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Welcome to the first issue of EIRObserver, the regular
publication of the European Industrial Relations Observatory
(EIRO). EIRO aims to collect, analyse and disseminate high-

quality and up-to-date information on key developments in
industrial relations in the countries of the European Union (plus
Norway), and at European level. It seeks primarily to serve the

needs of a core audience of national and European-level
organisations of the social partners, governmental
organisations and EU institutions.

The Observatory is based on a network of leading research
institutes in each of the countries covered and at EU level
(listed on page 16), coordinated by the European Foundation
for the Improvement of Living and Working Conditions. The
core of EIRO's activities is its database, which will contain all
the data collected by and for the Observatory. The database is
currently under construction, and details of access will be
provided in a forthcoming issue of EIRObserver.

EIRObserver contains an edited selection of feature and news
items, based on some of the most interesting and topical

reports supplied for the database over a particular period - in
this case, February 1997. In this first issue, we highlight some
of the main, frequently inter-linked topics dominating

industrial relations as we near the end of the 20th century: the
often difficult moves towards the creation of a European level
of industrial relations; the persistence of high unemployment

and continuing major workforce reductions; the duration and
flexibility of working time over months, years or even lifetimes;
the implications of the moves towards Economic and Monetary
Union, notably the efforts of governments to cut public

spending and debt; and the adaptation of collective bargaining
structures to a changing economic climate. Future issues will
contain comparative supplements, examining a particular

topical issue across the 16 countries.

The first issue of EIRObserver is, of course, very much a

``prototype''. With feedback from our readers, we plan to
refine and modify its content and presentation in order to meet
as fully as possible the needs of those we aim to serve.

Therefore, it is very important that readers let us know of any
comments they might have. Full contact details are given on
page 16.

Mark Carley, Editor.
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Austria's social partners are
currently negotiating over
increased working time flexibility.
We review the latest
developments in collective
bargaining and proposed
amendments to the Working Time
Law.

The Austrian Trade Union Confederation
(OÈ GB) and the Austrian Chamber of the
Economy (WKOÈ ) have for some time

been discussing a range of changes to
the 1969 Working Time Law
(Arbeitszeitgesetz, AZG). The aim is to

maintain competitiveness and
employment by making possible a more
uneven distribution of working hours
over time, without financial penalty to

the employer. This is expected to lead to
higher productivity, better use of plant,
lower inventories, and a swifter response

to variations in demand. Trade unions
also hope to reduce the hours worked by
individual employees, in favour of more

employment.

Legislative changes proposed
The social partners aim to redefine
the limits of what the law calls ``normal
hours'', as opposed to ``surplus time''

and overtime, and to substitute time off
in lieu for overtime payments. Statutory
``normal time'' is currently 40 hours per

week, but collective agreements provide
for average normal weekly hours of
38.5. The difference between agreed
normal hours and the statutory 40 hours

is called ``surplus time'' and does not
attract an overtime premium payment.
Overtime starts only after the completion

of the 40th hour of the week, or the
eighth hour of the day. The premium is
generally 50% and is paid either in cash

or in equivalent time off (ie, time-and-a-
half).

The social partners have proposed
significant changes to the AZG to
Parliament:

. normal time can be increased to up to
48 hours per week, but over a period of
52 weeks the weekly average must not

exceed 38.5 hours. The reference period
can exceed 52 weeks, if compensatory
time off is taken in blocks of several

weeks;

. normal time can be increased to up to

50 hours per week, if it averages out at
38.5 hours over a period of eight weeks;

. normal time can be increased to 10
hours per day, if the weekly working

hours are worked on only four
consecutive days of the week, or if over
a period of 52 weeks the compensatory

time off is taken in blocks of several
days, or if over a period of more than 52
weeks compensatory time is taken in
blocks of several weeks;

. if all weekly working hours are
performed on four consecutive days,
total daily working time including

overtime can run to 12 hours;

. the overtime premium remains 50%,
but the wording of the law will put more

emphasis on compensating for overtime
with time off rather than cash;

. in principle, individual employees

become party to decisions on working
time; and

. on-call duty is limited to 10 days per

month.

In all cases, a collective agreement will
be necessary to put these wider limits for

normal working time into effect. For
establishments not covered by a national
collective agreement, the law sets a rule
of eight hours per day and 40 hours per

week, with any excess hours to attract a
premium of 50%.

With the social partners in agreement on

these proposed amendments - following
the resolution of a dispute about the
level at which specific agreements on

working time should be concluded - the
reform of the AZG was due to come
before the parliamentary social affairs

committee in early March, and it is very
likely to be adopted by Parliament
without any significant changes.
Employment legislation in Austria is

invariably based on agreement between
the social partners.

Bargaining and arbitration

The metalworking industrial collective
agreement is Austria's annual ``lead''

settlement, setting a benchmark for all
others. Bargaining on working time in
this sector, which began in December

1996, has proved difficult, with unions
and employers unable to agree on issues
such as the amount of time off awarded

for surplus hours, and the level at which
collective agreements should set
flexibility rules. Employers are keen to
place on a legal footing all the informal

and formal agreements that have been
made at plant level over recent years,
though unions insist that existing legal

options for working time flexibility
remained underused. The negotiations

became deadlocked at the end of

January 1997, threatening to derail the
efforts to amend the Working Time Law.

After threats from the Government to

impose collective agreements, the
leadership of the WKOÈ and the OÈ GB
stepped in. As well as resolving their
dispute over the legislative amendments,

the presidents of the two organisations
agreed to introduce a new arbitration
procedure to resolve future bargaining

impasses over working time. A joint
panel can be convened to propose a
solution in such cases, and if the parties

to the collective agreement in question
do not implement this solution, the top-
level social partners will conclude an
agreement empowering agreements at

plant or individual level to implement the
panel's solution.

A collective agreement on working time

covering craft enterprises in the
metalworking sector was signed on 13
February 1997 and announced after the

arbitration agreement. The deal provides
for flexibility provisions broadly in line
with the social partners' legislative

proposals. Further collective agreements
over working time flexibility are due to
be negotiated soon in a variety of other
sectors.

Commentary

The agreement on arbitration in working
time disputes is not likely to have much

direct effect. Its importance lies in the
threat it poses and the embarrassment it
might cause if the social partners cannot
conclude a sectoral collective agreement.

The changes to the working time
legislation could, however, have a
notable impact on a range of issues.

