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1 Lonebildning och "minimiléner” i
Sverige

EU:s minimilénedirektiv utgar fran och aterspeglar det faktum att EU-landernas arbetsmarknads-
modeller och sattet I6nebildningen fungerar skiljer sig fran varandra. Sverige hor till de lander dar
I6nebildningen bygger pa kollektivavtal mellan arbetsmarknadens parter. | syfte att satta in de
uppgifter som redovisas i kapitel 2—4 i sitt sammanhang ges i detta inledande kapitel av rappor-
teringen en 6vergripande beskrivning av I6nebildningsmodellen i Sverige. Det som beskrivs ar
endast allmanna grundstrukturer och huvuddrag i regel- och forhandlingssystemet.

Kort om arbetsmarknadsmodellen

| Sverige finns en grundldggande social skyddslagstiftning om anstallningstrygghet, arbetstid,
semester, arbetsmiljo m.m. Anstallningsvillkoren pa den svenska arbetsmarknaden har utéver
det alltid framst 6verenskommits av arbetsmarknadens parter och reglerats i kollektivavtal. For
att underlatta for parterna att ta sitt ansvar for dessa fragor och framja tillkomsten av kollektiv-
avtal finns det bestammelser for hur parterna ska forhalla sig till varandra. Det handlar om lag-
regler om férenings- och forhandlingsratt, anvandandet av stridsatgarder, tvistelsning, medling
m.m. Det lagstadgade systemet har utvecklats i vaxelverkan med de 6verenskommelser som
traffats av arbetsmarknadens parter. Lagstiftningen kompletteras alltsa av en mycket omfattande
kollektivavtalsmateria dar parterna sjalva har kommit 6verens, bade pa forbundsévergripande
niva och forbundsniva, om spelregler for forhandlingar, stridsatgarder och tvisteldsning. Den
arbetsrattsliga lagstiftningen ar i huvudsak civilrattslig. Det ar arbetsmarknadens parter som ser
till att reglerna efterlevs, det finns ingen ”arbetsrattmyndighet” i Sverige. Bristande efterlevnad
av de arbetsrattsliga lagarna och av kollektivavtalen prévas ytterst i Arbetsdomstolen, som ar en
specialdomstol med uppgift att préva arbetsrattsliga tvister.

Den arbetsrattsliga lagstiftningen ar ocksa uppbyggd for att skapa incitament for arbetsmark-
nadens parter att komma Overens i kollektivavtal. Detta genom att stora delar av lagstiftningen ar
dispositiv till forman for kollektivavtal. P3a sa satt ar det mojligt att géra anpassningar av lagreg-
lerna till skiftande forutsattningar i olika branscher och till olika verksamheters behov. Kollektiv-
avtalsdispositiviteten ar i vissa fall begrdansad for att inte enskilda arbetstagares skydd och rattig-
heter ska begrénsas pa ett otillborligt satt. Modellen bygger pa ett grundmurat fértroende fran
lagstiftarens sida for arbetsmarknadens parters férmaga att i férhandling finna andamalsenliga

[6sningar som balanserar motsatta intressen.

| kollektivavtalsforhandlingarna tar parterna pa férbundsniva stéllning till vilka anstallningsvillkor
som ska galla inom olika branscher under kommande avtalsperiod. Ytterst med stod av patryck-

ningsmedel i form av stridsatgarder och ibland med hjélp av medling. | férhandlingarna varderar
parterna olika villkorsandringar och vager dessa mot varandra, utan nagon statlig inblandning.

Lonebildningen, inklusive forekommande lagstlonenivaer och olika slags ersattningar, ar pa den
svenska arbetsmarknaden en fraga for 6verenskommelser mellan arbetsmarknadens parter och
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for reglering i kollektivavtal pa forbundsniva. Det finns ingen lagstiftning om [6n, men daremot
viss tvingande lagstiftning med baring pa I6nesattning. Det handlar dd om lagregler som syftar till
att férhindra en I6neséttning som ar diskriminerande pa grund av t.ex. kon eller som missgynnar
t.ex. fordldralediga.

Forutsattningar for modellen

En modell i vilken kollektivavtalen ar avgdrande for vilka villkor i fraga om 16n och andra anstall-
ningsforhallanden som ska galla, forutsatter att avtalen omfattar det stora flertalet pa arbets-
marknaden. Den kollektivavtalstackningsgrad som beskrivs narmare i kapitel 2 har under mycket
lang tid varit i princip oférandrad i Sverige, trots omstruktureringar pa arbetsmarknaden och
framvéxt av nya branscher. Tackningsgraden uppréatthalls inte minst av en hég organisationsgrad
bland arbetsgivare och principen om att ett kollektivavtal ska tillampas pa alla i verksamheten
som omfattas av avtalet, oavsett om den enskilda arbetstagaren ar medlem i den kollektivavtals-
tecknande arbetstagarorganisationen eller inte. Att enskilda arbetsgivare, som inte ar medlem-
mar i en arbetsgivarorganisation, tecknar s.k. hangavtal bidrar ocksa till den hoga tacknings-
graden. Arbetstagarorganisationerna har mojlighet att med stod av stridsatgarder utéva patryck-
ning pa icke kollektivavtalsbundna arbetsgivare att teckna kollektivavtal.

For att systemet ska fungera och ha en bred acceptans kravs ocksa en hég organisationsgrad
bland arbetstagarna. Den var visserligen hoégre i borjan av 2000-talet, men har sedan flera ar
stabiliserats pa en internationellt sett fortsatt hog niva sett till arbetsmarknaden som helhet.
Organisationsgraden i Sverige ar nast hogst inom OECD.

Hur gar férhandlingar om nya l6ne- och villkorsavtal till?

Kollektivavtalsférhandlingar om I6n och allmé&nna villkor bedrivs pa riksniva av arbetsgivar- och
arbetstagarorganisationer. Férhandlingarna resulterar i rikstackande kollektivavtal per bransch
eller delbransch, s.k. centrala kollektivavtal. Det férekommer att enskilda arbetsgivare traffar
kollektivavtal med en arbetstagarorganisation pa forbundsniva, sa sker nar det inte finns nagot
tillampligt branschavtal for den verksamhet féretaget bedriver. Kollektivavtalen har oftast en
I6ptid pa mellan ett och tre ar. Vissa avtal |6per tillsvidare. Pa varje avtalsomrade finns faststallda
ordningar for hur avtal sdgs upp och omférhandlas.

Sedan lang tid tillbaka sker en betydande samordning mellan organisationerna pa bade
arbetsgivar- och arbetstagarsidorna vad géller fragor om lonedkningstakten. Det finns ocksa en
betydande samsyn hos arbetsmarknadens parter om den internationellt konkurrensutsatta

sektorns l6nenormerande roll.

For medling mellan parterna i tvister om nya kollektivavtal finns den statliga myndigheten
Medlingsinstitutet. Institutet kan besluta om medling om parterna samtycker till det eller vid risk
for stridsatgarder. Medlingsinstitutet ska enligt sin instruktion ta tillvara och uppratthalla den
samsyn som finns pa arbetsmarknaden om den internationellt konkurrensutsatta sektorns I6ne-
normerande roll, men har inga befogenheter att tvinga pa parter avtal de inte vill ha. Tecknande
av kollektivavtal forutsatter berérda parters acceptans. Parter kan ocksa komma 6verens om
medling i egen regi, vilket sker inom bland annat industrin.

LONEBILDNING OCH "MINIMILONER” | SVERIGE



11.

12.

13.

14.

15.

16.

17.

Vilka kollektivavtal resulterar férhandlingarna i?

Det finns drygt 600 centrala kollektivavtal pa arbetsmarknaden, avtal som ingas av cirka 100
arbetsgivar- och arbetstagarorganisationer. | fraga om I6nevillkor ingds inom en bransch (eller
delbransch) normalt olika avtal for arbetare och for tjanstemannagrupper.

Arbetstagar- och arbetsgivarorganisationerna pa respektive avtalsomrade avgor om [6ne6k-
ningen och férdelningen av denna mellan arbetstagarna ska bestammas centralt eller pa
foretags- eller verksamhetsniva. Det finns ett stort spann i avtalskonstruktionerna i detta
avseende och vanligen vissa skillnader mellan arbetare och tjanstemannagrupper. Férenklat kan
sagas att tonvikten i bestimmandet 6ver |6neutrymmet och dess fordelning i arbetaravtal ligger
pa den centrala nivan medan det for tjanstemannagrupper finns ett stérre inslag av bestimman-
de pa foretagsniva eller motsvarande.

Alla centrala kollektivavtal innehaller regler for hur I6nesattningen ska ga till i de enskilda
foretagen och verksamheterna, saval vid nyanstallning som under pagaende anstallning. Dessa
regler och principer handlar genomgaende om sakligheten i I6nesattningen (I6nen i forhallande
till ansvar, prestation, m.m.) och kan ocksa handla om likabehandling, icke-diskriminering, m.m.

Efterlevnaden av de kollektivavtal som ingas svarar avtalsparterna sjalva for. De villkor som
faststalls i avtalen blir bindande for avtalsparternas medlemmar. Brott mot kollektivavtalsregler
kan medféra bade ekonomiskt och ideellt skadestand.

Hur, nér och var faststills lagstlonenivaer?

Specificerade lagstlonenivaer faststalls pa omraden dar parterna i forhandlingar har kommit
overens om det. Det kan ocksa uttryckas som att de finns pa de omraden dar sarskilt arbetstagar-
organisationerna har ansett att det behdvs. Medlingsinstitutet har inga uppgifter om att krav om
inforande av lagstlonenivaer pa nagot avtalsomrade har lett till tvist mellan parterna. Tvister kan i
stéllet handla om sadant som storleken pa hojningar av lagstalénerna eller [6nestrukturella fragor
sasom andring av lonesteg eller inforandet av fler [6nesteg. Lagstlénenivaerna ar i regel faststall-
da av forbundsparter, i de centrala kollektivavtalen, och galler diarmed rikstdckande i branschen
eller delbranschen.

Av de drygt 600 centrala kollektivavtalen innehaller cirka halften nivaer for lagsta lI6ner. Det finns
faststallda lagstlonenivaer i princip i alla arbetaravtal pa arbetsmarknaden, men lagstaloner fore-
kommer dven i tjdnstemannaavtal. | de avtalen har lagstalénerna dock inte samma framtradande
roll i [6nebildningen som de har i manga av arbetaravtalen.

Vilka ar lagstlénenivaernas funktioner i kollektivavtalen?

Lagstlonenivaerna i kollektivavtalen varierar fran avtal till avtal och dven inom avtalen. Avtalen
innehaller typiskt sett flera olika lagstlonenivaer som relaterar till olika kategorier av arbetstag-
are. Det kan vara nivaer baserade pa alder, utbildning, erfarenhet, befattning m.m. Nivaerna tar
alltsa ofta inte sikte pa att faststalla en for alla inom avtalsomradet gallande nedre gréns for
I6nen oavsett arbetstagarens bakgrund. Lagstlonenivaernas funktion ar att skapa en nedre l6ne-
grans for arbetstagare i en given situation (utifran alder, erfarenhet, etc.). Den lagsta mojliga niva
som avtalet da foreskriver ar oftast avsedd att gélla under en begransad tid. Efter en tid i anstall-
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ning sker oftast en I6neutveckling for den enskilda arbetstagaren, dels enligt de olika steg i takt
med vunnen erfarenhet eller stigande alder som kan finnas fastlagda i avtalet, dels i enlighet med
de I6neprinciper som finns faststallda i varje centralt kollektivavtal (se punkt 13).

Lagstaloner ar vanligast forekommande i arbetaravtalen. | dessa avtal finns en stor variation nar
det géller lagstalonernas utformning. Férutom alder och anstéllningstid anvands befattningar och
indelningar i yrkesgrupper som grund for lagstlonenivaerna. Det ar ocksa vanligt med olika lagsta-
[6ner for anstéllda med respektive utan yrkesutbildning. Nar det galler alderskriteriet ar det
vanligast att avtalen inneh3ller en I6neniva fér 18-aringar eller 19-aringar. Aven l3gre och hégre
aldersgranser férekommer, for lagre aldrar handlar det om nivder som primaért ar avsedda for
extra- eller feriearbete for studerande.

