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Minimum wage regime in Czechiad

Czechia introduced the minimum wage as early as 1970
when it ratified ILO Convention No. 131 on minimum
wages. During the period of post-socialist restructuring
during the 1990s, the Czechoslovak government specified
the minimum wage level for all workers in the country
(Government Order No. 99/1991 coll.). Exceptions for
younger workers and the disabled permitted pay below the
statutory minimum. In 2006, the following exceptions

applied with regard to lower minimum wage rates: 90% of
the statutory minimum for young workers between 18 and
21 years of age; 80% for persons younger than 18 years of
age; 75% for partially disabled workers; and 50% for fully
disabled workers.

These exceptions were cancelled in 2016 after pressure from NGOs
representing disabled people. They argued that lower than minimum wages for
these workers are against the Czech constitution.

A Government Order in 2006 (Order No. 567/2006 coll.) introduced minimum
guaranteed wages (or wage floors), specifying the minimum wage for eight
different categories of workers based on the difficulty and complexity of the

job. The first level was the statutory minimum and the highest maximum was
double that amount. These guaranteed minimums were important for some
professions, such as cashiers, who were entitled to 1.3 times the statutory
minimum. It also helped partially to moderate inequalities while recognising
the difficulty of different kinds of work (see Table 1).

In 2024, this regulation was cancelled for the private sector and reduced to
four categories in the public sector, along with changes in the automatic
mechanism of statutory minimum wage increases. In practice, this abolition of
guaranteed wages might not affect wage levels immediately, but will reduce

the possibilities for moderating wage inequalities for trade unions in the future.

Additionally, companies might still maintain wage levels in their internal
remuneration mechanisms or based on collective agreements.

Thus, employees not covered by a collective agreement are potentially
exposed to the highest risk of relative wage reductions and increase in wage
inequalities within the company.

The Czech trade unions submitted a complaint to the European Commission
against this way of implementing the Directive in September 2024. Moreover,
this reform effectively means that changes in the statutory minimum wage are
no longer the subject of tripartite negotiations; only the coefficient of the
average wage can be negotiated, but there is no obligation for the government
to do so.

In 2024, as a result of the implementation of the EU Directive on Adequate
Minimum Wages, the government introduced the automatic adjustment
mechanism for 2025 and 2026 through an amendment to the Labour Code and
the introduction of new Government Order No. 285/2024 Coll.

The basis for statutory minimum wage setting is the forecast of the average
wage in the economy for the following year and coefficients set for the
minimum wage. For 2025 the minimum wage was set at 42.2% and for 2026 at
43.4% (see Table 1). In subsequent years the intention is to reach 47% by 2029,
but this has not yet been enshrined in the legislation. The explanation of the
mechanism is available here (see also an English translation in the annex).
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https://www.zakonyprolidi.cz/cs/1991-99
https://www.zakonyprolidi.cz/cs/2006-567
https://www.cmkos.cz/17113/zruseni-zarucenych-mezd-podali-jsme-stiznost/
https://www.zakonyprolidi.cz/cs/2024-285
https://www.mpsv.cz/documents/20142/7095934/TZ_25_7_2025_Sen%C3%A1t+schv%C3%A1lil+nov%C3%BD+zp%C5%AFsob+valorizace+minim%C3%A1ln%C3%AD+mzdy%2C+kter%C3%BD+zlep%C5%A1%C3%AD+p%C5%99edv%C3%ADdatelnost+jej%C3%ADho+v%C3%BDvoje+pro+zam%C4%9Bstnance+a+firmy.pdf/644b26c1-2a70-07d6-7b2d-4330f44feaa7?t=1721899346307
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Minimum wage regime in Czechia

Since the 1990s, minimum wage increases
have been the subject of negotiations between
trade unions and employers at the tripartite
level, though the final decision has always
rested with the government. As a result,
minimum wage adjustments have been highly
politicised; the centre-right government froze
wages between 2007 and 2013.

From 2014 onward, however, the minimum
wage was increased annually. In 2024, a new
adjustment mechanism was introduced,
allowing for negotiations on the adjustment
coefficient, but the final decision remains in the
hands of the government.
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Table 1: Kaitz index for Czechia (2014-2025)

Average wage
Minimum wage
Kaitz index

2015 2016 2017 2018 2019 2020 2021 2022 2023 2024 2025
23,062 27,764 29,638 32,051 34,578 36,176 38,277 39932 43120 45136 48,967
9,200 9,900 11,000 12,200 13,350 14,600 15200 16,200 17,300 18900 20,800
40% 36% 37% 38% 39% 40% 40% 41% 40% 42% 43%

* Data used to compute minimum wage according to new mechanism (average wage).
Source: Ministry of Labour and ISPV data, author's compilation.
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Collective Bargaining system in Czechia

The legal base for collective bargaining was established as
one of the first legal acts in the democratic
Czechoslovakia. In 1990, a Collective Bargaining Act
(Zakon o kolektivnim vyjednavani) and a Tripartite
Consultations Act (Zakon o tfistrannych konzultacich)
were adopted, creating a framework for social dialogue in
the former Czechoslovakia, which was later adopted by
Czechia and by Slovakia.