Whether they do so or not depends on
the extent to which imaginative use is
made of the new regulations in collective

agreements. It is likely that a few years'
experience will be needed by the
negotiators and the enterprises fully to

develop the possibilities offered. These
include cost reductions for enterprises, a
fuller and more flexible use of plant, and
a greater ability to remain within the law

in coping with the demands of the
market. Further steps towards greater
flexibility will no doubt depend on the

degree to which the current innovations
affect the level of employment and the
annual incomes of the lowest-paid.

(August GaÈ chter, Institute for Advanced
Studies)
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The decision by the Danish
telecom operator Tele Danmark
to reduce its workforce by 2,500
has led to industrial conflict. We
examine the dispute and the
forces behind Tele Danmark's
decision.

On 29 January 1997, Tele Danmark
informed its employees of its decision to
reduce staff by 2,500 and take on 500
new employees. The decision, which was
due to come into effect by mid-1998, is
part of an efficiency plan, which will cut
annual costs by DKK 600 million (ECU 80
million) and implement major
organisational changes. The dismissals in
Tele Danmark are an attempt to adjust a
former state monopoly to a

telecommunications market which is
characterised by increased liberalisation
and competition, and hence the need to

introduce new technologies. Tele
Danmark was founded in 1990 as a
semi-privatised telecom operator, with

the Danish Government holding 51% of
the shares. Competition within telecoms
increased in 1995, as a consequence of

the decision by the EU Council of
Ministers to liberalise the sector across
the EU. Before liberalisation in November
1994, 33% of Tele Danmark's revenues

came from business activities subject to
competition. In early 1995 the figure
was 92%. An internal Tele Danmark

note has reportedly found that average
growth performance is lower than its
competitors, though this has been

challenged by press reports.

Widespread strikes and the role of
the state
Although employees were expecting
staff reductions, the decision came as a
shock, resulting in widespread strikes,

involving nearly half of the 16,000
employees at Tele Danmark. Employees
and unions criticised what they saw as

the passive role of the state and the
failure of Tele Danmark to introduce a
retraining and redeployment

programme. Employees called on the
Minister of Research and Information
Technology to intervene on their behalf.

However, the Minister, Jytte Hilden,
refused to intervene, stating that the
Government expected Tele Danmark to
adapt to market pressures without any

kind of political intervention. She called
the proposals at Tele Danmark
necessary, though deplorable, and

expressed confidence that management
would implement the changes

constructively according to the rules

governing Danish industrial relations.

Hans Jensen, the president of the Danish
Confederation of Trade Unions (LO),

called it ``madness'' that the
Government, as a major shareholder,
should accept such massive

redundancies when the Government
itself had to help finance the payment of
unemployment benefit to the redundant
employees.

Retraining and older workers
policy
Shop stewards criticised management
for not retraining and redeploying
existing employees, rather than

recruiting new employees to take their
place. They suspect that management is
simply executing a strategy to reduce the
number of older and part-time

employees, and recruit younger, well-
educated employees. Tele Danmark
refutes this criticism, stating that it

undertakes 40,000 retraining courses
annually. In 1995, the average age of an
employee at Tele Danmark was 42, with

an average length of service of 16 years.

The vice-chair of the parliamentary
labour market committee has demanded

that Minister Hilden should investigate
the exact content of the 40,000 courses
and what efforts had been made to
retrain the employees concerned.

However, Tele Danmark refused to
release the requested information
because of its confidential nature. Hans

Jensen, the president of LO, strongly
criticised the management of Tele
Danmark in the press, maintaining that

only a company with a poor training
record would deem it necessary to
dismiss employees while recruiting new

employees at the same time.

The Danish Union of Telecommunication
Workers (TKF), with 13,000 members,
demanded that:

. any redundancies should be voluntary;

. the 500 new positions should be filled
by retraining and redeploying existing

employees;

. Tele Danmark should work out a
training and education plan for each
employee; and

. the company should formulate a
company policy for older employees.

After 15 days of conflict, a meeting
between management and TKF on 13
February 1997 produced a form of

agreement. Tele Danmark agreed to
further talks on the proposal on
increased retraining for employees which
had been put forward by TKF. After the
meeting the president of TKF, Bo Stenùr
Larsen, told the press that he was not
too optimistic, but accepted that
management had the will to negotiate.
The next meeting was due to take place
on 12 March 1997, after we went to
press.

Commentary
The forthcoming redundancies at Tele
Danmark are the first sign of the radical
changes caused by the liberalisation of
the Danish telecom sector. Analysts
reportedly expect that Tele Danmark
must reduce its workforce by an
additional 4,000 employees before
2000. In the light of future competition,
it is quite natural, according to the head
of information at Tele Danmark that ``we
are an organisation which must
constantly adapt''. When such
workforce reductions will eventually take
place, and the precise numbers involved,
is hard to predict.

The EU's telecom sector is due fully to be
fully liberalised by 1998, and the
employment impact is likely to be
substantial, according to an independent
study carried out on behalf of the
European Commission and published in
January 1997. The report suggests that
traditional operators could lose up to
286,000 jobs by 2005, but that this will
be offset by job creation in the telecom
sector as a whole, which could lead to
the net creation or maintenance of up to
93,000 jobs for the whole sector.

Companies' training policies and the
need to formulate policies for older
employees now feature at the top of the
political agenda in Denmark. In
November 1996, the Prime Minister,
Poul Nyrup Rasmussen, emphasised the
importance - in a context of
demographic change and earlier
withdrawal from the labour market - of
keeping older employees in the labour
force. He called for the social partners to
incorporate such initiatives into collective
agreements. In March 1997, the Ministry
of Labour is due to launch a four-month
national campaign, targeting 17,000
companies, aimed at enhancing the
perception of retraining and planning as
a natural part of working life. Both the
Danish Employers' Confederation (DA)
and LO have given their support to the
campaign. Surveys show that 60% of
Danish companies do plan retraining for
their employees. (KaÊ re FV Petersen,
FAOS)
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After lorry drivers won the right to
retire at the age of 55 following a
strike in December 1996, public
transport drivers have been mak-
ing the same demand in disputes
which have hit towns throughout
France since January 1997.