Vilket utfall ger modellen?

Avtalens lagsta specificerade I6neniva ska i allménhet betraktas som en ingangslon for en oerfar-
en person. En och samma arbetstagare ligger vanligtvis 6ver tid inte kvar pa ett kollektivavtals
lagstloneniva(-er) utan avsikten ar att det ska ske en I6neutveckling i enlighet med lI6neavtalets
regler och principer for [6nesattning. Beroende pa vilket avtalsomrade det géller kan dock, pa
aggregerad niv3, fler eller farre ha I6ner motsvarande kollektivavtalets lagstlonenivaer.

Avtalens lagsta l6nenivaer sager darfor i manga fall ganska lite om faktiska utgdende I6ner. Det
faktiska Ioneutfallet visas i [6nestatistiken. Det dr ocksa tydligt att de I6nenivaer som féljer av de
centrala kollektivavtalen far en inverkan pa Ionesattningen i féretag som inte har kollektivavtal.
Se vidare i kapitel 4.

Hur féljs utvecklingen pa arbetsmarknaden?

Medlingsinstitutet ar statistikansvarig myndighet for Sveriges officiella 16ne- och arbetskostnads-
statistik. Statistiken produceras av Statistiska centralbyran pa uppdrag av Medlingsinstitutet.
Enligt lagstiftningen om officiell statistik ska sadan statistik vara objektiv och allmant tillganglig.
Den ska utvecklas, framstallas och spridas pa grundval av enhetliga standarder och harmoni-
serade metoder, och med iakttagande av vissa kvalitetskriterier (relevans, noggrannhet, aktua-
litet, m.m.). Den officiella |I6ne- och arbetskostnadsstatistiken tas fram i samrad med arbets-
marknadens parter.

Av sarskild betydelse for de uppgifter som ingar i denna rapportering ar den i den officiella
statistiken ingaende |6nestrukturstatistiken (LSS), vars syfte ar att ge jamforbar information om
I6nestrukturen pa arbetsmarknaden. Med hjalp av l6nestrukturstatistiken kan fragor rérande
I6neniva, lonestruktur och I6neutveckling analyseras. For privat sektor genomférs en urvalsun-
dersokning medan offentlig sektor totalundersoks. Statistiken publiceras aret efter insamlings-
aret.

Redovisningen av kollektivavtalstackning (artikel 10.2) baseras pa LSS. Det redovisade mattet &r
en del av den officiella statistiken och det ingdr i OECD/AIAS ICTWSS databas fran och med 2022.
LSS anvdnds daven som datakélla for redovisningen av rapporteringskraven enligt artikel 10.2.c i
ochiii.
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LSS anvands for att konstruera Eurostats undersokning Structure of Earnings Survey (SES) var
fjarde &r. Aven om LSS anvinds som underlag for SES skiljer sig de tvd undersékningarna t pa
nagra avgbrande punkter:

e LSS genomfors varje ar.

e Alla delar av arbetsmarknaden ingar.

e Undersokningen omfattar alla storleksklasser av féretag.

e Urvalsstorleken ar storre i LSS jamfort med SES. Omkring 60 procent av alla anstallda i
Sverige ingar i LSS.

| enkatfragan i LSS efterfragas forekomst av kollektivavtal utan nagon avgransning till att enbart
kollektivavtal om loner ska raknas med. Det gor att utformningen av enkatfragan stammer
overens med den definition av kollektivavtal och kollektivavtalstackning som framgar av artikel
3.4 och 3.5 i direktivet och med definitionen av kollektivavtal i ILO:s rekommendation 91.

For att sdkerstalla att undersékningen fangar arbetstagare som faktiskt tacks av kollektivavtal
stalls en foljdfraga i enkaten. | den ombeds arbetsgivarna svara pa hur stor andel av arbetstag-
arna pa arbetsplatsen som omfattas av kollektivavtal i decilintervall. Resultaten visar att det ar
relativt fa fall dar inte alla arbetstagare pa en arbetsplats med kollektivavtal omfattas av ett
sadant. Darfor har ingen justering av data gjorts.

LSS mojliggor en uppdelning efter kdn, aldersgrupp, foretagsstorlek och sektor. Nar det galler
foretagsstorlek samt sektor (bransch) begransas mojligheterna till uppdelad statistik i vissa fall av
att redovisningsgrupperna blir for sma for att resultaten ska vara tillforlitliga. Det ar dven en lagre
andel anstéllda som ingar i urvalet till undersékningen bland de minsta foretagen jamfért med
bland storre organisationer. | respektive del av redovisningen beskrivs narmare vilka uppdelni-
ngar av statistiken som vi har bedémt vara majliga att géra och i vilka delar tillforlitliga uppdelade
uppgifter har bedémts inte finnas tillgangliga. Det finns inga tillgangliga uppgifter eller uppskatt-
ningar som mojliggor en fordelning pa funktionsnedsattning.

| Sverige finns inga grupper av arbetstagare vars arbetsvillkor inte kan regleras i kollektivavtal (jfr
artikel 3.5 i direktivet). De kollektivavtal som uppgifterna om kollektivavtalstdckning baseras pa
avser avtal ingangna mellan 3 ena sidan arbetsgivarorganisationer eller enskilda arbetsgivare och
a andra sidan arbetstagarorganisationer vars syfte ar att tillvarata arbetstagarnas intressen i for-
hallande till arbetsgivaren (jfr artikel 3.4 i direktivet).

LSS mater antalet anstallningar och inte antalet anstallda. Det gor att det férekommer anstallda
som raknas flera ganger da en individ kan ha flera olika anstallningar under matperioden (jfr
artikel 3.5 i direktivet). Det ar 75 600 individer, motsvarande 2,7 procent av personerna i data-
underlaget 2023 som aterfinns flera ganger.

| alla foretagsbaserade undersokningar i Sverige ses forvarvsaktiva dgare i egna aktiebolag som
anstéallda. Aktiebolag dar samtliga anstéllda ar deldgare i foretaget ar inte formellt foérhindrade
att teckna kollektivavtal, men i praktiken gors inte detta. Samma sak galler for foretag dar
samtliga anstallda har familjeband med en eller flera av deldgarna. Dessa anstéllda ingar vid
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berakning av kollektivavtalstackning och dven i dvrigt i redovisningen. Effekten pa skattningarna
pa 6vergripande niva ar dock troligen obetydlig. Se vidare kapitel 2.

Vad géller nedbrytningen pa foretagsstorlek redovisas dessa som en uppskattning baserat pa
tillgangliga data som i praktiken avser organisationsstorlek. | LSS samlas uppgifter om antal
anstallda per organisationsnummer in. Beroende pa hur ett foretag eller koncern viljer att ordna
sin foretagsstruktur kan det i vissa fall darfér handla om att en koncern i statistiken redovisas
som flera separata organisationer. Eftersom dven offentlig sektor inkluderas i uppgifterna ar inte
alla organisationer som ingar foretag.

| statistiken finns en mindre grupp dar uppgift om férekomst av kollektivavtal saknas. Det handlar
om nagra tusen anstallda som av det skélet inte ingdr i de delar av redovisningen som bygger pa
variabeln om férekomst av kollektivavtal.

Da fragan om férekomst av kollektivavtal introducerades i LSS 2022 finns det inga helt jamférbara
data fran tidigare ar. Den skattning for kollektivavtalstdackning (artikel 10.2.a) avseende Sverige
som finns i OECD:s databas avseende 2021 ligger pa 87 procent. Eftersom inga nedbrytningar ar
mojliga med den metod som anvants till det tidigare mattet redovisas inga ytterligare uppgifter
avseende 2021. Gillande redovisningen av nivan pa de loner som betalas till arbetstagare som
inte omfattas av kollektivavtal samt dess férhallande till nivan pa de I6ner som betalas till arbets-
tagare som omfattas av kollektivavtal (artikel 10.2.c.ii) 4r det inte mgjligt att redovisa nagon
uppskattning avseende 2021.

| syfte att sakerstélla att endast tillforlitliga uppgifter och uppskattningar redovisas har ett antal
principer for kvalitetssakring tillampats. En skattning redovisas endast nar den baseras pa fler an
100 observationer, den relativa standardavvikelsen understiger 10 procent (for I6nematt) alter-
nativt 20 procent (antals- och andelsskattningar) samt att det inte finns risk for att r6ja enskilda
foretag eller organisationer. Det innebar att en organisation far utgéra maximalt 75 procent av
det totala antalet anstéllda och tva organisationer far utgéra maximalt 90 procent av det totala
antalet anstallda for att skattningen ska redovisas.

| de fall konfidensintervallet for en skattning 6verstiger tio procentenheter menar vi att dessa ska
betraktas som osdkra. Det betyder att de bér anvandas med stor forsiktighet och att de inte bor
utgora underlag for analyser.

Denna rapportering ar framtagen i samrad med arbetsmarknadens parter

Forpliktelsen att rapportera enligt artikel 10.2 dvilar medlemsstaterna. For svensk del ar det
naturligt att framtagandet av rapporteringen sker i samrad med arbetsmarknadens parter. Med-
lingsinstitutet har darfor i arbetet med upplagg och innehall i denna rapportering arbetat tillsam-
mans med representanter fér arbetsmarknadens parter inom saval privat som offentlig sektor.
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2 Nivan pa och utvecklingen av
kollektivavtalstackning i Sverige

2022 och 2023

Nivan pa kollektivavtalstackningen var totalt sett 88 procent bade 2022 och 2023 (tabell 2.1). Den
uppgift som finns tillganglig avseende 2021 baseras pa en annan matmetod och enligt denna var
nivan 87 procent detta ar.

Eftersom minimiléneskydd genom kollektivavtal framst ar betydelsefullt for anstéllda i arbetar-
yrken har vi valt att utéver kollektivavtalstackningen for samtliga anstallda dven redovisa tack-
ningsgraden for kollektivavtal fordelat pa anstéllda i arbetaryrken respektive i tjanstemanna-
yrken. Bland anstéllda i arbetaryrken var kollektivavtalstackningen totalt sett 92 procent bade
2022 och 2023 (tabell 2.2). Bland anstillda i tjanstemannayrken var tackningsgraden totalt sett
84 procent bade 2022 och 2023 (tabell 2.3).

For samtliga anstallda redovisas uppgifter fordelat pa kén, aldersgrupp, foretagsstorlek och
bransch. Pa branschniva bedémer vi att nagra av uppgifterna ar sa osékra att man bor anvanda
dem med forsiktighet. De skattningar det galler har markerats genom att de ar satta inom paren-
tes. FOr tabellerna som avser anstéllda i arbetaryrken respektive i tjanstemannayrken redovisas
uppgifter enbart fordelat pa kon, aldersgrupp och foretagsstorlek. Eftersom redovisningsgrupp-
erna blir mindre med denna uppdelning och osdkerheten i skattningarna darmed 6kar nagot har
vi bedémt att uppgifter uppdelat pa bransch inte kan redovisas ndr materialet fordelas pa
anstdllda i arbetar- respektive tjanstemannayrken. Bland anstallda i arbetaryrken bedémer vi att
skattningen for de minsta foretagen ar sa osdker att den bér anvandas med forsiktighet. Darut-
over framgar det genomgaende av redovisningen hur stora redovisningsgrupperna ar och hur
breda konfidensintervall respektive skattning har. Se dven punkt 27 i kapitel 1.

Tackningsgraden for kollektivavtal ar hégre bland kvinnor @n bland man. En viktig forklaring till
denna skillnad ar att andelen som arbetar inom offentlig sektor ar hogre bland kvinnor &n bland
man. | offentlig sektor &r kollektivavtalstackningen 100 procent. 2023 var skillnaden mellan kvin-
nor och man 6 procentenheter bland samtliga och 4 procentenheter bland anstallda i arbetar-
yrken. Bland anstallda i tjanstemannayrken var tackningsgraden for kollektivavtal 8 procenten-
heter hogre for kvinnor &n fér man 2023.

| de minsta foretagen (1-9 anstallda) ar kollektivavtalstackningen betydligt lagre &n bland an-
stallda i storre organisationer. 44 procent av samtliga anstallda i sa kallade mikroféretag arbetade
under 2023 pa arbetsplatser med kollektivavtal. Bland de storsta organisationerna var tacknings-
graden 99 procent bade 2022 och 2023. Bland anstallda i arbetaryrken omfattades 58 procent av
de anstéllda i mikroforetag av kollektivavtal och bland anstéllda i tjanstemannayrken var mot-
svarande andel 30 procent. Samtidigt ar det relativt fa som arbetar i de minsta féretagen,
omkring en tiondel av de anstéllda arbetar i ett mikroforetag.