According to the Collective Bargaining Act, there are two levels of collective
bargaining, at the company/establishment level and higher-level bargaining,
serving as sectoral bargaining. At the national level, there is a tripartite body,
albeit with only a consultation and advisory role in relation to government
decision-making.

The non-derogation principle is strictly applied across all levels, thus
legislation fixes the legal minimum, while higher-level bargaining can improve
on the legislation and company-level bargaining can improve on both (if there
is no higher-level collective agreement). The strict application of the non-
derogation principle and the absence of sectoral bargaining highlight the
importance of company bargaining in improving working conditions.

Nevertheless, this leads to decentralisation, and a lack of coordination at the
higher levels. At the same time, in the non-covered workplaces, which are the
majority, the guiding principle remains labour legislation.

Collective bargaining coverage is 43% based on the OECD dataset (data for
2024) and 33% based on the annual survey of the Czech-Moravian
Confederation of Trade Unions (Ceskomoravska konfederace odborovych
svazl, CMKOS) in 2023. There were 24 sectoral collective agreements in 2023,
17 of which were concluded by the biggest trade union confederation CMKOS,
and one sectoral agreement was concluded by the members of the second
largest peak-level trade union organisation, the Association of Independent
Trade Unions (Asociace samostatnych odbor( Ceské republiky, ASO CR). The
remaining six were concluded by independent trade unions.

At company level, 3,524 company-level agreements were concluded in 2023,
covering 1,381,000 employees in 4,168 companies. The number of companies
in which trade unions operate remains stable, with 4,202 companies.

Current trade union membership is 11.4%, falling only moderately since 2015
(11.9%). The low figure can be associated with lack of awareness of the
benefits of social dialogue, unsettled trade union organising practices, but also
a high-share of unstable and precarious work contracts and an increasing
share of migrant workers, who are difficult to organise.

There is a universal right to be a trade union member, but there are limitations
regarding strike action. This concerns specific occupations such as health
care and social care if a strike would endanger people’s life or health,
employees operating nuclear power plants, judges, prosecutors, members of
the armed forces and armed corps, and employees involved in air traffic
control and safety (Act on Collective Bargaining no 2/1991 Coll.). In general,
the strike rules limit strike activity significantly.

Company-level collective agreements apply to all workers. Trade unions
therefore often mention the free-rider problem, that the erga omnes principle
discourages higher rates of trade union membership at the company level.

This usually oscillates between 10% and 30% of the company workforce. At
the sectoral level, the extension of collective agreements is possible if both
parties submit the request to the Ministry of Labour and Social Affairs (Act on
Collective Bargaining n. 2/1991 Coll, § 7 par. 1). There are currently four

extended collective agreements. The validity of the collective agreement must

be always defined; if it expires, an agreement is no longer valid.
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https://www.oecd.org/en/data/datasets/oecdaias-ictwss-database.html
https://www.rilsa.cz/projekty/posileni-kapacity-odborovych-svazu-v-ceske-republice/
https://www.rilsa.cz/projekty/posileni-kapacity-odborovych-svazu-v-ceske-republice/
https://www.rilsa.cz/projekty/posileni-kapacity-odborovych-svazu-v-ceske-republice/
https://www.isp.org.pl/uploads/drive/CEECAW/raporty_inne/Raport_36_CB_Czechia_fin.pdf
https://www.isp.org.pl/uploads/drive/CEECAW/raporty_inne/Raport_36_CB_Czechia_fin.pdf
https://www.mpsv.cz/kolektivni-smlouvy-vyssiho-stupne-zavazne-pro-dalsi-zamestnavatele
https://www.mpsv.cz/kolektivni-smlouvy-vyssiho-stupne-zavazne-pro-dalsi-zamestnavatele
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Collective Bargaining system in Czechia

Company-level organisations established at Legislation has established new rules on the right to collective bargaining from Moreover, almost 5% of workplaces have three trade union organisations, and
workplaces are the basic trade union units, which 2025 in the case of multiple organisations at the workplace. 1.7% have four. There are five trade union organisations at 5.5% of companies,
are also allowed to lead collective bargaining. Only _ , , , o mainly big employers with several branches (Trexima 2023).
While previously in the case of multiple organisations at the workplace they

three members are necessary to form a trade _ , _ S . .