In January and February 1997, many
French towns were hit by public
transport strikes, affecting bus, tram and
underground rail services. The strikers'
demands differed somewhat from town
to town but had certain common
themes, such as improvements in
working conditions and less taxing route
schedules. Strikers have also been
demanding pay rises and a reduction in
the working week to 35 hours or less,
with compensatory recruitment of new
personnel. Demands for the right to
retire with full pensions at the age of 55,
along with systematic replacement of
retiring employees by new recruitment,
have also been frequently voiced.

The last of these demands initially came
as something of a surprise to trade

unions and political parties. Lowering the
retirement age has not been on the
agendas of any of the national union
organisations. The CGT embraced the

demand wholeheartedly in mid-January,
when Louis Viannet, its general
secretary, called for national legislation

encouraging a reduction in the
retirement age to 55. The CFE-CGC has
expressed firm opposition to the idea.

The CGT-FO and the CFTC have not
endorsed the demand, but see it is a sign
of French workers' general discontent.

The CFDT opposes earlier retirement
while supporting reductions in weekly
hours, although its members have
supported the demand for a lower

retirement age alongside other trade
unionists on a local level.

While support for the lorry drivers and
the public transport workers seems to
have been quite widespread, opinion

polls on retirement age have been widely
played up by the press with headlines
stating that a majority of French people
are in favour of retirement at 55. A

closer look at the questions, however,
suggests that the press has somewhat
exaggerated the positive response.

Pressures for public financing of
strikers' demands
The government is under pressure to
provide partial public financing to meet

strikers' demands in the public transport
sector.

The state budget will finance a good part
of the lorry drivers' new earlier
retirement pensions. Drivers can now

qualify for a pension - if they have
worked as lorry drivers for at least 25
years - at the age of 55, whereas most

private sector employees must wait until
60. Their early retirement pensions will
be equivalent to 65% of final gross

salary, and the cost of the measure is
shared between employers, employees
and the state budget. The cost of

pensions paid out between the ages of
55 and 57� will be financed by extra
contributions from employers and
employees, but the extra payroll

contributions are supposed to cover only
15% of gross pay from the ages of 57�
to 59. The rest, that is 50% of gross pay

from the ages of 57� to 59, is to be
financed by the state.

The public transport sector is putting
pressure on the government to provide

partial public financing for reductions in
work hours. In the private sector, the
``Robien'' law passed in June 1996
grants employers which negotiate

working time reductions and hire new
employees, exemptions from part of
their payroll social security contributions.

However, the law applies only to private
companies operating in competitive
markets and not to public utilities.

In some towns, public transport

employers have signed provisional
agreements with unions promising to
reduce the working week and hire new

workers, on condition that the
Government allows them to use the
Robien law to help finance the measure.
The CFDT is calling for extension of the

Robien scheme to public utilities. The
national public transport employers'
association, UTP, is pressuring the

Government to grant companies in the
sector recourse to this measure.

The lorry drivers' settlement has set a
precedent that the Government is

determined not to extend, though it is
difficult to justify refusing similar
treatment to other sectors. The
Government also seems determined not

to extend the Robien law to public
transport for fear that other public
utilities would seek similar treatment. It

has, however, declared that it is willing
to consider setting up a similar scheme
specifically for public transport.

Retirement age in France
Prior to 1993, in order to qualify for a full
retirement pension, most French workers

in the private sector had to be at least 60

years old and to have worked and paid
minimum contributions to the retirement
system for at least 150 quarters (37�

years). A 1993 reform of the retirement
system gradually increased the number
of quarters required for a full pension
from 150 to 160 over a period of 10

years. Currently, most private sector
workers may retire with a full pension at
the age of 60 if they have worked a total

of 153 quarters, that is 383¤4 years

However, many public utilities
employees can qualify for retirement

pensions before the age of 60. Some
workers employed by the SNCF national
train company and the RATP Paris area
public transport system can retire as

early as 50, while personnel of the
national electricity company, EDF, along
with other SNCF and RATP staff, can

retire at 55 years of age.

Commentary
The 1993 reform of the retirement
system is scheduled gradually to increase

the number of years of work required for
retirement with a full pension. When the
reform was passed, there was a notable

absence of reaction on the part of
workers and of trade unions, which
expressed virtually no opposition to the

measure at the time. During the strikes
of December 1995, railway employees'
defence of their early retirement age met

with widespread sympathy, and
demands for earlier retirement on the
part of lorry drivers and public transport
workers have elicited much public

support. This support could be a sort of
delayed reaction to the 1993 reform and
might herald future opposition to the

reform as it goes into effect. (Lucy
apRoberts, IRES)
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We review the main developments
in the 1996 collective bargaining
round, which included the ill-fated
proposal for an ``Employment Al-
liance'', trading off pay for em-
ployment guarantees, and the
controversy over the reduction in
sick pay.

The Institute for Economics and Social
Science (WSI) has recently published its

examination of collective bargaining in
1996 - a year in which collective
bargaining was overshadowed by
continuing poor economic performance

and a further increase in unemployment.

Employment Alliance fails - sick
pay dispute breaks out

At the beginning of 1996, trade unions,
employers' associations and the
Government discussed an ``Employment

Alliance'' (BuÈ ndnis fuÈ r Arbeit), aimed at
improving the employment situation.
The initiative was based on a proposal

made by the president of the IG Metall
metalworking union, Klaus Zwickel, who
offered moderate wage increases in
return for employment maintenance and

creation guarantees. In a first joint
statement made in January 1996, all
parties supported the basic idea and

agreed on the central aim of halving
unemployment by 2000. However, the
overall initiative failed in March 1996,

after the Government announced its
``programme for further growth and
employment'' which contained a
number of cuts in social benefits and

some deregulation of dismissals
legislation.

Politically, the most controversial point of
the government programme was the

change in the law on sick pay. This
requires employers to pay employees
during the first six weeks of sickness at

80% of previous pay, instead of the
former 100%. However, the legal
situation was left rather unclear, because
some collective agreements still provided

for 100% sick pay. In autumn 1996,
many employers tried to introduce 80%
sick pay, leading to protests and strikes.

In the subsequent collective bargaining,
employers in nearly all sectors finally
agreed to retain 100% sick pay, while in

exchange trade unions accepted the
exclusion of overtime payments and
bonuses from the calculation of sick pay,

and made concessions in terms of
moderate wage increases and cuts in
bonuses.

Bargaining on pay and working
time
In most sectors, collectively agreed pay
increases ranged between 1.3% and 2%,
though in some cases (such as steel and
the public service) periods of applicability
longer than one year have been agreed.

