
itancy to operate within workplace 
trade union structures in relatively 
small work teams and to take on 
responsibility and exposure to po-
tential threats as a union represent-
ative. This is also significantly relat-
ed to the widespread practice of 
envelope wages in the sector. Also, 
in the hotel segment, third coun-
try nationals, especially Ukrainian 
women, often work as cleaners. Mi-
grants, particularly from third (non-
EU) countries, are not interested in 
organising and the unions lack ca-
pacities toward systematic recruit-
ment activities, e.g., explaining the 
workers what their rights are. Peo-
ple solve common problems in the 
workplace by fluctuation to a new 
employer, which seems easier for 
them.

Membership has dropped by more 
than three-quarters compared to 
the previous period. It was related 
to the reality of reliance on envelope 
wages in the sector, where during 
the Covid-19 period, employees re-
ceived only 60% of their official sal-
ary, which was not enough to make 
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a living, and they left the sector. The 
gender ratio in the sector (pre-Cov-
id-19 data) is approximately 60:40 in 
favour of women.

Overall, the limited level of organ-
isation in the sector can be attrib-
uted to the severe impact of the 
Covid-19 crisis and the subsequent 
energy crisis. Many workers left for 
other sectors of the economy and 
have not returned. Organising and 
recruiting workers in the tourism 
sector is particularly challenging 
due to the economic nature of the 
sector, specifically in the restaurant 
segment. Small restaurants, as well 
as small hotels and guesthouses, 
are often family-run, which causes 
them to generally not have unions. 
Another problem is that large hotel 
chains, in particular, have contracts 
with students who work for them 
and are happy to earn extra money. 
These students are not interested in 
organising, as it would mean an ad-
ditional cost for them in the form of 
a membership fee.

Another structural challenge for or-
ganising in the hospitality sector is 
the common practice of disguised 
employment through self-employ-
ment, which is particularly prevalent 
in ancillary and lower-skilled posi-
tions, though rare in higher-skilled 
roles. Certain positions, such as 
those of high-quality chefs, may 
also allow individuals to negotiate 
independently and secure higher 
wages. For the sector, the establish-
ment of a minimum wage structure 
as well as the higher levels of job dif-
ficulty (six in total) are very impor-
tant, as they directly affect workers.

Youth organising efforts, particu-
larly educational initiatives led by 
the Confederation of Trade Unions’ 
Youth Council, are underway. How-
ever, high turnover remains a sig-
nificant challenge, as many young 
people view the sector—especially 
in the summer season, when res-
taurants rely heavily on temporary 
workers, university students, and 
other young people—as a short-
term stop. This gives them little in-
centive to engage in organising.

OZ POCR currently has no specif-
ic organising activities directed at 
workers, aside from some ‘self-pro-
motion’ through positive experienc-
es with the union shared among 
workers themselves, as seen with 
the individual memberships men-
tioned above. Instead, in light of 
the new coalition government that 
came to power in autumn 2023 and 
the creation of a Ministry of Sport 
and Tourism, the union is focused on 
working with government officials 
to develop a concept for promoting 
tourism and stabilizing the sector, 
with the additional goal of reducing 
turnover. At the moment, according 
to union estimates, labour turnover 
in the sector is well in excess of 40 
percent; the aim is to reduce it to 20 
or 30 percent, which would stabi-
lise the workforce and create better 
conditions for union organising.

Trade unions see the European Di-
rective on adequate minimum wag-
es positively but are aware of the 
risks, such as the formation of yel-
low unions by employers (but they 
can be recognised by the statutes, 
which specify that they are to pro-
tect the employer’s assets), which 
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is already a trend. From a trade un-
ion perspective, company collective 
agreements are crucial. They also 
draw attention to the influence or 
dependence on domestic legisla-
tion, where, for example, in 2021, the 
extension of higher-level collective 
agreements was abolished (at the 
time of the interview, there was no 
knowledge of the adoption of new 
legislation in support of collective 
bargaining).

The OZ OPCR positively views Euro-
pean social dialogue. Despite this, 

they have suspended their mem-
bership in EFFAT due to the current-
ly poor state of organisation in the 
sector. 