NIVAN PA OCH UTVECKLINGEN AV KOLLEKTIVAVTALSTACKNING | SVERIGE 2022 OCH 2023



Skillnaderna i tackningsgrad (se tabell 2.1 nedan) kan sannolikt delvis forklaras av de skillnader i
organisationsstorlek som finns mellan olika branscher. Inom Jordbruk m.m. (A) arbetade halften
av de anstallda 2023 i féretag med 1-9 anstallda. 80 procent arbetade i féretag med 1-49 an-
stallda. Motsvarigheten for hela arbetsmarknaden var 11 respektive 27 procent. | branscherna
Juridik m.m. (M) och Kultur m.m. (R, S) finns ocksa en éverrepresentation av anstallda i mindre
organisationer. For branschen Information m.m. (J) finns dock inte denna Gverrepresentation av
anstallda i mindre organisationer. Men i likhet med branscherna Juridik m.m. (M) och Kultur
m.m. (R, S) ar det en betydande majoritet av de anstéallda som arbetar i tjanstemannayrken.

TABELL 2.1 Nivan pa och utvecklingen av kollektivavtalstiackning i Sverige 2022
och 2023, samtliga anstallda
Antal +/- Kollektiv- +/-
anstdllda avtalstdck-
totalt, 1000- =~ 1000-tal ' ping gndelj = Procent-
tal % enheter
2022
Samtliga 18-66 dr 4492 43 88 0,7
Kén:
Mén 2288 34 85 1,0
Kvinnor 2204 24 90 0,6
Alder:
18-29 933 20 87 1,1
30-39 1091 17 86 1,0
40-49 1026 16 87 1,0
50-59 1033 15 89 1,0
60-66 409 8 91 1,2
Féretagsstorlek:
Mikro 1-9 anstallda 476 27 43 4,1
Smé 10-49 anstéllda 713 34 76 3,0
Medelstora 50-249 anstallda 708 32 88 1,8
Stora minst 250 anstallda 2 596 21 99 0,2
Bransch:
A Jordbruk, skogsbruk och fiske 32 2 (69) 7.1
B-E Industri 565 7 95 0,8
F Byggverksamhet 291 20 90 3,7
G Handel 531 21 83 3,3
H Transport och magasinering 197 11 92 3,4
| Hotell- och restaurangverksamhet 166 17 (80) 6,7
J Information & kommunikation 209 9 54 4,5
K Finans och férsakring 100 7 74 4,2
L, N Fastighet, uthyrning 346 11 83 2,6
M Juridik, ekonomi, vetenskap & teknik 275 9 57 2,9
O Offentlig forvaltning* 274 - 100 -
P Utbildning 497 7 99 0,7
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Antal +/- Kollektiv- +/-

anstdllda avtalstdck-
totalt, 1000- =~ 1000-tal ' ping gndelj = Procent-
tal % enheter
Q Vard & omsorg, sociala tjanster 811 11 98 0,6
R, S Kultur, annan service 198 6 85 2,4
2023
Samtliga 18- 68 dr 4612 62 88 0,7
Kén:
Mén 2348 45 85 1,0
Kvinnor 2 265 29 91 0,7
Alder:
18-29 938 38 87 1,5
30-39 1131 19 86 1,0
40-49 1027 15 88 1,0
50-59 1049 17 89 0,9
60-68 467 10 91 1,2
Foretagsstorlek:
Mikro 1-9 anstallda 489 26 44 4,2
Sma 10-49 anstallda 736 31 77 3.2
Medelstora 50-249 anstillda 722 55 90 1,6
Stora minst 250 anstallda 2 666 27 99 0,2
Bransch:
A Jordbruk, skogsbruk och fiske 32 3 (77) 6,3
B-E Industri 570 8 95 0,7
F Byggverksamhet 321 17 88 4.8
G Handel 523 21 83 3,7
H Transport och magasinering 204 19 91 4.2
| Hotell- och restaurangverksamhet 181 36 (86) 8,1
J Information & kommunikation 218 10 53 4,3
K Finans och férsakring 102 4 76 3,0
L, N Fastighet, uthyrning 356 32 88 2,5
M Juridik, ekonomi, vetenskap & teknik 292 10 58 3,0
O Offentlig forvaltning* 316 - 100 -
P Utbildning 501 6 98 0,7
Q Vard & omsorg, sociala tjanster 834 10 98 0,7
R, S Kultur, annan service 164 7 83 2,8

+/- = Konfidensintervall procentenheter (95%). Vardet visar vad som skall laggas/dras ifran punktskattningen for
att skapa konfidensintervallet.

Skattning inom parentes ar osaker och bér anvandas med forsiktighet.

* Da tackningsgraden dr 100 procent i Offentlig férvaltning (O) har fragan om férekomst av kollektivavtal inte
stallts till arbetsgivare inom denna bransch.

Kalla: Lonestrukturstatistiken
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Aven om det inte &r mojligt att redovisa uppgifter pa tiackningsgraden fér kollektivavtal férdelat
pa branschniva for arbetar- respektive tjdnstemannayrken ar det relevant att se hur de tva kate-
gorierna fordelar sig mellan olika branscher. Av de totalt 32 000 anstallda i branschen Jordbruk
m.m. (A) var 26 000, eller drygt 80 procent, anstallda i arbetaryrken 2023. Inom Information m.m.
(J) var cirka 4 000 av totalt 218 000 (strax under 2 procent) anstallda i arbetaryrken under samma
ar. Inom Finans m.m. (K) var andelen som var anstallda inom arbetaryrken dnnu lagre, endast
omkring 1 000 av de totalt 102 000 anstallda i branschen aterfanns i arbetaryrken. Omkring

20 000 (knappt 7 procent) av de totalt 292 000 anstallda i branschen Juridik m.m. (M) 2023 var
anstallda i arbetaryrken. Detta innebar att det med undantag for Jordbruk m.m. (A) ar en liten
andel av de anstallda i de branscher som har en relativt sett ldgre tackningsgrad som &r anstallda
i arbetaryrken. Det handlar om totalt cirka 25 000 individer, eller omkring 1 procent av alla
anstallda i arbetaryrken som befinner sig i nagon av branscherna Information m.m. (J), Finans
m.m. (K) eller Juridik m.m. (M).
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TABELL 2.2 Nivan pa och utvecklingen av kollektivavtalstiackning i Sverige 2022
och 2023, anstillda i arbetaryrken

Antal anstdllda +/- Kollektivavtals- +/-
i arbetaryrken, 1 000- tdckning bland Procent-
1 000-tal tal anstdllda i enheter
arbetaryrken, andel i
procent
2022
Samtliga 18-66 dr 2128 37 92 0,9
Koén:
Mén 1192 29 91 1,3
Kvinnor 936 18 94 1,0
Alder:
18-29 615 19 92 1,3
30-39 477 13 92 1,4
40-49 404 13 92 1,5
50-59 439 12 92 1,6
60-66 193 7 94 1,9
Féretagsstorlek:
Mikro 1-9 anstillda 252 23 (56) 5,9
Smé 10-49 anstéllda 396 29 89 3,3
Medelstora 50-249 anstéllda 346 23 97 13
Stora minst 250 anstallda 1134 14 100 0,1
2023
Samtliga 18-68 dr 2167 55 92 1,1
Kon:
Mén 1214 39 91 1,5
Kvinnor 954 25 95 1,1
Alder:
18-29 622 35 91 2,0
30-39 487 15 92 1,4
40-49 404 12 93 1,5
50-59 435 12 94 1,2
60-68 219 8 94 1,8
Féretagsstorlek:
Mikro 1-9 anstillda 251 21 (58) 6,1
Smé 10-49 anstéllda 402 27 87 41
Medelstora 50-249 anstallda 355 47 98 0,9
Stora minst 250 anstallda 1159 20 100 0,3

+/- = Konfidensintervall procentenheter (95%). Vardet visar vad som skall laggas/dras ifran punktskattningen for
att skapa konfidensintervallet.

Skattning inom parentes ar osaker och bor anvandas med forsiktighet.

Kélla: Lonestrukturstatistiken
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TABELL 2.3 Nivan pa och utvecklingen av kollektivavtalstiackning i Sverige 2022
och 2023, anstallda i tjanstemannayrken

Antal anstdllda i +/- Kollektivavtals- +/-
tjdinstemanna- 1 000- tdckning bland Procent-
yrken, 1 000-tal tal anstdllda i tjdnste- enheter
mannayrken, andel i
%
2022
Samtliga 18-66 dr 2364 28 84 0,9
Koén:
Mén 1096 19 78 1,3
Kvinnor 1268 16 88 0,8
Alder:
18-29 318 9 79 1,9
30-39 614 11 81 1,3
40-49 621 10 84 1,2
50-59 595 10 86 11
60-66 216 5 88 1,6
Féretagsstorlek:
Mikro 1-9 anstillda 223 15 28 3,4
Sma 10-49 anstallda 317 18 60 4,2
Medelstora 50-249 anstéllda 362 18 80 2,7
Stora minst 250 anstillda 1462 14 98 0,4
2023
Samtliga 18-68 dr 2445 30 84 0,9
Kon:
Mén 1134 21 80 13
Kvinnor 1311 16 88 0,8
Alder:
18-29 316 9 81 1,6
30-39 644 12 82 1,3
40-49 623 11 85 1,2
50-59 614 11 86 1,2
60-68 249 6 88 1,5
Féretagsstorlek:
Mikro 1-9 anstéllda 238 16 30 4,1
Smé 10-49 anstéllda 334 20 64 3,9
Medelstora 50-249 anstallda 366 19 82 2,6
Stora minst 250 anstallda 1507 13 98 0,4

+/- = Konfidensintervall procentenheter (95%). Vardet visar vad som skall laggas/dras ifran punktskattningen for
att skapa konfidensintervallet.

Skattning inom parentes ar osaker och bor anvandas med forsiktighet.

Kélla: Lonestrukturstatistiken
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Enligt registerdata som omfattar samtliga féretag och organisationer (Statistikmyndigheten SCB:s
BAS arsdata avseende 2023) fanns det totalt, inklusive dgare i eget aktiebolag, strax 6ver fem
miljoner anstallda i Sverige 2023. Drygt 160 000 av dessa var anstallda i foretag dar samtliga syss-
elsatta antingen var gemensamma dgare eller anstdllda med sldktskap med minst en dgare i
féretaget. Aven om dessa féretag inte dr formellt férhindrade att teckna kollektivavtal ar det
mycket ovanligt att de goér det. Som andel av samtliga anstéllda utgor de en liten del (cirka

3 procent), men i och med att nastan alla av dem arbetar i de minsta foretagen med 1-9 anstall-
da utgodr de ndstan 25 procent av de anstdllda i denna kategori. Detta ar en delforklaring till den
vasentligt lagre tackningsgraden for kollektivavtal bland de minsta foretagen jamfort med bland
storre foretag. Dessa foretag ar ocksa Overrepresenterade i de branscher som har lagst kollektiv-
avtalstackning, som Jordbruk m.m. (A), Information m.m. (J) Juridik m.m. (M). Det bér noteras att
uppgifterna i registerdata inte ar fullt ut jamforbara med Lonestrukturstatistiken eftersom de
avser ett bredare aldersspann av anstallda (15—74 ar) och att det ar oklart hur manga av dessa
foretag som svarar pa enkaten i Lonestrukturstatistiken. Se dven punkt 30 i kapitel 1.
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3 Lagsta loner i kollektivavtal som
omfattar lagavlonade

Sverige ingar i Eurofounds databas for kollektivavtalade ldgstaloner som omfattar ldgavionade.
Redovisningen av uppgifter avseende artikel 10.2.c.i. baseras dock pa en modell fér redovisning
som inte ar kopplad till Eurofounds urval och metod.