The majority of agreements provided for
working time measures to preserve
employment. These included:
compensation for overtime working in
the form of time off (as in chemicals,
steel, metalworking and banking);
flexible working time arrangements,
such as annualised working hours (as in
textiles and clothing); and partial
retirement (as in chemicals, rubber and
banking). In metalworking, the
agreement seeks to secure jobs by
allowing companies, in agreement with
works councils, to reduce weekly
working time to up to 29 hours for a
limited period without pay
compensation. The companies
concerned must agree not to make any
redundancies during this period. Similar
agreements have been signed in paper
processing, printing, banking and
insurance.

In the new federal states the gradual
process of pay-level adjustment has
continued, and in most larger bargaining
units the pay level in eastern Germany is
between 85% and 95% of western basic
rates. There is still often an extensive gap
in terms of working hours and additional
pay-related benefits.

Major sector-specific issues
After months of dispute and numerous
strikes, the HBV retail trade union
obtained a collective agreement on the
introduction of later working hours in
the wake of new legislation on later
shop-opening hours. Since November
1996 shops have been allowed to open
until 20.00 from Monday to Friday
(instead of 18.30) and 16.00 on
Saturday (instead of 14.00). Basic
payment for employees now includes a
20% time bonus for hours worked after
18.30 on weekdays and after 14.00 on
Saturdays.

In February 1996, Parliament adopted
the Posted Workers Act, providing that
foreign workers in the construction
industry should be covered by the same
legal minimum pay rates and
employment conditions as German
workers. The Act in itself had no
immediate practical effect because there
was no collective pay agreement in
construction which had been made
generally legally binding on employers
throughout the industry by the Ministry

of Labour's Collective Pay Agreement
Committee. Following difficult
negotiations, in August 1996,
construction employers and trade unions
agreed to a basic minimum wage of
DEM 17 (ECU 8.70) per hour in western
Germany and DEM 15.64 (ECU 8) per
hour in eastern Germany. The
agreement was made generally binding,
thus making the Act's provisions
effective.

Debate on centralised bargaining
In Germany, most collective agreements
are signed at sector level, covering all
employees in that sector. In the light of
increasing international competition, a
growing number of employers are
questioning the system and demanding
more ``decentralised'', company-related
bargaining. At present, the
overwhelming majority of employers and
employees are still covered by central
collective agreements and wish to
continue with this system. However,
both employers' associations and trade
unions are agreed in principle on
modernising the bargaining system by
giving more freedom to regulate
working conditions at company level.
This debate will probably be one of the
most important features in German
industrial relations in 1997.

Commentary
German collective bargaining in 1996
was not conducted under propitious
circumstances. The failure of the
Employment Alliance early in the year
created a climate of mistrust and
confrontation among the social partners.
The dispute on sick pay became a
symbolic issue for the trade unions,
which were keen to prove their ability to
defend employees' interests. The fact
that most collective agreements
eventually provided for 100% sick pay
underlines that German unions still had
the strength to mobilise in support of
their principal aims. For the employers'
associations, the ``lost'' struggle over sick
pay could bring even more employers to
question the principles of the centralised
bargaining system. Therefore, the
debate on future reforms of the system
will remain a crucial issue in 1997.
However, the moderate wage increases
agreed in 1996, as well as the wide
range of measures to secure
employment, showed that the majority
of the German social partners are still
willing to continue under the main
conditions of the current centralised
system. The agreements concluded in
the early part of the 1997 again contain
very moderate wage increases of about
1.5%, and seem to be following the
general pattern of 1996. (Thorsten
Schulten, Institute for Economics and
Social Science (WSI)
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A new three-year national pro-
gramme - Partnership 2000 for
Inclusion, Employment and Com-
petitiveness - has been concluded
between the Irish Government and
social partners.

Partnership 2000 (P2000) is Ireland's

fourth successive three-year national
agreement since 1987. Its primary
objectives are: ``the continued

development of an efficient modern
economy capable of high and
sustainable economic and employment
growth and operating within the

constraints of international
competitiveness, ensuring that Irish
society becomes more inclusive, that

long-term unemployment is substantially
reduced, and that the benefits of growth
are more equally distributed.''

In framing this policy, the maintenance

of low inflation, reduction of public
sector deficits and debt and transition to
EU Economic and Monetary Union (EMU)

provide clear guidelines, the agreement
says.

Partnership 2000 was formally ratified by
217 votes to 134 at a special delegate
conference of the Irish Congress of Trade

Unions (ICTU) on 30 January. There had
been fears that the agreement would be
rejected, but the outcome was

effectively decided by the block of 70
delegates from the country's largest
trade union, SIPTU. The national

executive council of the Irish Business
and Employers Confederation (IBEC) also
formally ratified the new agreement
after a series of regional consultative

meetings with its membership.

The pay provisions
P2000's overall pay provisions cover 39
months and provide roughly the same
increase of 9.25% for private and public

service employees, payable over four
stages. The main difference between
private and public sectors relates to the

phasing of the increases and the ``local
bargaining'' element, worth 2%. In the
public sector, the local bargaining

element is subject to unions agreeing to
a ``modernisation" programme.

In respect of the local bargaining clause
as it applies in the private sector, IBEC
and ICTU also agreed a ``minute of

understanding'', acknowledging that
although ``cost offsetting measures'' can
be negotiated, the clause will ``not

operate on an exceptional basis, as was
the case with Clause 3 of the PESP'' (the

``local'' pay element in the 1991-3
Programme for Economic and Social
Progress was subject to considerable

disagreement between ICTU and IBEC as
to its application).

The private sector agreement also
stipulates that in paying any wage
increases, due regard must be had to the

economic and commercial circumstances
of the particular firm, employment or
industry. Employers which face genuine

difficulty in meeting the agreed pay
increases can plead ``inability to pay". If
agreement cannot be concluded in direct
negotiations, pay disputes will be dealt

with by Ireland's formal dispute-settling
agencies. The agreement also ``precludes
strikes or other forms of industrial

action'' in respect of any matter covered
by the agreement. It should be noted
that this agreement is not legally

binding, but binding in honour only.

The agreement states that no new cost-

increasing claims are permitted other
than those which relate to pensions and
sick pay schemes, which are allowable in

certain circumstances.There is provision
for an overall review of the pay
agreement in the third year of its
operation, but only if such a review

should be requested by one of the social
partners, or in the event of ``unforeseen
changes in economic circumstances

arising from EMU.''