Trade union density
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The latest OECD data concern-
ing trade union density in Slovenia 
states that in 2015, only 23,8% of 
workers were members of a union 
(OECD, n.d.). However, the Centre 
for Public Opinion Research at the 
Faculty of Social Sciences of the Uni-
versity of Ljubljana show how this 
data has further declined in more 
recent years: in 2019, the total union 
membership accounted for 17.8% of 
the active population (University of 
Ljubliana, 2020).

The largest union confederation in 
Slovenia is ZSSS, which is organised 
in 22 federations: seven in the indus-
trial sector, six in private services, six 
in the public sector and three cover-
ing other groups, such as pension-
ers. The largest federation in ZSSS 
is SKEI, whose sectors of activity are 
the metal and electrical engineer-
ing industry (ETUI, n.d.).

ZSSS is a relatively centralised or-
ganisation, which regularly partici-
pates in the work of the Economic 
and Social Council – a tripartite body 
composed by representatives of un-
ions, employers’ associations, and 
the national government – and is 
thus systematically involved in the 
public policy formulation process. 
It is also to be noted how ZSSS has 

recently promoted initiatives direct-
ed at specific target groups (e.g., 
migrants, young workers) with the 
goal of rescaling and innovating un-
ion activities (Samaluk, B., 2018).

The largest union body outside ZSSS 
is KSJS, stemming from the unifica-
tion of five of the largest unions in 
the public sector. Other important 
confederations are KNSS – Neodvis-
nost, Konfederacija, SZS-Alternativa 
and Solidarnost (ETUI, n.d.).

The largest trade union active in the 
hospitality sector in Slovenia is SI 
Sindikat GiT (Slovenian tourism and 
hospitality workers’ union), covering 
all employees in hospitality. Sindikat 
GiT is also affiliated to ZSSI on the 
national level and was affiliated to 
EFFAT but had to disaffiliate for fi-
nancial reasons.   

With regard to employers’ associ-
ations, the main ones are SI SGT 
OZS (Chamber of Craft and Small 
Businesses of Slovenia), SI TGZS 
(Tourism and Hospitality Chamber 
of Slovenia), SI ZDOPS (Association 
of Craft and Business Employers of 
Slovenia), covering all employees 
of the sector and engaging in mul-
ti-employer bargaining with trade 
unions. Only SI TGZS is affiliated to 
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HOTREC. 

Collective bargaining structure 
and coverage

Collective bargaining in Slovenia is 
traditionally strong and highly cen-
tralised. Up until 2005, the collective 
bargaining system was based on 
two general collective agreements: 
one for the private sector, and one 
for the public sector (Stanojević, 
Poje, 2018). Today, collective bar-
gaining in the private sector pre-
dominantly takes place at the sec-
tor or industry level, and lower-level 
agreements (such as company col-
lective agreements) must by law of-
fer more favourable terms than the 
higher-level ones, and derogation is 
permitted only under specific con-
ditions, defined by the industry-lev-
el agreements themselves (OECD, 
n.d.). 

Despite the economic crises that 
hit the national economy in 2008-
2010, which caused a significant de-
cline in collective negotiations, the 
overall coverage remains high, ac-
counting for 79% of workers (ETUI, 
2018). This is also due to an exten-
sion mechanism in Slovenian leg-
islation (Collective Agreements Act 
– 2006): if a collective agreement is 
concluded by representative unions 
and associations of employers that 
employ more than half the workers 
in the industry they represent, then 
the Ministry of Labour can, on the 
initiative of one of the contracting 
parties, decide whether the collec-
tive agreement should be extended 
to all employers in one or several in-
dustries (Stanojević, Poje, 2018).

Regarding the hospitality and tour-
ism sector, the sectoral collective 
agreement was signed in Decem-
ber 2024 after two years of negoti-
ations and came into effect in Janu-
ary 2025 and it is valid until the end 
of 2028. In Slovenia, an extension 
mechanism applies to the hospital-
ity sector, meaning the agreement 
also covers segments such as casi-
nos. However, it does not apply to 
restaurants due to the low mem-
bership density in the employers’ 
organisation. The wage section of 
the collective agreement is typically 
renegotiated annually through an 
annex. It also applies that company 
collective agreements are mainly 
found in hotels, but also, for exam-
ple, in casinos. As for restaurants, 
they are less common but can be 
found in larger restaurant chains.