, . _ . had to act unanimously, from 2025 the biggest trade union organisation is Current challenges for collective bargaining
union organisation and even this organisation can _
o , . allowed to conclude the collective agreement . The measure entered the . - _ . .
initiate collective bargaining at the company level « New technologies and decarbonisation and a right to reskilling, which at

legislation as a part of the transposition of the European Minimum Wage

and the employer is obliged to engage in collective - o , , _ o ,
Directive in 2024 and is aimed at improving collective bargaining coverage in

present is very rarely applied and specified in collective agreements.

bargaining (but not necessarily to conclude an the coming years « The diminishing real-life impact of sectoral bargaining, as at this level
agreement). The low thresholds encourage trade ' usually only very general provisions are agreed and company-level
union establishment, but undermine the In practice, 76% of all workplaces report at least one trade union organisation, bargaining sets the actual working conditions.
representativeness criteria at company level. and there are two organisations at 11.6% of them, a slight increase since 2021 - Employers avoiding collective bargaining.

when it was 10%. « Low trade union membership and missing union organising practices.

Moreover, with such a low threshold, it is easy to
establish several trade union organisations. Trade
union representatives are protected from
dismissal and have a right to access the
workplace if they are employees of the company. CB Predominant level at which wage bargaining takes place per Country CB Trade Union Density (%) for each Country
For other trade union representatives, access is
not granted and requires employer approval.
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https://www.cmkos.cz/hotothur/2024/08/Vysledky-KV-a-benefity-2023.pdf
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Transposition of the European Directive
on Adequate Minimum Wages in the EU

As a consequence of the implementation of the Directive
there were important legal changes in the area of
minimum wage setting and collective bargaining. As
regards minimum wage setting key changes included

(i) the introduction of a new mechanism of minimum wage
setting based on coefficients with reference to the average
gross wage and (ii) abolition of the previous system of
guaranteed wages (see above for more details).

As regards collective bargaining key changes include (a) new rules for
company-level bargaining in the case of multiple trade union organisations,
allowing the largest union in the company to conclude an agreement replacing
the previous requirement that all unions act unanimously; (b) facilitating the
extension of sectoral agreements that can now also be extended to
companies with more than 10 employees, while previously it was only possible
to extend an agreement to companies with a minimum of 20 employees. This
should increase the coverage rates in sectors with many small companies,
such as transportation or construction, if the higher-level collective agreement
is concluded and extended. To support social partners' capacities, the state
contribution increased from 32 to 40 million CZK from 2025 onward, and the
scope was extended to sector-level negotiations. Until 2025, only national
social partners were supported by this subsidy. Besides the state budget
allocation, social dialogue and social partner organisations were supported by
EU funds in the amount of 400 million CZK for the purpose of carrying out
activities under the Action Plan. Social partners can apply until June 2026 and
conclude the project by 2028.

The Action Plan to promote collective bargaining was approved in September
2025. The plan proposes specific measures intended to support efforts to
increase collective bargaining coverage to 80%. The measures in the plan
include improved data collection, increased funding for social dialogue
support, and analysis of current collective bargaining practices. More
specifically, the plan includes six areas:

(i) Improving the availability of data on collective bargaining for the purpose of
reporting the coverage of employees by collective agreements, which includes
monitoring of collective agreements by the Ministry of Labour (already
provided since the 2010s, but extended to type of collective agreement and
sectoral coverage).

For this purpose, a new tool, the so-called Unified Monthly Employer Report, is
intended to be implemented from April 2026. As a consequence, employers
will now be required to report their coverage rates monthly rather than
annually.

(ii) Increasing financial support to social partners to increase their capacity to
support collective bargaining. The state subsidy to support social dialogue is

expected to increase from 40 to 80 million per year in the coming years (date
not specified). This measure also includes the abovementioned allocation of

EU funds.

(iii) Information web portal to support collective bargaining, which aims ‘to
improve the social image of this institute, provide useful information about
collective bargaining to the user public and also share good practice’ (Action
plan to support collective bargaining, Czechia 2025).

(iv) Elaboration of an analysis of obstacles preventing trade union
representatives from performing their role in the workplace. Trade union
representatives have said that employers do not allow them sufficient time to
carry out their activities. Because there was no agreement on a specific
measure, social partners agreed to analyse the obstacles faced by trade union
representatives, with the aim of producing recommendations for legislative
changes. The task will be conducted by CMKOS by 2027.

(v) Analysis of the practical functioning of the Collective Bargaining Act, which
aims to tackle, among other things, the role of intermediaries and rules for
their involvement in collective disputes. The measure involves formulating the
research tasks and conducting analysis by 2027.
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(vi) Ensuring the permanent functioning
of the expert working group which should
discuss potential changes in the Action
Plan and update it if agreed by the social
partners and Ministry of Labour.

For more details on the Action plan, see:
https://wage-up.etuc.org
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