Pay and tax changes
The Department of Finance estimates

that the average industrial worker will be
around 14% better off in net income
terms over the three years of P2000, due

to the combined effect of the agreed pay
increases and the tax commitments. The
actual outcome will depend on the

Government meeting all of the tax
commitments in P2000, and the
maintenance of moderate inflation
levels. The 1997 Budget, introduced on

22 January, confirmed the current
Government's adherence to the tax
promises, with the inclusion of a tax

reduction package worth over IEP 400
million (ECU 545 million). This was
considered by union leaders to have

been an important factor in persuading
their members to back P2000.

Other issues
P2000 contains a chapter entitled
``Partnership for competitive enterprises''
in which ICTU and IBEC state their

commitment to the development of
appropriate partnership initiatives at

enterprise level and say they will

encourage and support this process in
every practical way (including the
establishment of a National Centre for

Partnership). It is not intended that any
single model of partnership should be
applied, the agreement noting that there
is a need to tailor the approach to fit

different employment settings.

A chapter deals with the issue of ``social
inclusion'', reflecting the fact that for the

first time, groups outside the main social
partner organisations were included in
the preliminary talks on P2000. This

included bodies such as the Irish National
Organisation of the Unemployed and the
Conference of Religious. Public
expenditure of IEP 525 million (ECU 715

million) on a full-year basis on various
social inclusion measures is aimed at
protecting the real value of social

welfare payments and providing funding
for specific projects.The agreement also
promises to develop a strategy which

enhances equality and counters
discrimination.

Commentary
P2000 has been backed, not just by the

Government, but also by the main
opposition parties, which are committed
to honour the agreement if there should

be a change of government following
the general election which must be held
in 1997. This indicates a high level of

political consensus about the desirability
of such centralised agreements in
Ireland, at a time when tripartite deals
elsewhere in Europe have become less

popular than they once were. P2000 is
the fourth such three-year agreement
since 1987, a factor which, according to

most economic commentators, has
contributed to Ireland's improved
economic performance.

As P2000 was negotiated in a period of
growth in living standards and increasing
employment, the social partners have

been aware of the importance of modest
pay increases, combined with specific tax
reductions. The pay provisions of P2000
have attracted little express criticism

from private sector employers, and most
economic commentators are agreed that
the private sector pay increases are

modest and will not hinder Ireland's
competitive position. However, the
Government has been facing increasing

pay demands from public sector
workers, and there are already signs that
the pay section of P2000 may come
under more pressure than its

predecessors (see p.12). (Brian Sheehan,
IRN, and John Geary, UCD)

Record IE9702101F
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On 4 February, following media-
tion by the Government, the na-
tional collective agreement for
metalworking was signed after
lengthy and often difficult nego-
tiations. The settlement, which
covers some 1.5 million workers, is
Italy's most important industry-
wide agreement. It will strongly
influence both bargaining in other
sectors and the forthcoming eva-
luation of the July 1993 tripartite
central agreement on incomes
policy and collective bargaining
structure.

The main stages of the negotiations over

the metalworking deal were as follows.

. May-July 1996: during the first
meeting between Fiom-Cgil, Fim-Cisl and
Uilm-Uil (the metalworkers'

organisations of the three Italian trade
union confederations) and
Federmeccanica (the employers'
federation for metalworking) the trade

unions put forward a request for an
average monthly pay rise of ITL 262,000
(ECU 135), of which ITL 165,000 would

relate to the period 1996-8, in line with
the expected inflation rate and ITL
97,000 would compensate for the loss

of purchasing power arising from the
difference between the expected
inflation rate and the actual rate over
1994-6. Federmeccanica considered this

demand to be incompatible with the
incomes policy defined in the July 1993
tripartite central agreement. On 19 July,

negotiations were postponed until
September.

. September-November 1996: a period
of unrest began, involving strikes at

regional and provincial level, plus a
national strike with a rally in Rome. The
Minister of Labour, Tiziano Treu, met the
unions and the employers to explore

their positions, but during this phase no
mediation occurred.

. December 1996-January 1997: while
the unrest continued, the Minister began

a period of separate consultations with
unions and employers. On 21 December,
the Minister, pressed by the unions,

intervened directly in negotiations by
proposing pay rises amounting to ITL
200,000 (ECU 105) per month. Neither
Federmeccanica nor Confindustria (the

employers' main umbrella organisation)
accepted the proposal. The Prime
Minister, Romano Prodi , also met with

the employers and the unions.

Prime Minister intervenes
On 4 February, an agreement between
the social partners was reached, thanks
to the direct intervention of the Prime
Minister, who formulated a five-point
mediation proposal:

1) a six-month extension of the duration
of the agreement - ie, until 31 December
1998;

2) an average monthly pay increase of
ITL 200,000 (ECU 105) divided into three
instalments (ITL 100,000 from 1 January
1997, ITL 80,000 from 1 March 1998
and ITL 20,000 from 1 October 1998);

3) a lump-sum payment of ITL 512,000
(ECU 265) in two instalments (ITL
312,000 in February 1997 and ITL
200,000 in July 1997);

4) reconfirmation that company-level
bargaining with an economic content
(ie, involving pay-related matters) should
exclusively concern company results in
terms of variable factors such as
productivity, profitability and
competitiveness; and

5) the creation of an industry-level
supplementary pensions fund (see
p.12), facilitated by tax deductions. If
employees opt to enter the scheme, they
and their employer make equal
contributions, with a further
contribution coming from the sector's
severance pay fund.

The agreement also states that
bargaining cycles at different levels
(national and company level) cannot
overlap, and that the pay rises
established at these different levels
cannot be granted simultaneously. The
Prime Minister also undertook, by means
of a letter to the president of
Confindustria, to reduce companies' tax
burdens, and not to suspend support for
economic initiatives in Southern Italy.

Proposal accepted
The government proposal was presented
as non-negotiable to the social partners,
which accepted it as a compromise.
Fiom, more than others, was divided
over the deal: its secretary general
defined Fiom's agreement as a ``critical
acceptance'', while its central committee
approved the agreement by 67 votes for,
37 against and 24 abstentions. Fiom's
dissatisfaction was basically attributable
to the issue of the non-overlapping of
bargaining levels, which was interpreted
as an unconditional concession to the
employers' requests.