A focus on the hospitality sector

The hospitality sector in Slovenia was 
among those with the highest share 
of non-standard or atypical employ-
ment arrangements. Other common 
issues in the industry included enve-
lope wages, high workforce turnover, 
and the resulting challenges in skill 
development. However, in recent 
years, the situation has improved, 
with more employees now holding 
regular employment contracts.

In recent years, the hospitality and 
tourism sector in Slovenia has expe-
rienced significant turbulence also 
due to the impact of the COVID-19 
pandemic. During this time, trade 
unions carried out various activities, 
including petitions, calls to the gov-
ernment and relevant ministries, 
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and participation in protests in Lju-
bljana, where they also took the floor 
as speakers.

Union organisations were also highly 
involved in the fight against the sale 
of Slovenia’s most valuable tourism 
companies to Hungarian investors. 
Additionally, they achieved impor-
tant successes in negotiations for 
raising the lowest base wages. In 
2022, they managed to secure the 
highest percentage increase in wag-
es in the industry, raising the low-
est basic salary from €504 to €800 
gross. However, unions continue to 
demand that the lowest-paid work 
in the sector be aligned with the 
minimum wage, and that propor-
tional increases be applied to other 
pay grades. Over the past two years, 
they have also been successful in ne-
gotiating annual holiday bonuses.

In Slovenia, a significant portion of 
hotels remain under state owner-
ship, and the outsourcing of cleaning 
workers has become a major issue. 
While working conditions in hotels 
are generally better than in restau-
rants, they are still far from ideal. 
Problems related to outsourcing es-
calated in 2023, marking a turning 
point for the union. That year saw 
the first historic strike of outsourced 
housekeepers at the Bernardin Ho-
tels in Portorož. By the end of the 
year, union representatives walked 
out of negotiations for the collective 
agreement in the hospitality and 
tourism sector, as employers offered 
only minimal concessions. Eventual-
ly, the sectoral collective agreement 
was signed in December 2024.

For unions, it is crucial to emphasise 

the importance of having a union 
established within the workplace. 
Building trust among employees is 
essential and personal approach can 
be an effective tool in encouraging 
employees to join the union. Pre-
senting examples of successful un-
ion activities, such as achievements, 
negotiated improvements, and pre-
vented issues, can further demon-
strate the union’s value. Employees 
should be informed that the union 
provides access to up-to-date infor-
mation, guidance, and legal support 
when needed. Empowering work-
ers and convincing them that union 
organisation is necessary to secure 
and advance their rights is vital. 

Regarding young workers, Sindikat-
GiT recently took part in activities 
aimed at organising young workers. 
For example, they participated in an 
event organised by the trade union 
Mladi Plus (Sindikat Mladi Plus) and 
another youth organisation, “Družst-
vo Iskra.” These organisations were 
gathering people for the protest on 
May 1, 2024, focusing on the issues 
faced by low-paid workers.

In Slovenia, there is little enthusi-
asm for European-level trade union 
organisations. Trade unionists often 
believe that EU-negotiated agree-
ments are weaker than national 
standards and that local institutions 
are more effective. Slovenian unions 
are not opposed but see EU regula-
tions more as acts of solidarity rath-
er than meaningful improvements. 
They generally have low expecta-
tions from them.
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UNDERSTANDING SOCIAL 
DIALOGUE AND COLLECTIVE 

BARGAINING IN HOSPITALITY: 
CORE FINDINGS AND CROSS-

COUNTRY REFLECTIONS
15

This section provides, first and fore-
most, a comparative summary of 
country-specific evidence present-
ed above, with concern to the char-
acteristics of social dialogue in the 
hospitality sector.

Table 1 summarises the main trade 
unions and employer organisations 
operating in the hospitality sector 
across the studied countries. Some 

of these unions are already EFFAT 
members, others currently lack 
membership. On the employers’ 
side, the common characteristics 
are that a large share of the hospi-
tality sector is not organised, while 
membership in employers’ organ-
isations where available mostly ap-
plies only to (larger) hotel chains. 