Direktivets 6vergripande syfte uppfylls i Sverige genom den svenska modellen fér [6nebildning
och det utfall som modellen resulterar i. Skyddet som modellen ger harror alltsa inte fran nagra
lagstaloner som sadana. Det ar frdga om en i allt vasentligt kollektiv modell som bér utvérderas
med l6onestatistik som omfattar alla anstallda. Den mangfacetterade I6nebildningsmodellen (se
punkt 17-20 i kapitel 1), gor ocksa att en redovisning av lagstanivaer i kollektivavtal, utan en
koppling till den faktiska betydelsen av dem, inte skulle utgdra en meningsfull redovisning i
forhallande till direktivets syfte.

Ett skal till att vi har valt att utarbeta en egen redovisningsmodell ar att vi med var I6nestatistik
har mgjlighet att redovisa en uppskattning av hur manga som omfattas av de lagsta I6nerna i
kollektivavtal, nagot som inte ar mojligt att astadkomma med Eurofounds databas.

Ett annat skal ar att |dgstaloner i Sverige ar specifika for enskilda avtal och branscher. Mangfalden
av losningar for de ldgsta I6nerna och den anpassning till de unika forutsattningarna i de olika
branscherna som gors i olika avtal ar en viktig podng med den modell for minimiloneskydd som
finns i Sverige. Det ar darfor inte forenligt med var arbetsmarknadsmodell att exempelvis redo-
visa ett genomsnittligt ‘I6negolv’.

Eftersom variabeln om forekomst av kollektivavtal i I6nestrukturstatistiken inte behovs for
redovisningen i denna del dr det mojligt att redovisa uppgifter for aren 2021, 2022 och 2023.

For att studera I6neférhallanden och de lagsta I6nenivaer som faststalls i kollektivavtal for
anstallda i den lagre delen av I6neférdelningen har vi utgatt fran féljande modell, dar den
officiella I6nestatistiken utgor grundpelaren.
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10.

11.

12.

FIGUR 3.1 Redovisningsmodellen

3 4. Andel som
peribﬁgﬁl\ed Dominerande Igrggftztltc")ar?earri
grundléni 2.Urvalav ngr\?;alspicen det
forsta decilen naringsgrenar tl"g % VA dominerande
per samt (?gtst aniv avtaleti
idetta -
naringsgren identifieras respektive

naringsgren

Utifran de faktiska loneférhallandena har fem branscher pa avdelningsniva (section pa engelska)
enligt NACE rev. 2 valts ut: Vard m.m. (Q), Detaljhandel m.m. (G), Uthyrning m.m. (N), Hotell- och
restaurangverksamhet (I) samt Utbildning (P).

Dessa branscher star for cirka 85 procent av alla anstallda i forsta decilen enligt I6nestruktur-
statistiken (heltidsekvivalent grundlon). Det ar viktigt att notera att metoden inte syftar till att
identifiera laglonebranscher. Urvalet har baserats pa antalet, och inte andelen, anstéllda med l6n
i den forsta decilen. Det innebar att en stor bransch har stérre sannolikhet att komma med i ur-
valet jamfort med en mindre bransch som har en lika stor andel anstéllda som befinner sig i den

forsta decilen i loneférdelningen.

Den tionde percentilen (6vre gransen for forsta decilen) motsvarade 2023 en 16n pa 24 500 kro-
nor i manaden. Som jamforelse motsvarade 60 procent av medianlonen samma ar en 16n pa

20 400 kronor, och 50 procent av medellénen var 19 950 kronor. 67 procent av medianlénen var
22 780 kronor. Samtliga nivaer avser heltidsekvivalent grundlén och aldrarna 18—68 ar.

| ndsta steg har det mest representativa avtalet inom respektive bransch pa avdelningsniva valts
ut med hjalp av information om yrkesomraden inom de storsta branscherna pa huvudgruppsniva,
ibland kallat tvasifferniva (division pa engelska). Urvalsprincipen har varit att identifiera det
avtalsomrade som dels omfattar flest/manga anstéllda med I6ner i den lagsta decilen, dels &r
representativt i fraga om lagsta I6neniva i avtal inom de branscher pa huvudgruppsniva som finns
i respektive bransch pa avdelningsniva. Alla avtalen i urvalet omfattar anstallda i arbetaryrken.
For Vard m.m. (Q) samt for Utbildning (P) har samma avtal valts ut. Avtalet, som ar det storsta pa
svensk arbetsmarknad, omfattar en halv miljon anstallda i kommuner, regioner och kommunala

foretag.

For respektive avtal har sedan den lagstalon som géller for en tjugoarig anstalld identifierats.
Denna alder har valts som definition av en vuxen arbetstagare da det ar vid den alder som unga i
allménhet avslutar sina gymnasiestudier. Mycket fa bland de anstéllda som &r yngre har arbete

som huvudsysselsattning.

| steg 4 analyseras hur manga i respektive naringsgren som har en grundlon som ligger i inter-
vallet 95-105 procent av den avtalade lagstalon som har valts ut for respektive naringsgren.
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13.

14.

15.

Detta uppfyller direktivets krav pa att redovisa hur manga som “omfattas av dem” tolkat som
andelen som omfattas av de lagsta |6nerna i kollektivavtal. Vi har darutdver valt att redovisa
andelen som har en 16n som ar 6ver 105 procent av ldgstalonen i respektive naringsgren.

Savil framtagandet av redovisningsmodellen som urvalet av avtal har gjorts i ndra samverkan
med arbetsmarknadens parter for att sakerstalla att redovisningen ger en rattvisande och repre-
sentativ bild av férhallandena pa svensk arbetsmarknad.

For samtliga redovisningsar ar konfidensintervallet for skattningen géllande Hotell- och
restaurangverksamhet (1) omkring eller 6ver 10 procentenheter. Vi har darfér markerat dessa
skattningar som osakra.

TABELL 3.1 Lagstaloner i kollektivavtal samt andelen arbetstagare som omfattas
av dem, 20-66 ar (2021 och 2022) respektive 20-68 ar (2023)

Ldgstalon i Andel i Ionestatistiken vars grundlIén dr
Kollektivavtal | 95-105%  +/-  >105%av  +/-
or £U-dring, av lagstalon lagstalon
kronor
2021
Q Vard och omsorg; sociala tjanster 19 550* 2% 0,05 98% 0,05
G Detaljhandel utom med 22 511* 12% 1,61 85% 1,99
motorfordon och
motorcyklar
N Uthyrning, fastighetsservice, 21 662 9% 1,58 83% 2,49
resetjanster och andra stodtjanster
| Hotell- och restaurangverksamhet 22 548* (31%) 4,87 (67%) 5,08
P Utbildning 19 550* 1% 0,17 99% 0,17
2022
Q Vard och omsorg; sociala tjanster 19 940 3% 0,16 97% 0,19
G Detaljhandel utom med 23033 12% 1,26 86% 1,44
motorfordon och
motorcyklar
N Uthyrning, fastighetsservice, 22 229 9% 1,38 87% 1,77
resetjanster och andra stodtjanster
| Hotell- och restaurangverksamhet 23 007 (28%) 4,69 (66%) 5,37
P Utbildning 19 940 1% 0,17 99% 0,17
2023
Q Vard och omsorg; sociala tjanster 20220 2% 0,12 98% 0,13
G Detaljhandel utom med 24 258 12% 1,24 85% 1,37
motorfordon och
motorcyklar
N Uthyrning, fastighetsservice, 23 444 11% 1,28 83% 1,61
resetjanster och andra stodtjanster
| Hotell- och restaurangverksamhet 24 207 (31%) 7,77 (66%) 8,27
P Utbildning 20 220 1% 0,13 99% 0,14

+/- = Konfidensintervall procentenheter (95%). Vardet visar vad som skall laggas/dras ifran punktskattningen for
att skapa konfidensintervallet. Skattning inom parentes &ar osdker och bor anvandas med forsiktighet.
* 2020 ars niva.

Kalla: Lonestrukturstatistiken samt Medlingsinstitutet

| redovisningen av andelen som omfattas av lagstaloner i kollektivavtal ingar samtliga anstallda
fran 20 ar och aldre inom respektive naringsgren oavsett om de omfattas av det aktuella kollek-
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16.

17.

18.

19.

20.

tivavtalet eller inte. Det innebar att anstallda som omfattas av andra kollektivavtal och dven
anstallda som inte omfattas av kollektivavtal ingar. Det ar utfallet for modellen for samtliga inom
den aktuella branschen som enligt oss ar relevant att redovisa, se dven punkt 2 ovan.

Mot bakgrund av den svenska arbetsmarknadsmodellens praxis och sardrag ar det bara mojligt
att redovisa uppgifter uppdelade per bransch.

Inom Detaljhandel m.m. (G) och Uthyrning m.m. (N) ar det en storre andel bland kvinnorna som
har en 16n i niva med lagstalonen jamfort med bland mannen. 2023 var andelen som omfattades
av lagstalonen i bada branscherna omkring 15 procent bland kvinnorna jamfért med omkring

9 procent bland méannen. Inom Vard m.m. (Q), Hotell- och restaurangverksamhet (I) och Utbild-
ning (P) ar skillnaderna mellan kénen sma nar det galler andelen som omfattas av lagstalonen. |
samtliga branscher dr andelen som omfattas av lagstalénen hogre i den yngsta aldersgruppen
(20-29 ar) jamfort med aldre aldersgrupper. Nivaerna skiljer sig dock mellan olika branscher.
Inom till exempel Utbildning (P) var andelen 2023 5 procent bland 20-29-aringar jamfort med
0,5 procent bland 30-39-aringar. Inom Detaljhandel m.m. (G) var motsvarande andelar 33 res-
pektive 6 procent.

Da redovisningen avser ett urval av avtal och eftersom avtalsomraden och branscher inte helt
stammer Overens ar det uppskattningar som redovisas.

Pa grund av Covid-19-pandemin prolongerades manga kollektivavtal pa svensk arbetsmarknad.
Det gor att alla lagstlonenivaer utom en som redovisas i tabell 3.1 avseende 2021 ar |6nenivaer
som avser 2020.

Genom att subtrahera summan av de som har en [6n som &ar i niva med lagstalénen och de som
har en 16n som ligger over lagstalonen fran 100 gar det att se hur stor andel som har en [6n som
understiger 95 procent av den avtalade lagstalénen inom respektive bransch. Att det férekom-

mer l6ner som understiger ldgstalénen i de kollektivavtal som valts ut kan bero pa olika saker:

e Individen omfattas av ett annat kollektivavtal.

e Individen omfattas av en annan niva i kollektivavtalet an den som valts ut.

e Individen omfattas inte av kollektivavtal.

e Lonerevisionen ar inte genomford vid mattillfallet.

e Individen fyller 20 ar mellan I6nerevisionen och mattillfallet.

e Det kan vara fel i inrapporteringen till Idnestatistiken, exempelvis missforstand om
arbetsmarknadsstod, larlingar etcetera.

o Kollektivavtalet tillampas inte som det ar tankt.

LAGSTA LONER | KOLLEKTIVAVTAL SOM OMFATTAR LAGAVLONADE
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4 Nivan pa de [6ner som betalas till
arbetstagare som inte omfattas av
kollektivavtal samt dess forhallande
till nivan pa de loner som betalas till
arbetstagare som omfattas av
kollektivavtal

Medianlonen for arbetstagare som omfattas av kollektivavtal ar totalt sett nagot lagre dn mot-
svarande for arbetstagare som inte omfattas av kollektivavtal. 2023 var medianlénen fér samtliga
anstallda med kollektivavtal 35 300 kronor. Fér samtliga anstallda utan kollektivavtal var den

39 500 kronor. Detta beror pa att I6nenivan for vissa tjanstemannagrupper ar hogre for tjanste-
man utan kollektivavtal jamfort med I6nenivan for dem som har kollektivavtal. Att [6nenivan for
vissa tjansteman utan kollektivavtal ar hogre an for dem med kollektivavtal kan bero pa att det i
deras 16n ofta inkluderas belopp som annars finns i kollektivavtalen, sdsom exempelvis pensions-
och férsakringspremier. Det ar dessutom mycket fa i tjanstemannayrken som har en I6neniva
som ar relevant i minimilonedirektivets perspektiv. Det gor att medianlénen for samtliga arbets-
tagare inte ger en rattvisande bild av forhallandena. Vi har darfor valt att nar det géller uppdel-
ningen av statistiken redovisa I6nenivan for anstallda i arbetaryrken. 2023 var medianlénen for
anstallda i arbetaryrken med kollektivavtal 30 900 kronor. For anstallda i arbetaryrken utan
kollektivavtal var den 29 100 kronor.