Confindustria has maintained that the
agreement is very onerous, especially for
small businesses and those located in
Southern Italy. Nevertheless, it
appreciates the spreading-out of costs,
thanks to the extension of the

agreement's duration and the staggering
of pay rises. The employers are satisfied,
in particular, with the reaffirmation of
the principle whereby company-level
bargaining should concern only increases
in profitability and competitiveness, and
the stipulation of the fact that the initial
payment of the wage increases arising
from the industry-wide agreement
should not be made at the same time as
those granted by company agreements.

Commentary
The metalworking contract has opened
up debate on the evaluation of the July
1993 tripartite agreement, which
provides the framework for Italian
collective bargaining. The 1993
agreement stated that the parties would
assess its implementation and outcomes
within four years (ie, by June 1997), and
consider the need for modifications. In
the debate, the key issue relates to the
``bipolar'' nature of Italy's collective
bargaining structure, and the
compatibility between the industry-wide
agreement and company-level
agreements. In the current context of
decreasing inflation, there is less room
for an overlapping of pay rises
established by the two bargaining levels.

The July 1993 agreement allowed
company agreements to determine pay
increases linked solely to corporate
results in terms of profitability,
productivity and competitiveness.
However, this principle proved to be
difficult to implement, since many
businesses continued to grant flat-rate
increases only minimally linked to
corporate results. The decline in inflation
and the revaluation of the Italian Lira has
drastically reduced the margins of
negotiation for companies, which are
faced with a renewal of the national
agreement just after signing company-
level agreements reflecting a period of
expansion of production and sales. The
renewal of the metalworking collective
agreement has put on the agenda the
search for a new equilibrium between
the industry-wide agreement and
complementary company agreements.
According to the Minister of Labour, in a
press interview: ``It is necessary to save
industry-wide bargaining, but by making
it less complex. It should become lighter
and no longer be the pachyderm that it
currently is.''

It is no coincidence that the issues
proved to be particularly acute in the
case of the metalworking agreement.
Devepments in metalworking still retain
a great symbolic value for the entire
Italian system of industrial relations. It is
therefore to be expected that the way in
which the metalworking contract was
concluded will influence the evolution of
the system as a whole. (Simonetta
Carpo, IRES Lombardia, and Roberto
Pedersini, Fondazione Regionale Pietro
Seveso)

Record IT9702202F
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Working time has moved to the
top of the industrial relations
agenda in the UK, prompted by EU
legislative developments and a
growing debate over the effects of
long working hours on the well-
being of workers and their fa-
milies.

The immediate catalyst for the current
prominence of working time in UK

industrial relations is the failure in
November 1996 of the Government's
attempt to have the EU working time

Directive annulled by the European Court
of Justice. Steps are being taken to
implement the Directive, though the

present Conservative Government hopes
to get the Directive ``disapplied'' if it
wins the forthcoming general election.

Also important, however, is the growing
debate about the implications for the
well-being of individuals and their
families of the fact that UK's hours of

work are long in comparison with other
EU member states.

Of all the 15 EU member countries

covered, it is in the UK that the Directive
is likely to have the greatest impact.
Historically, working time has not

generally been regulated by the law in
the UK. Moreover, legislation protecting
the working hours of women and young

workers, together with statutory
regulation by wages councils, has been
dismantled in line with the

Government's policy of deregulating the
labour market. The system of sectoral
regulation by collective agreement has
also declined very significantly over past

years. By contrast, legislation on working
time has long been the norm in most
other EU countries, where the system of

regulation by sectoral collective
agreement remains widely in force.
While the Directive's practical

significance is therefore likely to be
relatively limited in other EU countries, in
the UK it will mean a completely new
statutory framework.

The impact of the Directive
In the UK debate, most attention has
focused on the Directive's maximum

working week of 48 hours: estimates
suggest that around 3.5 million
employees work longer hours in their
main job. Annual holidays is where the

directive may have the most immediate
impact, however. As many as 3 million
full-time employees enjoy less than the

Directive's four weeks' paid annual
holiday standard and an additional 2.4

million part-time employees probably
enjoy less than the pro rata equivalent.
Many workers on night shifts - perhaps

as many as 3.5 million - work more than
the Directive's eight-hour limit. Three-
quarters of a million employees also

work seven days a week, while the
Directive prescribes a weekly rest period.
(See ``Time for change? Coming to terms

with the EU working time Directive",
Mark Hall and Keith Sisson, Industrial
Relations Services/Industrial Relations

Research Unit (1997), and ``Pushed to
the limit: The case for the European
working time Directive", Trades Union
Congress (1996).

Additionally, the Directive's key general
principles have to be taken into account.

These include ``due regard for the
general principles of the health and
safety of workers"; the need for

employees to be afforded ``equivalent
periods of compensatory rest" or
``appropriate protection" where such

rest is not possible; and the requirement
that, in planning the organisation of
work, employers must take account of

``the general principle of adapting work
to the worker...''. These are arguably
relatively novel concepts in the UK.

The Department of Trade and Industry
(DTI) has given estimates (``indicative
and, to some extent speculative'') of the

direct costs to UK employers of
complying with the Directive. These
come to around GBP 1.8 billion (ECU 2.5

billion), rising to GBP 2.3 billion (ECU 3.2
billion) if minimum paid leave increases
from 15 to 20 days. This estimate, the

DTI adds, does not take into account the
effects on the flexibility of working.

There is speculation about the impact of
the Directive on industrial relations
institutions, with more negotiation and

consultation over working time
expected. However, if the Government
takes advantage of Article 18, allowing
the working of more than 48 hours a

week subject to the agreement of
individual employees, this may dilute the
importance of collective agreements in

securing flexibility under Article 6 (which
provides for bargaining over weekly
hours). Also at issue is the interpretation

to be put on the Directive's phrase
``agreements between the two sides of
industry''. The DTI's suggestion that this
might be interpreted to include

agreements between employers and
individual employees is likely to be very
controversial.

The Directive may also stimulate the

reform of working time. The provisions
encouraging the averaging of working
time over periods longer than a week,

together with those dealing with
compensatory rest, are likely to
emphasise the working year as opposed
to the working week. Annualised hours

arrangements, increasingly adopted by
larger employers such as Unilever and
ICI/Zeneca, but currently thought to

affect less than 10% of UK employees,
may become more widespread.