Table 1 Main trade unions, their link to EFFAT and main employer orga-
nisations active in the hospitality sector

Country Main Trade 
Unions and Affi-
liations

Link to EU-level 
social dialogue 
and to EFFAT

Main Employers' 
Associations

Cyprus OUXEKA-SEK EFFAT affiliation PASYXE

Czechia ČMOS PHCR Minimal impact, 
coordinating role

AHRČR, SOCR

Estonia ETKA and EMSA Limited, no EF-
FAT affiliation

EHRA (affiliated 
to Hotrec) 

Greece POETT EFFAT affiliation SETE, HHF, HCH

Latvia LAKRS (affiliated 
to LBAS)

EFFAT affiliation LVRA (affiliated 
to Hotrec) 
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Lithuania Solidarumas Interest in joining 
EFFAT

LVRA (affiliated 
to Hotrec) 

Malta GWU  EFFAT affiliation MHRA (affiliated 
to Hotrec) 

Netherlands FNV Horeca, CNV 
Vakmensen 

Only CNV Vak-
mensen active in 
EFFAT

KHN (affiliated to 
Hotrec) 

Portugal Fesaht (affiliated 
with CGPT), Site-
se (affiliated with 
UGT)

Minimal AHETA, AIHSA, 
CPT (not affilia-
ted to Hotrec); 
APHORT (affilia-
ted to Hotrec)

Romania FST Minerva; 
Cartel ALFA for 
sector support

Positive but 
limited

FPTR (not affi-
liated to Hotrec), 
FIHR (affiliated to 
Hotrec)

Slovakia OZ POCR EFFAT affiliation, 
but recently put 
membership 
on hold due to 
very low number 
of hospitality 
workers covered 
by the union and 
lack of union 
capacity

ZOCR SR, AHRS 
(affiliated to 
Hotrec)

Slovenia Local unions and 
national federa-
tions involved

Limited, histori-
cal tension with 
EU-level topics

National tourism 
associations

Source: the authors.

Regarding unionisation level and 
union strategies of worker recruit-
ment as well as challenges to un-
ion organising and bargaining, 
Table 2 shows that unionisation in 
the hospitality sector across these 
countries remains generally low, 
with Cyprus’ workforce being hard 
to engage in unions, Czechia and 
Slovakia’s workforce seeing mini-

mal representation outside major 
hotel chains, while Malta showcas-
es a higher unionisation rate, with 
a focus on gender representation. 
Recruitment strategies vary, from 
Czechia offering recreational in-
centives to Malta hosting events 
and shop-floor recruitment. Greece 
leverages demonstrations to pre-
vent gig economy expansion, while 
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Estonia and Portugal focus on en-
forcement due to low density. Chal-
lenges include fragmented rep-
resentation and envelope wages in 
Czechia, high seasonal workforces 
in Estonia, and political divisions 
in Greece. Countries like Lithuania 
and Romania struggle with a legacy 
of low solidarity and complex legis-
lation, while Slovenia and Slovakia 

face high turnover, compounded 
by migrant workforce dynamics. 
In general, post-COVID instability 
and structural challenges like high 
turnover and low engagement fur-
ther hinder union efforts across the 
board.

Table 2 Unionisation level, organising strategies and challenges to unionisa-
tion and bargaining in the hospitality sector

Country Unionisation 
Level

Union Recru-
itment and 
Organisation 
Strategies

Challenges in 
Unionisation 
and Collective 
Bargaining

Cyprus Low Offer of benefits 
from the welfare 
fund, issuing 
of brochures, 
creation of local 
committees, 
recruitment of 
representatives 
in workplaces

High presence of 
young and mi-
grant workers

Czechia Low, mainly in 
the hotel sector

Incentives for do-
mestic recreation

Low wages, 
fragmented 
representation, 
envelope wages

Estonia Around 10% Minimal joint 
strategy, separate 
union agree-
ments

High seasonal 
workforce, limi-
ted collaboration

Greece Moderate Prevent gig 
economy, de-
monstrations, 
communication 
campaigns