Figur 4.1 visar att I6nen for anstallda i saval tjanstemanna- som arbetaryrken i lagre l6neldgen ar
nagot hogre for dem som har kollektivavtal jamfort med dem som inte har det. Figur 4.2 visar att
en stor del av de som aterfinns i de I6neldagen som ar relevanta i direktivets perspektiv ar anstall-
da i arbetaryrken. | antal handlar det om 464 000 anstallda som 2023 hade en |6n under eller i
niva med den forsta decilen (10:e percentilen). 376 000 av dessa var anstallda i arbetaryrken och
88 000 var anstallda i tjanstemannayrken.
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FIGUR 4.1 Loner for dem som inte omfattas av kollektivavtal jamfért med
I6nerna for dem som omfattas av kollektivavtal vid percentil 5,
10, 20, 30 och 50
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Kalla: Lonestrukturstatistiken

FIGUR 4.2 Andel anstillda i percentilintervall
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Redovisningen avser manadslon uppraknad till heltid dér grundldn och fasta och rorliga tillagg,
som exempelvis skifttillagg och ersattning for obekvam arbetstid, ingar. Manadslon &r det [6ne-
begrepp som narmast motsvarar den |6n som betalas till arbetstagare. Eftersom det kan finnas
systematiska skillnader mellan arbetstagare som omfattas av kollektivavtal och arbetstagare som
inte gor det vad galler férekomsten av exempelvis fasta tillagg och rérliga Ionedelar menar vi att
det dven av den anledningen ar mest relevant att anvanda manadslon i denna del av redovis-
ningen.

I den totala ersattningen till arbetstagare ingar utéver utbetald [6n dven formaner som inte syns i
[6nestatistiken, som kollektivavtalade forsdkringar och andra avtalade férmaner. Arbetstagare
som omfattas av kollektivavtal har alltid kollektivavtalade forsakringar. Det finns dven andra for-
maner som féljer av avtal. Nar det géller arbetstagare som inte omfattas av kollektivavtal kan de i
vissa fall omfattas av forsakringar som har tecknats av arbetsgivaren fér de anstalldas rdakning. De
kan ocksa ha tillgang till andra férmaner som inte ingar i I6nestatistiken. Eftersom det inte gar att
veta i vilken omfattning anstéallda som inte omfattas av kollektivavtal har tillgang till dessa forma-
ner ar l6nenivaerna for dem som omfattas av kollektivavtal inte fullt ut jamférbara med I6neniva-
erna for dem som inte omfattas av kollektivavtal.

| tabell 4.1 redovisas I6nenivan for arbetstagare i arbetaryrken som inte omfattas av kollektivav-
tal samt hur denna niva férhaller sig till Ionenivan for arbetstagare i arbetaryrken som omfattas
av kollektivavtal. Arbetstagare i arbetaryrken som inte omfattas kollektivavtal har i genomsnitt en
nagot lagre 16n an de som omfattas av kollektivavtal. Skillnaden tycks vara nagot stérre bland
kvinnor an bland man.

Statistiken redovisas fordelat pa kon, alder och féretagsstorlek. Uppgifter finns endast tillgangliga
for aren 2022 och 2023, se dven punkt 33 i kapitel 1.

Eftersom en majoritet av arbetstagarna i Sverige omfattas av kollektivavtal ar urvalet arbets-
tagare i undersokningen som inte omfattas av kollektivavtal for litet for att det ska ga att redovisa
tillforlitliga skattningar fordelat pa bransch. Den basta uppskattningen ar darmed att det inte
finns nagra skillnader pa branschniva vad géller nivan pa Iéner mellan arbetstagare som inte om-
fattas av kollektivavtal och arbetstagare som omfattas av kollektivavtal.

Nar materialet delas upp pa alder respektive féretagsstorlek ar skillnaden i flera fall sa pass liten
att slutsatsen ar att det inte finns nagon skillnad mellan de som inte omfattas och de som omfat-
tas av kollektivavtal. Skattningarna for nedbrytningarna pa den &ldsta aldersgruppen samt de
storsta foretagen far dessutom betraktas som osakra pa grund av att det finns fa arbetstagare i
dessa kategorier som saknar kollektivavtal.
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TABELL 4.1 Loner for dem som inte omfattas av kollektivavtal, anstallda i
arbetaryrken, 2022 och 2023
Antal utan +/- 1000- Madnadslén (median) i Dess forhdllande till
kollektiv- tal kronor fér dem som motsvarande I6n for
avtal, inte omfattas av dem som omfattas av
1 000-tal kollektivavtal kollektivavtal, andel i
procent
2022
Samtliga 18-66 dr 169 21 27 000 91*
Koén:
Mén 110 16 28 700 93*
Kvinnor 59 10 25100 88*
Alder:
18-29 50 9 25100 90*
30-39 40 7 28 600 96*
40-49 32 6 28 400 94
50-59 35 8 27 900 90*
60-66 13 4 26 900 87*
Foretagsstorlek:
Mikro 1-9 anstéllda 111 17 27 200 92*
Smé 10-49 anstillda 45 13 26 000 87*
Medelstora 50-249 12 4 27 700 93
anstallda
Stora minst 250 anstallda 1 1 26 300 89*
2023
Samtliga 18-68 dr 168 24 29100 94*
Kon:
Mén 116 18 30 100 93*
Kvinnor 53 11 26 700 91*
Alder:
18-29 58 13 27 000 93*
30-39 39 7 30 000 97
40-49 30 7 30 500 97
50-59 27 6 31800 99
60-68 14 4 27 500 86*
Féretagsstorlek:
Mikro 1-9 anstéllda 106 17 29 600 95
Smé 10-49 anstallda 52 17 28 900 92*
Medelstora 50-249 7 3 30 800 99
anstallda
Stora minst 250 anstallda 4 3 21 700 (71%)

+/- = Konfidensintervall procentenheter (95%). Vardet visar vad som skall laggas/dras ifran punktskattningen for
att skapa konfidensintervallet.

* Lonenivan for anstallda som inte omfattas av kollektivavtal ar signifikant (med 95 procents sannolikhet) skild
fran I6nenivan fér dem som omfattas av kollektivavtal.

Kalla: Lonestrukturstatistiken
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1 Woage formation and ‘minimum
wages’ in Sweden

The EU Minimum Wage Directive is based on and reflects the fact that the labour market models
and wage formation systems in EU countries differ from one another. Sweden is one of the
countries in which wage formation is based on collective agreements between the social part-
ners. In this reporting, the term ‘social partners’ refers exclusively to trade unions and employers’
organisations. To put the information presented in sections 2—4 into context, this introductory
chapter of the reporting provides an overview of the wage formation model in Sweden. Only the
general basic structures and main features of the regulatory and collective bargaining system are
described.

Brief overview of the labour market model

Sweden has basic social security legislation governing employment security, working hours,
annual leave, the working environment, etc. In addition, the terms of employment in the Swedish
labour market have always been agreed primarily by the social partners and regulated in collect-
ive agreements. To make it easier for the parties to take responsibility for these issues and to
promote the conclusion of collective agreements, there are provisions governing how the parties
should relate to each other. These include statutory provisions on the right to organise and
collective bargaining, the use of industrial action, dispute resolution, mediation, etc. During
development of the statutory system, the agreements reached by the social partners were taken
into consideration, and the system and the agreements mutually influenced each other. The legi-
slation is thus supplemented by a very comprehensive body of collective agreements in which the
parties themselves have agreed, at both the confederational level and the industry level, on rules
for collective bargaining, industrial action and dispute resolution. Labour law legislation is mainly
civil law. It is the social partners who ensure compliance with the rules; there is no ‘labour law
authority’ in Sweden. Non-compliance with labour law and collective agreements is ultimately
reviewed by the Labour Court, which is a special court responsible for reviewing labour law
disputes.

Labour law legislation is also designed to create incentives for the social partners to negotiate
and conclude collective agreements. This is achieved by making it possible to waive or override
large parts of the legislation through provisions in the collective agreements. This approach
makes it possible to adapt the statutory provisions to changing conditions in different industries
and to the needs of different organisations. In some cases, this possibility to waive or override
labour law legislation through the collective agreements is limited so that the protection and
rights of individual employees are not unduly restricted. The model is based on a fundamental
trust on the part of legislators in the ability of the social partners to negotiate appropriate
solutions that balance conflicting interests.

In collective bargaining, parties at the industry level negotiate the terms of employment that will
apply in the relevant industries during the coming agreement period. In some cases, pressure
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tactics, such as industrial action, may be used or mediation may be required. In the collective
bargaining, the social partners evaluate various changes in terms and conditions and weigh them
against each other, without any state intervention.

In the Swedish labour market, wage formation, including lowest pay rates and various types of
remuneration, are matters to be negotiated between the social partners and regulated in
collective agreements between them. There is no legislation on wages, but there is some
mandatory legislation that has an impact on wage setting. This consists of statutory provisions
aimed at preventing wage setting that is discriminatory on grounds such as gender or that
constitutes unfair treatment of, for example, parents on parental leave.

Prerequisites for the model

A prerequisite for a model in which wages and other employment conditions are determined
through collective agreements is that the agreements cover a vast majority of the labour market.
The collective bargaining coverage rate, described in more detail in Chapter 2 has remained
essentially unchanged in Sweden for a very long time, despite restructuring of the labour market
and the emergence of new industries. The coverage rate is maintained not least by a high level of
employers’ organisation affiliation among employers and the principle that a collective agree-
ment is to apply to everyone in the organisation covered by the agreement, regardless of
whether the individual employee is a member of the trade union that concluded the collective
agreement or not. Another factor contributing to the high coverage rate is the so-called appli-
cation agreements, through which individual employers who are not members of an employers’
organisation adhere to the industry-level collective agreement. Trade unions can use tactics such
as industrial action to pressure employers who are not bound by collective agreement to sign
collective agreements.

For the system to work and be widely accepted, there must be a high unionisation rate among
the employees. Although this was higher in the early 2000s, it has stabilised for several years at a
level that remains high by international standards for the labour market as a whole. Sweden has
the second highest unionisation rate in the OECD.

How is collective bargaining for new wage and working condition agreements
conducted?

Collective bargaining on wages and working conditions is conducted at the national level by
employers’ organisations and trade unions. The collective bargaining results in national collective
agreements for each industry or sub-industry, referred to as central collective agreements. In
some cases, an individual employer will enter into a separate collective agreement with a trade
union at the central level, for example when there is no applicable industry-specific agreement
for the business the company conducts. Collective agreements usually have a term ranging from
one to three years. Some agreements are valid until further notice. Each agreement area has
established procedures for terminating and renegotiating agreements.

There has long been significant coordination among the employers’ organisations and among the
trade unions on issues relating to wage increase rates. There is also a significant consensus
among the social partners on the wage-setting role of the internationally competitive sector.
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The Swedish National Mediation Office is the government agency responsible for mediating any
disputes over new collective agreements that may arise between the parties. The Office may
decide to mediate if the parties agree to this or if there is a risk of industrial action. According to
its instructions, the Swedish National Mediation Office is to preserve and maintain the consensus
that exists in the labour market regarding the wage-setting role of the internationally competitive
sector, but has no power to impose agreements on the parties that they do not want. The signing
of collective agreements requires the acceptance of the parties concerned. The parties may also
agree on mediation under their own auspices, which is done, for example, within the
manufacturing industry.

What collective agreements does collective bargaining result in?

There are more than 600 central collective agreements in the labour market, concluded by
approximately 100 employers’ organisations and trade unions. With regard to wage conditions,
different agreements are normally concluded within an industry (or sub-industry) for blue-collar
and white-collar workers.

The employers’ organisations and trade unions in each agreement area decide whether wage
increases and their distribution among employees should be determined centrally or at the
company or workplace level. There is a wide range of agreement constructions in this respect,
and there are usually certain differences between blue-collar and white-collar groups. Put simply,
blue-collar agreements tend to be more centralised both when it comes to how much wages are
increased and how wage increases are distributed among employees. In contrast, white-collar
agreements usually give more leeway for bargaining at the company level or equivalent.