Wider concern on working hours
In parallel with the controversy over the

implementation of the Directive, a
debate has been taking place about the
significance of the UK's working hours,

which are exceptionally long in
comparative terms. A clutch of reports
from a wide range of organisations

including the Institute of Management,
the Trades Union Congress and the
Joseph Rowntree Foundation has
identified long hours not only as a key

factor in workplace stress - accounting
for considerable time off work - but also
a major source of disruption to family

life. Especially controversial has been the
publicity given to research suggesting a
link between the working hours of

mothers and the educational
performance of their children.

Commentary
So why are working hours so long in the

UK? The most plausible explanation is
that they are rooted in the pay structure.
Basic pay rates, especially of manual

employees, tend to be relatively low in
the UK, encouraging resort to overtime
working to achieve a reasonable weekly

wage. Once overtime is worked regularly
and consistently, rather than
exceptionally, it becomes a habit very
difficult to break. Employees are resistant

to change for fear of losing earnings,
and management has little incentive to
innovate if long hours of relatively cheap

labour are so available. Significantly, as
well as the reorganisation of working
hours, a major feature of annualised

hours arrangements has been the
maintenance of previous earnings,
usually in the form of an annual salary,

with associated benefits in terms of sick
pay and pensions. (Keith Sisson, IRRU)

Record UK9702103F
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EU/NEWS

Commission assesses progress on
equitable wages

Most member states have the basic
legislative framework in place aimed at
achieving an equitable wage, but direct

intervention in wage policy is regarded
as being undesirable by the majority of
governments. These are among the

findings of a European Commission
report, published in February 1997, on
progress made in the implementation of
equitable wage policies since 1993.

The aim of providing all employees with
an equitable wage was enshrined in the

1989 Social Charter and the Commission
published an Opinion on the issue in
1993, which encouraged the member

states and social partners to work
towards the establishment of an
equitable wages policy. The new report

draws on questionnaires circulated to
member state governments, requesting
information on progress in this area

since 1993. It concludes that:

. as many policies related to an equitable
wage are linked to equal opportunities
policies, which have been an important
area of EU legislation for over 20 years,

most member states already have the
basic framework legislation in place;

. few member states have viewed the
Commission Opinion as a catalyst for

action;

. most member states view direct
intervention in wage policy as being
undesirable and prefer to leave wage

determination to collective or individual
negotiations;

. labour market developments, such as
the growth of temporary and part-time
employment, have restricted

governments' capacity to influence
wages policy;

. data available from seven member
states (Germany, France, Italy, the

Netherlands, Austria, Portugal and the
UK) show that the distribution of wages
has become wider over time, with the

partial recent exception of the
Netherlands;

. wage inequalities have widened in a
number of member states in recent
years; and

. transparency of wage information

remains a problem area for all member
states.

The Commission identifies a number of
areas for future activity:

. disseminating good practice on wages
and employment conditions at enterprise

level;

.monitoring the development of

continuous training and its impact on
wages; and

. encouraging improved information on
wage determination in the member

states and selected competitor countries

Record EU9702103N

EU/NEWS

Part-time work talks near deadlock?

Current negotiations between the EU-
level social partners on a framework
agreement, aimed at extending
employment and social protection rights
to part-time workers, are threatened by
disagreements on the scope of any deal.
In a recent press interview, Padraig
Flynn, the European Commissioner
responsible for social affairs, expressed
his unease at press reports that the
negotiations were heading for collapse,
and stated that he remained hopeful of a
positive outcome. Senior trade union
negotiator and deputy general secretary
of the European Trade Union
Confederation (ETUC), Jean Lapeyre, said
that he remained convinced that the
negotiations could succeed.

Discussions have been difficult from the
outset in the talks which were launched
in June 1996 after two rounds of
consultation with the European
Commission on ``flexible working time
and security for workers'', on the basis
of the Agreement on Social Policy
annexed to the Treaty on European
Union (which excludes the UK). In a
response to the first stage of
consultation by the Commission in
December 1995, the Union of Industrial
and Employers' Confederations of
Europe (UNICE), rejected the need for an
EU legislative initiative to govern the
employment conditions of ``atypical"
employees, as these are already covered
by national legislation or collective
bargaining. UNICE also rejected the
argument that differentials in wage costs
could lead to distortions of competition,
arguing that these reflected the
economic realities peculiar to each
country, and therefore should remain in
place. UNICE pointed out that such
``atypical forms of employment'' bear
additional costs for employers. For
UNICE, negotiations at member state
level, in line with national law and
practice, are the best way of achieving
the aims of flexibility and employment
creation.

Despite obvious divergences of opinion,
UNICE, ETUC and the European Centre
of Enterprises with Public Participation
and of Enterprises of General Economic
Interest (CEEP) started negotiations on
21 October 1996, with the aim of
reaching a European intersectoral

framework agreement on part-time
work. Opening the first session, Jean
Lapeyre said that the general aim of the
negotiations should be to set conditions
for using the new forms of work, in ways
which more closely address the needs of
companies and workers. He expressed
the need to transform the perception of
non-standard employment as being
second-rate. ETUC argued that part-time
work, if freely chosen by employees and
covered by social and employment
protection, could be the kingpin of
employment creation strategies. This
would also further equal opportunities,
as most part-time workers are women. A
European framework agreement should
lay down minimum standards, to be
fleshed out by national and industry-level
bargaining.

After the third negotiating session on
20-21 January 1997, ETUC issued a
statement claiming that the negotiations
were nearing deadlock and accused the

employers of seeking to shut out as
many workers as possible from a
framework agreement. The most recent

round of talks, held on 24 February, did
not produce any substantial movement
in positions, and negotiations thus seem

deadlocked. Some doubt must, it
appears, be cast on the prospects for a
successful conclusion to the talks, unless

an accommodation can be reached on
the precise coverage of a European
framework agreement.