Small business 
size, political 
divisions

Latvia Low Limited efforts High turnover, 
low density
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Lithuania Minimal, almost 
non-existent

Consultations, 
legal support, 
services

Legacy of Soviet 
past, lack of soli-
darity

Malta About 57% fema-
le, 43% male

Events, shop-flo-
or recruitment

High turnover, 
undeclared work

Netherlands Below 10% Limited due to 
low density

Low density, tip-
ping decline

Portugal 3.4% Focus on enfor-
cement

Diverse workfor-
ce, small busi-
ness size

Romania Minimal Legislative advo-
cacy

Fragmented, 
legislative issues

Slovakia Minimal Youth council 
education

Fragmentation, 
migrant wor-
kforce

Slovenia Minimal, recove-
ring post-COVID

Personal approa-
ch, historic strikes

High turnover, in-
stability post-CO-
VID

Source: the authors.

Finally, collective bargaining struc-
tures in the hospitality sector vary 
widely among the covered coun-
tries (see Table 3). Cyprus is charac-
terised by the presence of two na-
tional-level collective agreements, 
some of whose provisions are ex-
tended to all workers in the sector. 
Czechia employs a multi-employer 
approach with company-level bar-
gaining, achieving approximately 
50% coverage at the sectoral lev-
el and 10% at the company level. 
Greece focuses predominantly on 
sectoral-level bargaining, which 
provides relatively high coverage, 
while Estonia and Latvia have 
mainly company-level bargaining 
with minimal coverage, 3.6% and 
low coverage, respectively. Lithua-

nia, Romania, and Slovakia exhibit 
minimal coverage, with Lithuania 
lacking active collective bargaining 
and Slovakia relying exclusively on 
company-level agreements. Malta 
operates through single-employer 
agreements with moderate cov-
erage ensured by legal standards, 
and Portugal uses a mix of single 
and multi-employer agreements 
with limited coverage. In the Neth-
erlands, a sectoral-level agreement 
extends broadly across the sector, 
though company-level bargain-
ing is rare. Slovenia primarily relies 
on company-level bargaining with 
emerging sectoral influence, show-
ing gradual improvement in cover-
age.
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Table 3 Bargaining structure and coverage (hospitality sector)

Country Collective Bargaining 
Structure

Coverage Percentage

Cyprus Sectoral-level predomi-
nant

Not extended 

Czechia Multi-employer; mainly 
company level

Approx. 50% sectoral, 
10% company level

Estonia Primarily company-level 3.6%

Greece Sectoral-level predomi-
nant

High at sectoral level

Latvia Company-level focused, 
first attempt to sign 

Low, minimal coverage

Lithuania No active collective 
bargaining

Minimal

Malta Single-employer, com-
pany-level

Moderate (legal stan-
dards apply)

Netherlands Sectoral with com-
pany-level bargaining 
rare

Extended sectoral agre-
ement

Portugal Single and multi-em-
ployer agreements

Evidences not available* 

Romania Minimal company-level 
agreements

Minimal

Slovakia Exclusively company-le-
vel

Minimal

Slovenia Company-level; sectoral 
collective agreement 

for hospitality and 
tourism (not applied to 
restaurants)

Minimal but improving

Source: the authors.

* The only available evidence on the collective bargaining coverage rate in Portugal refers 
to the private sector (without distinctions) and indicates that collective bargaining covers 
83% of the workforce.
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To extend and support the evidence 
from the previous country sections, 
it may be useful to extend the focus 
to other national systems as well, 
which have been the subject of 
other research projects2, in order to 
summarise the key developments 
in collective wage bargaining in the 
hospitality sector. 

This evidence partially overlaps with 
the countries studied in Chapters 
3-15. Regardless of the overlap, it 
provides country snapshots on the 
wage bargaining practice and relat-
ed developments in social dialogue 
and collective bargaining. These 
data help contextualizing the find-
ings of evidence collected exclusive-
ly for this research report.  