All central collective agreements contain rules on how wages are to be set in individual compa-
nies and organisations, both for new employees and during ongoing employment. These rules
and principles consistently concern the objectivity of wage setting (wages in relation to responsi-
bility, performance, etc.) and may also concern equal treatment, non-discrimination, etc.

The parties to the agreement are responsible for compliance with the collective agreements
entered into. The terms and conditions set out in the agreements are binding on the members of
the parties to the agreement. Breaches of collective agreement rules may result in both financial
and non-pecuniary damages.

How, when and where are lowest pay rates determined?

Specific lowest pay rates are determined in areas where the social parties have agreed to do so.
This can also be expressed as areas where trade unions have specifically found this to be needed.
The Swedish National Mediation Office has no information on instances where demands for the
introduction of lowest pay rates in any agreement area have led to disputes between the parties.
Disputes may instead concern matters such as the size of increases in lowest pay rates or wage
structure issues, such as changes to wage scale steps or the introduction of additional wage scale
steps. The lowest pay rates are usually set by the trade union and employer representatives in
the central collective agreements, and are therefore applicable nationwide in the industry or sub-
industry.
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Of the more than 600 central collective agreements, approximately half specify lowest pay rates.
There are fixed lowest pay rates in virtually all blue-collar worker agreements on the labour
market, but lowest pay rates can also be found in white-collar worker agreements. However,
lowest pay rates do not play as prominent a role in wage formation in these agreements as they
do in many of the blue-collar worker agreements.

What are the functions of lowest pay rates in collective agreements?

Lowest pay rates in collective agreements vary from agreement to agreement, and even within
agreements. Agreements typically contain several different lowest pay rates relating to different
categories of employees. The rates may be based on factors such as age, education, experience,
position, etc. The rates are thus often not intended to set a lower limit for wages applicable to
everyone within the agreement area, regardless of the employee’s background. The function of
lowest pay rates is to create a lower wage limit for employees in a given situation (based on age,
experience, etc.). The lowest possible level stipulated in the agreement is usually intended to
apply for a limited period of time. After a period of employment, the individual employee’s
wages are usually adjusted, partly in accordance with the various wage scale steps based on
experience or age that may be set out in the agreement, and partly in accordance with the wage
principles set out in each central collective agreement (see point 13).

Lowest pay rates are most commonly found in blue-collar worker agreements. These agreements
vary greatly in terms of how lowest pay rates are structured. In addition to age and length of
employment, position and occupational category are used as a basis for setting lowest pay rates.
It is also common to have different lowest pay rates for employees with and without vocational
training. With regard to the age criterion, it is most common for agreements to contain a pay rate
for 18-year-olds or 19-year-olds. Lower and higher age limits also occur. For lower ages, these are
levels primarily intended for extra or holiday work for students.

What is the outcome of the model?

The lowest specified pay rate in the agreements should generally be regarded as a starting wage
for an inexperienced person. An individual employee does not usually remain at the lowest pay
rate(s) in a collective agreement over time; the intention is for wages to increase in accordance
with the wage agreement’s rules and wage setting principles. However, depending on the agree-
ment area in question, at an aggregate level, a greater or lower number of employees may have
wages corresponding to the lowest pay rates set out in the collective agreement.

For this reason, the lowest pay rates in the agreements do not really reflect actual wages in many
cases. The actual wage outcome can be seen in the wage statistics. It is also clear that the levels
of wages resulting from the central collective agreements have an impact on wage setting in
companies that do not have collective agreements. See further in Chapter 4.

How are developments in the labour market monitored?

The Swedish National Mediation Office is the government agency responsible for Sweden’s
official statistics on wages and labour costs. The statistics are compiled by Statistics Sweden on
behalf of the Swedish National Mediation Office. According to the legislation on official statistics,
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such statistics must be objective and available to the public. They must be developed, compiled
and disseminated in accordance with uniform standards and harmonised methods, and in
compliance with certain quality criteria (relevance, accuracy, timeliness, etc.). The official wage
and labour cost statistics are compiled in consultation with the social partners.

Of particular importance for the data included in this reporting are the wage structure statistics
‘Lénestrukturstatistiken’ (LSS) included in the official statistics of Sweden, the purpose of which is
to provide comparable information on the wage structure in the labour market. The LSS can be
used to analyse issues relating to pay rate, wage structure and wage development. A sample
survey is conducted for the private sector, while the public sector is surveyed in its entirety. The
statistics are published in the year following the year of collection.

The reporting of collective bargaining coverage (Article 10.2) is based on the LSS. The reported
measure is part of the official statistics and is included in the OECD/AIAS ICTWSS database from
2022 onwards. The LSS are also used as a data source for reporting the requirements under
Article 10.2.c (i) and (ii).

The LSS are used to construct Eurostat’s Structure of Earnings Survey (SES) every four years.
Although the LSS are used as underlying data for SES, the two surveys differ in a number of key
respects:

e The survey for the LSS is conducted every year.

e  All parts of the labour market are included.

e The survey covers all sizes of companies.

e The LSS has a larger sample size than SES. Around 60 per cent of all employees in Sweden are
included in the LSS.

The questionnaire for the LSS asks about the existence of collective agreements without limiting
the scope to collective agreements on wages. This means that the wording of the survey question
is consistent with the definition of collective agreements and collective bargaining coverage set
out in Article 3.4 and 3.5 of the Directive and with the definition of collective agreements in ILO
Recommendation No. 91.

To ensure that the survey captures employees who are actually covered by collective agree-
ments, a follow-up question is included in the questionnaire. Employers are asked to indicate the
proportion of employees at the workplace covered by collective agreements in decile intervals.
The results show that there are relatively few cases where a workplace bound by collective
agreement has any employees who are not covered by such an agreement. For this reason, no
adjustment of the data has been made.

The LSS enables disaggregation by gender, age, company size and sector. With regard to com-
pany size and sector (industry), the possibilities for disaggregated statistics are limited in some
cases because the reporting groups are too small for the results to be accurate. There is also a
lower proportion of employees included in the sample for the survey among the smallest
companies compared with larger organisations. Each section of the reporting describes in more
detail which disaggregations of the statistics we have deemed possible and in which areas
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accurate disaggregated data has been deemed unavailable. There are no available data or
estimates that allow for disaggregation by disability.

In Sweden, there are no groups of workers whose working conditions cannot be regulated by
collective agreements (cf. Article 3.5 of the Directive). The collective agreements on which the
data on collective bargaining coverage is based refer to agreements concluded between employ-
ers’ organisations or individual employers as one party and trade unions whose purpose is to
protect the interests of workers in relation to the employer as the other (cf. Article 3.4 of the
Directive).

The LSS measures the number of jobs, not the number of employees. This means that some
employees are counted more than once, as an individual may have several different jobs during
the measurement period (cf. Article 3.5 of the Directive). In 2023, 75,600 individuals, which
represents 2.7 per cent of the people in the data, are counted more than once.

In all company-based surveys in Sweden, owners who actively work in their own limited
companies are considered employees. Limited companies in which all employees are share-
holders in the company are not formally prevented from signing collective agreements, but this
does not happen in practice. The same applies to companies in which all employees have family
ties to one or more of the shareholders. These employees are included in the calculation of
collective bargaining coverage, and also in the reporting in general. However, the effect on the
estimates at the overall level is likely to be negligible. See further in Chapter 2.

With regard to breakdown by company size, these figures are reported as an estimate based on
available data, which in practice relates to organisation size. The LSS collects data on number of
employees per company registration number. For this reason, how a company or group decides
to organise its corporate structure can sometimes result in a group being reported in the statis-
tics as several separate organisations. Since the public sector is also included in the data, not all
organisations included are companies.

The statistics include a small group for which no information on the existence of collective
agreements is available. This concerns a few thousand employees who, for this reason, are not
included in the parts of the reporting based on the variable on the existence of collective agree-

ments.

As the question on the existence of collective agreements was introduced in the LSS in 2022,
there is no fully comparable data from earlier years. The estimate for collective bargaining
coverage (Article 10.2.a) for Sweden in the OECD database is 87 per cent for 2021. As no
breakdowns are possible using the method used for the previous measure, no further data for
2021 is reported. With regard to the reporting of the level of wages paid to workers not covered
by collective agreements and its relation to the level of wages paid to workers covered by
collective agreements (Article 10.2.c.ii), it is not possible to provide any estimate for 2021.

To ensure that only accurate data and estimates are reported, a number of quality assurance
principles have been applied. An estimate is only reported when it is based on more than 100
observations, the relative standard deviation is less than 10 per cent (for wage measures) or

WAGE FORMATION AND ‘MINIMUM WAGES' IN SWEDEN



31

35.

36.

20 per cent (for number and proportion estimates), and there is no risk of identifying individual
companies or organisations. This means that, for an estimate to be reported, one organisation
may account for a maximum of 75 per cent of the total number of employees and two organisa-
tions may account for a maximum of 90 per cent of the total number of employees.

In cases where the confidence interval for an estimate exceeds ten percentage points, we consi-
der the estimate to be uncertain. This means that the estimate should be used with great caution
and should not form the basis for analyses.

This reporting has been prepared in consultation with the social partners

The obligation to report under Article 10.2 rests with the Member States. For Sweden, it is
natural that the reporting is prepared in consultation with the social partners. The Swedish
National Mediation Office has therefore worked together with representatives of the social
partners in both the private and the public sector when drafting the structure and content of this
reporting.
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2 The rate and development of

collective bargaining coverage in
Sweden 2022 and 2023

The rate of collective bargaining coverage was 88 per cent overall in both 2022 and 2023
(Table 2.1). The data available for 2021 is based on a different measurement method, which
showed a rate of 87 per cent for that year.

Since minimum wage protection through collective agreements is primarily significant for
employees in blue-collar occupations, we have chosen to report not only the collective bargain-
ing coverage for all employees, but also the coverage rate for collective agreements broken down
by employees in blue-collar occupations and white-collar occupations. Among employees in blue-
collar occupations, collective bargaining coverage was 92 per cent overall in both 2022 and 2023
(Table 2.2). Among employees in white-collar occupations, collective bargaining coverage was 84
per cent overall in both 2022 and 2023 (Table 2.3).

For all employees, information is reported broken down by gender, age group, company size and
industry. At the industry level, we consider some of the data to be so uncertain that it should be
used with caution. The estimates in question are marked by being placed in parentheses. For the
tables relating to employees in blue-collar and white-collar occupations, data is reported only
broken down by gender, age group and company size. As the reporting groups become smaller
with this breakdown and the uncertainty in the estimates thus increases slightly, we have
assessed that data disaggregated by industry cannot be reported when the material is broken
down by employees in blue-collar and white-collar occupations. Among employees in blue-collar
occupations, we consider the estimate for the smallest companies to be so uncertain that it
should be used with caution. In addition, the report consistently shows the size of the reporting
groups and the width of the confidence intervals and estimates. See also point 27 in Chapter 1.

The collective bargaining coverage rate is higher among women than among men. An important
explanation for this difference is that there is a higher proportion of women working in the public
sector compared to men. In the public sector, collective bargaining coverage is 100 per cent. In
2023, the difference between women and men was 6 percentage points among all employees,
and 4 percentage points among employees in blue-collar occupations. Among employees in
white-collar occupations, the collective bargaining coverage was 8 percentage points higher for
women than for men in 2023.

In the smallest companies (1-9 employees), collective bargaining coverage is significantly lower
than among employees in larger organisations. In 2023, 44 per cent of all employees in such com-
panies, referred to as micro enterprises, worked in workplaces with collective agreements.
Among the largest organisations, the coverage rate was 99 per cent in both 2022 and 2023.
Among employees in blue-collar occupations, 58 per cent of employees in micro enterprises were
covered by collective agreements, while the corresponding figure for employees in white-collar
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occupations was 30 per cent. At the same time, relatively few people work in the smallest
companies, with around one in ten employees working in a micro enterprise.