In Italy, this sector is economically 
vital but plagued by unstable jobs, 
low wages, and exploitative practic-
es. Nationwide agreements aren’t 
renewed as often as they should, 
leaving wages lagging behind infla-
tion and failing to recognise work-
ers’ skills. Employer representation 
is fragmented, and “pirate” agree-
ments signed with yellow unions 
contribute to wage suppression, 
especially through involuntary part-
time work. Unions are calling for ur-
gent contract renewals, fair wages, 
and reforms for better working con-
ditions, as the sector holds potential 
for more stable employment with 
systemic changes.

In France, hospitality employs 
around one million people, main-

ly in catering, hotels, and collective 
dining facilities. The sector has a 
high rate of part-time and seasonal 
work, with unionisation around the 
national average of 9%. The latest 
national agreement in 2023 set a 
median wage, though 65% of work-
ers earn close to minimum wage. 
Wage structures are organised into 
detailed job classifications, with 
negotiations at both national and 
company levels.

In Spain, collective bargaining in 
tourism and hospitality is mostly 
regional, resulting in wage dispar-
ities across the country. The sector 
includes a large informal economy, 
affecting many young and migrant 
workers. Wages are generally set at 
the minimum required by regional 
agreements, with unions working 
to ensure compliance and combat 
practices like fraudulent part-time 
work. The latest agreement in the 
Balearic Islands, for example, covers 
many seasonal workers but faces 
non-compliance issues from some 
employers. Moreover, some particu-
larly interesting examples of collec-
tive bargaining on working time 
and working conditions have re-
cently been observed in the sector.

Noteworthy examples on the sub-
ject also emerge from the case of 
Belgium, where trade unions have 
successfully negotiated mecha-
nisms of temporal flexibility aimed 
at stabilizing the conditions of sea-
sonal workers. These agreements 

2Most of the cases to be presented in this section have been studied and analysed as part 
of the research of M. Besamusca, M. Kahancová, Wage Bargaining in the Context of Libera-
lisation of Industrial Relations in Europe: A comparison of nine countries and four sectors., 
BARWAGE Project Report 12/2024, Amsterdam: WageIndicator Foundation.
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offer a bargaining model to address 
the challenges of labour turnover 
and seasonal instability. Significant 
attention to the issue is also evident 
in Denmark, through collective bar-
gaining strategies aimed at limiting 
precarious employment contracts.

Austria has a unified collective 
agreement for its hotel and restau-
rant industries, though regional 
wage differences remain. The sector 
struggles with limited works coun-
cils in smaller businesses, which 
hampers wage negotiations. The 
union Vida is focused on improv-
ing wages and working conditions, 
although issues like lump-sum 
overtime payments complicate ne-
gotiations. Austria’s structured, reg-
ulated wage-setting system is gen-
erally appreciated by both unions 
and employers.

Finally, Bulgaria’s hospitality sector 
has the lowest average wages, with 
minimal collective bargaining cov-
erage. The workforce is largely com-
posed of short-term and seasonal 
workers, with a significant number 
of women who generally receive 
lower wages. Collective bargaining 
is limited to a few company-level 
agreements, with wage setting typ-
ically done through individual nego-
tiations, especially in international 
businesses.
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CONCLUDING REMARKS
16

The hospitality and tourism sector 
is a crucial economic sector glob-
ally, accounting for 10% of GDP and 
generating over 284 million jobs in 
2015, projected to rise to 370 million 
by 2026. In Europe, the HORECA 
sector (hotels, restaurants, and ca-
fes) is strategic, contributing 2.5% 
to the EU’s gross value added and 
employing 9.3 million workers in 
2023, with significant regional var-
iations. Mediterranean countries, 
such as Greece, have a larger share 
of workers in this sector compared 
to Northern and Eastern Europe-
an countries. The sector is charac-
terised by a predominantly young, 
migrant, and low-skilled workforce, 
with overqualification and low wag-
es being widespread issues. Wom-
en also have a higher employment 
rate in hospitality compared to the 
broader EU economy.