The difference in coverage rate (see Table 2.1 below) can probably be explained in part by the
differences in organisation size that exist between different industries. Within the category Agri-
culture, Forestry and Fishing (A), in 2023 half of employees worked in companies with 1-9
employees. 80 per cent worked in companies with 1-49 employees. The corresponding figures
for the labour market as a whole were 11 and 27 per cent, respectively. In the categories Pro-
fessional, Scientific and Technical Activities (M), Arts, Entertainment and Recreation (R) and
Other Service Activities (S), there is also an overrepresentation of employees in smaller organisa-
tions. However, in the category Information and Communication (J), there is no such overrepres-
entation of employees in smaller organisations. However, as in the categories Professional,
Scientific and Technical Activities (M), Arts, Entertainment and Recreation (R) and Other Service
Activities (S), a significant majority of employees work in white-collar occupations.

TABLE 2.1 The rate and development of collective bargaining coverage in
Sweden 2022 and 2023, all employees
Total number +/- Collective +/-
of employees Thousands bargaining Percentage
(thousands) coverage (%) points
2022
All, aged 18-66 4,492 43 88 0.7
Gender:
Men 2,288 34 85 1.0
Women 2,204 24 90 0.6
Age:
18-29 933 20 87 11
30-39 1,091 17 86 1.0
40-49 1,026 16 87 1.0
50-59 1,033 15 89 1.0
60-66 409 8 91 1.2
Company size:
Micro, 1-9 employees 476 27 43 4.1
Small, 10-49 employees 713 34 76 3.0
Medium-sized, 50-249 employees 708 32 88 1.8
Large, at least 250 employees 2,596 21 99 0.2
Industry:
A Agriculture, Forestry and Fishing 32 2 (69) 7.1
B-E Manufacturing, etc. 565 7 95 0.8
F Construction 291 20 90 3.7
G Wholesale and Retail Trade 531 21 83 3.3
H Transportation and Storage 197 11 92 3.4
| Accommodation and Food Service 166 17 (80) 6.7
Activities
J Information and Communication 209 9 54 4.5
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Total number +/- Collective +/-

of employees Thousands bargaining Percentage
(thousands) coverage (%) points
K Financial and Insurance Activities 100 7 74 4.2
L, N Real Estate & Administrative and 346 11 83 2.6
Support Service Activities
M Professional, Scientific and Technical 275 9 57 2.9
Activities
O Public Administration* 274 - 100 -
P Education 497 7 99 0.7
Q Human Health and Social Work 811 11 98 0.6
Activities
R, S Arts, Entertainment and 198 6 85 2.4
Recreation & Other Service Activities
2023
All, aged 18-68 4,612 62 88 0.7
Gender:
Men 2,348 45 85 1.0
Women 2,265 29 91 0.7
Age:
18-29 938 38 87 1.5
30-39 1,131 19 86 1.0
40-49 1,027 15 88 1.0
50-59 1,049 17 89 0.9
60-68 467 10 91 1.2
Company size:
Micro, 1-9 employees 489 26 44 4.2
Small, 10-49 employees 736 31 77 3.2
Medium-sized, 50-249 employees 722 55 90 1.6
Large, at least 250 employees 2,666 27 99 0.2
Industry:
A Agriculture, Forestry and Fishing 32 3 (77) 6.3
B-E Industry 570 8 95 0.7
F Construction 321 17 88 4.8
G Wholesale and Retail Trade 523 21 83 3.7
H Transportation and Storage 204 19 91 4.2
| Accommodation and Food Service 181 36 (86) 8.1
Activities
J Information and Communication 218 10 53 4.3
K Financial and Insurance Activities 102 4 76 3.0
L, N Real Estate & Administrative and 356 32 88 2.5
Support Service Activities
M Professional, Scientific and Technical 292 10 58 3.0
Activities
O Public Administration* 316 - 100 -
P Education 501 6 98 0.7
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Total number +/- Collective +/-

of employees Thousands bargaining Percentage
(thousands) coverage (%) points
Q Human Health and Social Work 834 10 98 0.7
Activities
R, S Arts, Entertainment and 164 7 83 2.8

Recreation & Other Service Activities
+/- = Confidence interval percentage points (95%). The value shows what should be added/subtracted from the
point estimate to create the confidence interval.
Estimates in parentheses are uncertain and should be used with caution.
* As the coverage rate is 100 per cent in the category Public administration (O), the question regarding the
existence of collective agreements was not asked to employers in this industry.
Source: Lonestrukturstatistiken

Although it is not possible to report collective bargaining coverage rate broken down to the indu-
stry level for blue-collar and white-collar occupations, respectively, it is relevant to see the distri-
bution of these two categories across different industries. Of the total 32,000 employees in the
category Agriculture, Forestry and Fishing (A), 26,000, or just over 80 per cent, were employed in
blue-collar occupations in 2023. In the category Information and Communication (J), approxima-
tely 4,000 of a total of 218,000 (just under 2 per cent) were employed in blue-collar occupations
that same year. In the category Financial and Insurance Activities (K), the proportion of employ-
ees in blue-collar occupations was even lower, with only about 1,000 of the total 102,000 em-
ployees in the industry working in blue-collar occupations. Around 20,000 (just under 7 per cent)
of the total 292,000 employees in the category Professional, Scientific and Technical Activities
(M) in 2023 were employed in blue-collar occupations. This means that, with the exception of
Agriculture, Forestry and Fishing (A), a small proportion of employees in the industries with a
relatively low coverage rate are employed in blue-collar occupations. This amounts to a total of
approximately 25,000 individuals, or around 1 per cent of all employees in blue-collar occupa-
tions, who are employed in the categories Information and Communication (J), Financial and
Insurance Activities (K), and Professional, Scientific and Technical Activities (M).
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TABLE 2.2 The rate and development of collective bargaining coverage in
Sweden 2022 and 2023, employees in blue-collar occupations

2022
All, aged 18-66
Gender:
Men
Women
Age:
18-29
30-39
40-49
50-59
60-66
Company size:
Micro, 1-9 employees
Small, 10-49 employees
Medium-sized, 50-249 employees
Large, at least 250 employees
2023
All, aged 18-68
Gender:
Men
Women
Age:
18-29
30-39
40-49
50-59
60-68
Company size:
Micro, 1-9 employees
Small, 10-49 employees
Medium-sized, 50-249 employees

Large, at least 250 employees

Number of
employees in
blue-collar
occupations
(thousands)

2,128

1,192
936

615
477
404
439
193

252
396
346
1,134

2,167

1,214
954

622
487
404
435
219

251
402
355
1,159

+/-
Thousands

37

29
18

19
13
13
12

23
29
23
14

55

39
25

35
15
12
12

21
27
47
20

Collective bargaining
coverage among
employees in blue-
collar occupations (%)

92

91
94

92
92
92
92
94

(56)

89

97
100

92

91
95

91
92
93
94
94

100

+/-
Percentage
points

0.9

1.3
1.0

1.3
14
1.5
1.6
1.9

59
3.3
1.3
0.1

11

1.5
11

20
14
1.5
1.2
1.8

6.1
4.1
0.9
0.3

+/- = Confidence interval percentage points (95%). The value shows what should be added/subtracted from the
point estimate to create the confidence interval.
Estimates in parentheses are uncertain and should be used with caution.

Source: Lonestrukturstatistiken
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TABLE 2.3 The rate and development of collective bargaining coverage in

Sweden 2022 and 2023, employees in white-collar occupations

2022
All, aged 18-66
Gender:
Men
Women
Age:
18-29
30-39
40-49
50-59
60-66
Company size:
Micro, 1-9 employees
Small, 10-49 employees
Medium-sized, 50-249 employees
Large, at least 250 employees
2023
All, aged 18-68
Gender:
Men
Women
Age:
18-29
30-39
40-49
50-59
60-68
Company size:
Micro, 1-9 employees
Small, 10-49 employees
Medium-sized, 50-249 employees

Large, at least 250 employees

Number of
employees in
white-collar
occupations
(thousands)

2,364

1,096
1,268

318
614
621
595
216

223
317
362
1,462

2,445

1,134
1,311

316
644
623
614
249

238
334
366
1,507

+/-
Thousands

28

19
16

11
10
10

15
18
18
14

30

21
16

12
11
11

16
20
19
13

Collective bargaining
coverage among
employees in white-
collar occupations (%)

84

78
88

79
81
84
86
88

28
60
80
98

84

80
88

81
82
85
86
88

30
64
82
98

+/-
Percentage
points

0.9

1.3
0.8

1.9
1.3
1.2
11
1.6

34
4.2
27
0.4

0.9

1.3
0.8

1.6
1.3
1.2
1.2
1.5

4.1
3.9
2.6
0.4

+/- = Confidence interval percentage points (95%). The value shows what should be added/subtracted from the
point estimate to create the confidence interval.
Estimates in parentheses are uncertain and should be used with caution.

Source: Lonestrukturstatistiken
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According to register data covering all companies and organisations (Statistics Sweden’s annual
data on population by labour market status (BAS) for 2023), there were just over five million
employees in Sweden in 2023, including owners of their own limited companies. Just over
160,000 of these were employed in companies in which all employees were either co-owners or
employees related to at least one owner of the company. Although these companies are not
formally prevented from signing collective agreements, it is very unusual for them to do so. While
they only represent a small proportion of all employees (approximately 3 per cent), almost all of
them work in the smallest companies, with 1-9 employees. They thus account for almost 25 per
cent of employees in this category. The fact that such a large proportion of micro enterprises do
not belong to the target group covered by collective agreements is one explanation for the signi-
ficantly lower collective bargaining coverage rate among these companies compared with larger
companies. These companies are also overrepresented in the industries with the lowest collect-
ive bargaining coverage, such as Agriculture, Forestry and Fishing (A), Information and Communi-
cation (J) and Professional, Scientific and Technical Activities (M). It should be noted that the data
in the register data are not fully comparable with the LSS, as they refer to a broader age range of
employees (15-74 years) and it is unclear how many of these companies respond to the survey in
the LSS. See also point 30 in Chapter 1.
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3 Lowest pay rates provided for in
collective agreements covering
low-wage earners

Sweden is included in Eurofound’s database on minimum wages for low-paid workers in
collective agreements. However, the reporting of data relating to Article 10.2.c.i. is based on a
reporting model that is not linked to Eurofound’s sample and methodology.

The overall objective of the Directive is achieved in Sweden through the Swedish wage formation
model and the outcome of that model. For this reason, the protection provided by the model
does not stem from lowest pay rates as such. It is essentially a collective model that should be
assessed using wage statistics covering all employees. The multifaceted wage formation model
(see points 17-20 in Chapter 1) also means that reporting lowest pay rates in collective agree-
ments without linking them to their actual significance would not constitute a meaningful report
in relation to the purpose of the Directive.

One reason we have chosen to develop our own reporting model is that our wage statistics
enable us to report an estimate of how many people are covered by the lowest pay rates in
collective agreements, which is not possible with the Eurofound database.

Another reason is that the lowest pay rates in Sweden are specific to individual agreements and
industries. The diversity of solutions for lowest pay rates and the adaptation to the unique con-
ditions in different industries that is made in different agreements is an important feature of the
minimum wage protection model in Sweden. It is therefore not compatible with our labour
market model to report an average ‘wage floor’, for example.

Since the variable regarding the existence of collective agreements in the LSS is not needed for
reporting in this section, it is possible to report data for the years 2021, 2022 and 2023.

In order to study wage conditions and the lowest pay rates set in collective agreements for
employees in the lower part of the wage distribution, we have used the following model, which is
based on official wage statistics.

LOWEST PAY RATES PROVIDED FOR IN COLLECTIVE AGREEMENTS COVERING LOW-WAGE EARNERS
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10.

11.

FIGURE 3.1

1. Number of
persons with
base wage in
the first decile
per industry

Reporting model

2. Selection of
industries

3. Dominant

agreements

per industry
and lowest pay
rates identified

4. Proportion
covered by the
lowest pay rate

inthe
dominant
agreementin

each industry

Based on actual wage conditions, five industries were selected at the section level according to
NACE rev. 2: Human Health and Social Work Activities (Q), Wholesale and Retail Trade (G),
Administrative and Support Service Activities (N), Accommodation and Food Service Activities (I)
and Education (P).

These industries account for approximately 85 per cent of all employees in the first decile accor-
ding to LSS (full-time equivalent base wage). It is important to note that the method is not inten-
ded to identify low-wage industries. The selection is based on the number, not the proportion, of
employees with wages in the first decile. This means that a large industry is more likely to be
included in the sample than a smaller industry with an equally large proportion of employees in
the first decile of the wage distribution.

In 2023, the tenth percentile (upper limit of the first decile) corresponded to a wage of SEK
24,500 per month. By comparison, 60 per cent of the median wage in the same year corres-
ponded to a wage of SEK 20,400, and 50 per cent of the average wage was SEK 19,950. 67 per
cent of the median wage was SEK 22,780. All levels regard full-time equivalent base wage and
ages 18-68.

In the next step, the most representative agreement within each industry at the section level was
selected using information on occupational areas within the largest industries at the division
level, sometimes referred to as the main group level or two-digit level. The selection principle has
been to identify the agreement area that covers the most/many employees with wages in the
lowest decile and is representative in terms of the lowest pay rate in agreements within the indu-
stries at the division level that exist in the respective industry at the section level. All agreements
in the selection cover employees in blue-collar occupations. For the categories Human Health and
Social Work Activities (Q) and Education (P), the same agreement was selected. The agreement,
which is the largest on the Swedish labour market, covers half a million employees in municipali-
ties, regions and municipal companies.

For each agreement, the lowest pay rate applicable to a twenty-year-old employee was identi-
fied. This age was chosen as the definition of an adult worker, as it is the age at which young
people generally complete their upper secondary education. Very few of the younger employees

have work as their main occupation.
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12.

13.

14.

Step 4 analyses how many people in each industry have a base wage within the rage of 95-105
per cent of the collectively agreed lowest pay rate selected for that industry. This fulfils the
Directive’s requirement to report how many are ‘covered by them’, which is interpreted as the
proportion covered by the lowest pay rates set out in collective agreements. We have also
chosen to report the proportion who have a wage that is more than 105 per cent of the lowest
pay rate in the respective industry.

Both the development of the reporting model and the selection of agreements have been carried
out in close consultation with the social partners to ensure that the report provides a fair and
representative picture of conditions on the Swedish labour market.

For all reporting years, the confidence interval for the estimate for the category Accommodation
and Food Service Activities (1) is at or exceeds 10 percentage points. We have therefore marked
these estimates as uncertain.

TABLE 3.1 Lowest pay rates in collective agreements and the share of workers
covered by them, aged 20-66 (2021 and 2022) and aged 20-68 (2023)
Lowest pay rate in Proportion in wages statistics with a base wage
collective that is
agreements for 20- 95-105% of +/- >105% of the +/-
year-olds, SEK the base wage base wage
2021
Q Human Health and Social Work 19,550* 2% 0.05 98% 0.05
Activities
G Wholesale and Retail Trade (except 22,511* 12% 1.61 85% 1.99
for motor vehicles and motorcycles)
N Administrative and Support 21,662 9% 1.58 83% 2.49
Service Activities
| Accommodation and Food Service 22,548* (31%) 4.87 (67%) 5.08
Activities
P Education 19,550* 1% 0.17 99% 0.17
2022
Q Human Health and Social Work 19,940 3% 0.16 97% 0.19
Activities
G Wholesale and Retail Trade (except 23,033 12% 1.26 86% 1.44
for motor vehicles and motorcycles)
N Administrative and Support 22,229 9% 1.38 87% 1.77
Service Activities
| Accommodation and Food Service 23,007 (28%) 4.69 (66%) 5.37
Activities
P Education 19,940 1% 0.17 99% 0.17
2023
Q Human Health and Social Work 20,220 2% 0.12 98% 0.13
Activities
G Wholesale and Retail Trade (except 24,258 12% 1.24 85% 1.37
for motor vehicles and motorcycles)
N Administrative and Support 23,444 11% 1.28 83% 1.61
Service Activities
| Accommodation and Food Service 24,207 (31%) 7.77 (66%) 8.27
Activities
P Education 20,220 1% 0.13 99% 0.14

+/- = Confidence interval percentage points (95%). The value shows what should be
added/subtracted from the point estimate to create the confidence interval.
Estimates in parentheses are uncertain and should be used with caution.

* 2020 rate.

Source: Lonestrukturstatistiken and the Swedish National Mediation Office
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20.

The report on the proportion covered by lowest pay rates in collective agreements includes all
employees aged 20 and over in the respective industry, regardless of whether they are covered
by the collective agreement in question. This means that employees covered by other collective
agreements as well as employees not covered by collective agreements are included. It is the
outcome of the model for all employees in the industry in question, which we consider relevant
to report; see also point 2 above.

Given the practices and characteristics of the Swedish labour market model, it is only possible to
report data disaggregated by industry.

In the categories Wholesale and Retail Trade (G) and Administrative and Support Service
Activities (N), a larger proportion of women than men have a wage at the lowest pay rate. In
2023, the proportion covered by the lowest pay rate in both industries was around 15 per cent
among women and around 9 per cent among men. In the categories Human Health and Social
Work Activities (Q), Accommodation and Food Service Activities (I) and Education (P), the
differences between the two genders are small in terms of the proportion covered by the lowest
pay rate. In all industries, the proportion covered by the lowest pay rate is higher in the youngest
age group (aged 20-29) compared with older age groups. However, the levels differ between
industries. In Education (P), for example, the proportion in 2023 was 5 per cent among 20-29-
year-olds compared with 0.5 per cent among 30—39-year-olds. In Wholesale and Retail Trade (G),
the corresponding proportions were 33 and 6 per cent, respectively.

As the report covers a selection of agreements and as the agreement areas and industries do not
align completely, the figures reported are estimates.

Many collective agreements in the Swedish labour market were prolonged due to the COVID-19
pandemic. As a result, all lowest pay rates except one reported in Table 3.1 for 2021 are the pay
rates for 2020.

By subtracting the sum of those with a wage at the lowest pay rate and those with a wage above
the lowest pay rate from 100, it is possible to see the proportion with a wage below 95 per cent
of the collectively agreed lowest pay rate in the respective industry. There are a number of differ-
ent reasons why there are wages below the lowest pay rates specified in the collective agree-
ments selected.

e Theindividual is covered by a different collective agreement.

e Theindividual is covered by a different level in the collective agreement than the one
selected.

e Theindividual is not covered by a collective agreement.

e The wage review had not been carried out at the time of measurement.

e The individual turns 20 years of age between the wage review and the time of measurement.

e There may be errors in reporting wage statistics, such as misunderstandings of labour market
subsidy, apprentices, etc.

e The collective agreement is not being applied as intended.
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4 The level of wages paid to workers
not covered by collective
agreements and its relation to the
level of wages paid to workers
covered by collective agreements

The median wage for employees covered by collective agreements is slightly lower overall than
for employees not covered by collective agreements. In 2023, the median wage for all employees
with collective agreements was SEK 35,300. For all employees without collective agreements, it
was SEK 39,500. This is because the level of wages for certain groups of white-collar workers is
higher for white-collar workers without collective agreements than for those with collective
agreements. This higher level of wages for certain white-collar workers without collective agree-
ments may be due to the fact that their wages often include amounts that are otherwise included
in collective agreements, such as pension and insurance premiums. In addition, very few white-
collar workers have a level of wages that is relevant from the perspective of the Minimum Wage
Directive. Thus, the median wage for all employees does not provide an accurate picture of the
situation. We have therefore chosen to report the level of wages for employees in blue-collar
occupations when disaggregating the statistics. In 2023, the median wage for employees in blue-
collar occupations with collective agreements was SEK 30,900. For employees in blue-collar
occupations without collective agreements, it was SEK 29,100.

Figure 4.1 shows that wages for employees in both white-collar and blue-collar occupations at
the lower wage scale steps are slightly higher for those with collective agreements than for those
without. Figure 4.2 shows that a large proportion of those at wage scale steps relevant to the
Directive are employed in blue-collar occupations. In terms of numbers, this means that 464,000
employees had a wage below or at the level of the first decile (10th percentile) in 2023. Of these,
376,000 were employed in blue-collar occupations and 88,000 were employed in white-collar
occupations.
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FIGURE 4.1 Wage of workers not covered by collective agreements compared
with wages of workers covered by collective agreements at the 5th,
10th, 20th, 30th and 50th percentile

Monthly wages in 2023, broken down by all employees, employees in blue-collar
occupations and employees in white-collar occupations
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Source: Lonestrukturstatistiken

FIGURE 4.2 Proportion of employees in percentile interval
Monthly wages in 2023, broken down by employees in blue-collar and white-collar
occupations
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The report relates to monthly wages adjusted to represent full-time employment, including base
wages plus fixed and variable supplements, such as shift premium and compensation for unsocial
working hours. Monthly wages represent the wage concept that most closely corresponds to the
wages paid to the employee. Since there may be systematic differences between employees cov-
ered by collective agreements and those who are not, for example in terms of fixed supplements
and variable wage components, we believe that it is also most relevant to use monthly wages in
this part of the reporting.

In addition to wages paid, total remuneration to employees also includes benefits that are not
visible in wage statistics, such as collectively agreed insurance and other contracted benefits.
Employees covered by collective agreements always have collectively agreed insurance. There
are also other benefits that follow from agreements. In some cases, employees not covered by
collective agreements may be covered by insurance taken out by the employer on behalf of the
employee. They may also have access to other benefits that are not included in the wage statis-
tics. Since it is not possible to know the extent to which employees who are not covered by
collective agreements have access to these benefits, the level of wages of those covered by
collective agreements are not fully comparable with the level of wages of those not covered by
collective agreements.

Table 4.1 shows the level of wages paid to workers in blue-collar occupations who are not
covered by collective agreements, and how this level relates to the level of wages paid to workers
in blue-collar occupations who are covered by collective agreements. On average, workers in
blue-collar occupations who are not covered by collective agreements have slightly lower wages
than those covered by collective agreements. The difference appears to be slightly greater
among women than among men.

The statistics are broken down by gender, age and company size. Data is only available for 2022
and 2023; see also point 33 in Chapter 1.

As the majority of employees in Sweden are covered by collective agreements, the sample of
employees not covered by collective agreements used in the survey is too small to provide
accurate estimates broken down by industry. The best estimate is therefore that there are no
differences at the industry level in terms of level of wages paid to workers who are not covered

by collective agreements versus workers who are.

When the material is disaggregated by age and by company size, the difference is so small in
many cases that one must conclude that there is no difference between those covered by
collective agreements and those not covered. Furthermore, the estimates for the breakdowns in
the oldest age group and the largest companies must be regarded as uncertain, as the number of
employees in these categories who are not covered by collective agreements is small.
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TABLE 4.1 Wages of workers not covered by collective agreements, employees

in blue-collar occupations, 2022 and 2023

Number +/- Monthly wages
without (thousands) (median) in SEK for
collective workers not covered
agreements by collective
(thousands) agreements
2022
All, aged 18-66 169 21 27,000
Gender:
Men 110 16 28,700
Women 59 10 25,100
Age:
18-29 50 9 25,100
30-39 40 7 28,600
40-49 32 6 28,400
50-59 35 8 27,900
60-66 13 4 26,900
Company size:
Micro, 1-9 employees 111 17 27,200
Small, 10-49 employees 45 13 26,000
Medium-sized, 50-249 12 4 27,700
employees
Large, at least 250 1 1 26,300
employees
2023
All, aged 18-68 168 24 29,100
Gender:
Men 116 18 30,100
Women 53 11 26,700
Age:
18-29 58 13 27,000
30-39 39 7 30,000
40-49 30 7 30,500
50-59 27 6 31,800
60-68 14 4 27,500
Company size:
Micro, 1-9 employees 106 17 29,600
Small, 10-49 employees 52 17 28,900
Medium-sized, 50-249 7 3 30,800
employees
Large, at least 250 4 3 21,700
employees

+/- = Confidence interval percentage points (95%). The value shows what should be added/subtracted from the

point estimate to create the confidence interval.

* The level of wages for workers not covered by collective agreements is significantly (with 95 per cent
probability) different from the level of wages for workers covered by collective agreements.

Source: Lonestrukturstatistiken

Relationship to the
corresponding level of
wages for workers
covered by collective
agreements
(percentage)

91*

93*
88*

90*
96*
94

90*
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92*
87*
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89*

94*

93*
91*

93*
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99
86*
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92*
99
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