Despite its economic importance, 
the sector faces challenges due to 
its reliance on microenterprises, 
fluctuation of workers and labour 
shortages across all studied coun-
tries, a high incidence of seasonal 
and unreported work, and limit-
ed collective bargaining coverage 
primarily due to the dominance of 
small and medium-sized enterpris-
es. Moreover, it is confirmed that 
the hospitality sector was heavily 
impacted by the COVID-19 pandem-
ic everywhere. The COVID-19 pan-
demic caused a significant drop in 

employment and further deepened 
the persistent labour shortages after 
workers relocated to other sectors. 
Although migrant workers partially 
bridge this gap, the sector struggles 
with precarious working conditions, 
such as low wages, temporary con-
tracts, and undeclared work. These 
challenges, coupled with seasonal 
demand and operational complex-
ities, hinder enforcement of work-
ing standards and contribute to the 
sector’s low attractiveness for a per-
manent job for workers.

In these conditions, it remains a 
challenge to build stronger social 
dialogue, trade union membership 
and bargaining coverage in the hos-
pitality sector. To address this chal-
lenge, this report provides useful 
evidence on understanding the cur-
rent state of social dialogue, trade 
union structure and bargaining in 
the hospitality sector. It is based on 
original research collected and ana-
lysed for the purpose of strengthen-
ing labour relations in the hospitality 
sector across 12 selected countries. 

The findings show that across the 
analysed countries, the hospitality 
sector faces consistent challeng-
es, such as low union density, high 
labour turnover, and wage-related 
issues, often influenced by tipping 
practices and regional disparities.

In countries like Cyprus, unionisa-
tion of hospitality workers is low, 
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given the diverse composition of its 
workforce and provisions included 
in national-level collective agree-
ments cannot be extended to all 
workers given the absence of legis-
lative mechanisms aimed at this. In 
Czechia and Estonia, union density 
in the sector remains low, and col-
lective bargaining occurs mostly at 
the company level, with coverage 
limited by the seasonal and frag-
mented workforce. Greece and 
Portugal feature sectoral agree-
ments, but unionisation is hindered 
by small business sizes and political 
divisions. Malta and Netherlands 
have relatively more structured col-
lective agreements yet face chal-
lenges from digital tipping declines 
and low union participation.

Romania and Slovakia struggle 
with workforce fragmentation 
and legal barriers to unionisation, 
while Slovenia and Lithuania face 
post-COVID instability and difficul-
ties in union recruitment, partly due 
to reliance on seasonal and migrant 
workers. Latvia and Lithuania have 
minimal union presence, while ef-
forts are being made to improve 
sectoral agreements in Latvia.

Good practices from countries such 
as Denmark and Belgium show that 
collective bargaining can address 
not only pay and working time but 
also broader working conditions, 
such as housing, health and safety, 
and gender-based violence. Some 
restaurant chains in Belgium have 
implemented flexible scheduling 
systems and worker representation 
through long-term social dialogue, 
while Danish agreements now reg-
ulate zero-hour contracts and sea-

sonal worker protections with clear 
conditions. Examples from Den-
mark also show that awareness rais-
ing and future trade union mem-
bership can be increased by direct 
interaction of unions with young 
workers still in education.

The findings also confirm earlier ev-
idence that the COVID-19 pandemic 
aggravated existing challenges, par-
ticularly by increasing turnover and 
disrupting collective bargaining 
where it was practiced and prevent-
ed worker organising in conditions 
of uncertainty and worker turno-
ver. European-level social dialogue, 
through organisations like EFFAT 
seeks to identify strategies to ad-
dress the above challenges across 
the EU Member States. However, 
the impact of EU-level strategies 
and actors needs to be improved 
across the studied countries, and 
strengthening the hospitality sector 
needs to identify strategies tailored 
to the particular sectoral needs in 
each country. 
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Note on the Use of Artificial Intelligence

Some of the photographs and illustrations featured in this mate-
rial were created or enhanced using generative artificial intelli-

gence tools, with the aim of ensuring visual consistency, inclusive 
representation, and high-quality imagery.

All AI-generated visuals were manually curated and validated to 
reflect the values of dignity, multiculturalism, and professionalism 

that are central to EFFAT’s identity.

The use of artificial intelligence was strictly limited to visual and 
communicative purposes and does not imply any reproduction of, 

or reference to, real individuals.
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