Record EU9702104N
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Commission report links financial par-
ticipation and productivity

A new Commission report on the
Promotion of Participation by Employed
Persons in Profits and Enterprise Results
(PEPPER II) indicates a link between the
implementation of such schemes and
increases in productivity and - to a lesser
extent - flexibility and employee
participation. The study, published in
January 1997, suggests that profit-
sharing schemes lead to higher
productivity, whatever method, model
and data are used. The macroeconomic
situation is found to have little effect on
government or social partner support for
such schemes, but recent debates on
enhancing productivity and wage
flexibility are stimulating discussions on
proposals. However, in most member
states, trade unions can be expected to
oppose the use of financial participation
schemes to promote wage flexibility. The
report also gives an overview of the ways
in which member states have promoted
employee financial participation since
the first PEPPER report in 1991, and
following a Council Recommendation on
the subject in July 1992.
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The report's recommendations for
further consideration by member states
and social partners included the
following:

. consider the development of national
framework legislation;

. clarify the distinction between wages

subject to social charges and the
advantages derived from PEPPER
schemes;

. provide a stimulating climate;

. set up PEPPER schemes during the

privatisation of public bodies;

. integrate PEPPER schemes into
programmes on employee involvement;

. appeal to the social partners to
promote these schemes during

negotiations; and

. promote the development of clear and
understandable models.

Record EU9702106N
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``Multicoloured" march for jobs

On 2 February 1997, a so-called
``multicoloured march for jobs'' drew
about 50,000 people from all over
Belgium to the streets of Clabecq, a
small industrial town on the borders of
the provinces of Brabant and Hainault.
The event was conceived and organised
by trade union delegations from the
Forges de Clabecq steelworks, which had
been declared bankrupt in January with
the loss of 1,800 jobs, following a
European Commission decision
preventing the Walloon Regional
Government from recapitalising the
company.

A notable feature of the march was that
it was organised entirely outside the
apparatuses of the two main union
confederations, FGTB and CSC. The
march was attended by workers and
union members from other factories,
both Flemish- and French-speaking,
human rights organisations, unemployed
people and many other groups, who
regard the Forges de Clabecq case as a
symbol of the fight against
unemployment and industrial decline.
The parents of missing or murdered
children at the centre of a national
campaign supported the march to
``guarantee our children's future''.

The march is seen by some
commentators as challenging the
traditional mechanisms of industrial
relations in Belgium. Without
challenging the legitimacy of their
respective union structures, but
bypassing the traditional hierarchies, the
Forges de Clabecq factory delegations
arguably made themselves appear closer
to the real aspirations of union members
and the public at large.

Record BE9702102N
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Renault announces shock closure of
Vilvoorde plant

Without any prior notice or consultation,

Renault announced on 27 February 1997

the closure of its production plant at

Vilvoorde (Belgium), with the loss of

3,100 jobs. This action is part of the

French motor manufacturer's ``new

industrial strategy'' of concentrating

production in order to cut its financial

losses. According to Michel de Virville,

secretary general of Renault: `` the

management and the employees of

Renault Vilvoorde are in no way to blame

for this decision which was not taken on

the basis of productivity, compensation

costs, quality or the dedication of

managers or employees.''

The complete lack of prior notice or

negotiations with union and government
representatives has created considerable
bitterness. Jean-Luc Dehaene, the

Belgian Prime Minister, and Luc Van den
Brande, head of the Flemish
Government, reacted with perplexity to
the announcement. Mr Van den Brande

claimed that internal French politics have
been given priority over the productivity
and quality of the plant in Vilvoorde.

Both politicians criticised the lack of
communication by senior Renault
management and they expressed their

serious concern over the social
consequences of the closure for
thousands of families.

Immediately after the announcement,

the plant was occupied by the
employees and a protest march held.
The fact that in the early 1990s, unions

and management had agreed on greater
flexibility in return for new investment,
prompted union representatives to
accuse Renault of not keeping its

promises. The unions announced that
they would fight the decision with all
possible means (Europe-wide protests

have since been organised), and that
they would demand accompanying
social measures for redundant workers.

Renault has promised to offer substantial
social support but has not specified the
sums involved.

The Vilvoorde closure has sent a

shockwave through the Belgian
automobile industry. The car assembly
lines of five companies (Ford, General

Motors, Volkswagen, Volvo and
Renault) are located in Belgium,
providing direct employment for 33,000
people. Belgium assembles more cars per

capita (500) than any other country.
However, the decisions regarding these
plants are taken at the headquarters of

their parent companies, none of which
are in Belgium. The question is whether

more Renault-like decisions can be
expected.

Record BE9702203N
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Two-year deal for government em-

ployees

On 21 February 1997, the Ministry of
Finance and the Danish Central
Federation of State Employees (CFU)
signed a new collective agreement for
1997-9, covering 225,000 government
employees. The parties agreed on a total
increase of 4.25%, of which 2.9% is to
be allocated for a general pay rise, and
1.35% for pensions and other purposes.
Additionally, a wage adjustment scheme
has been introduced to take account of
private sector increases.

The new agreement, which has been
welcomed by both sides, sets out a step-
by-step approach to the introduction of
a new salary scale - one of the main
issues in the negotiations. From 1
January 1998, for a minimum of three
years, government institutions can
undertake experiments with a new salary
scale system, covering all personnel in
one or more institutions, or one group of
employees in a single institution. The
experiments will be based on a centrally-
determined basic salary, supplemented
by three types of allowances, based on:
the employee's functions, measured by
tasks; qualifications measured by
educational background and work
experience; and results. All the
allowances will be subject to local
bargaining between shop stewards and
management, and will not affect the
salary of those presently in employment.
The parties believe that the introduction
of a new salary scale will help to attract
and retain qualified employees and to
improve the linkage between the wage
settlement and the aims and strategies
of institutions. It will also reflect the
individual employee's responsibility,
qualifications and effort.

The agreement makes provisions on a
variety of other issues including: more
training and time off for shop stewards;
higher pension contributions; and more
funds for training and education.

On 26 February, a new collective
agreement was concluded for 662,000
employees in regional and municipal
government bargaining area. The deal
mirrors the central government
agreement in terms of pay increases, the
new salary scale, and improved
conditions for shop stewards.

Record DK9702103N
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Bank fees dispute averted

Banks recently announced plans to levy

service charges on the accounts into
which Finnish employees have their
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salaries and wages paid. Direct payment
into bank accounts is the norm in
Finland, and the proposals met with

opposition from the Central
Organisations of Finnish Trade Unions
(SAK).The unions threatened a protest
campaign including: the withdrawal of

union representatives from the banks'
administrative bodies; forcing banks to
compete with each other for strike funds

and union membership fees; a one-day
protest in which employees would
demand payment in cash; and seeking

alternatives to banks for the payment of
wages. The sums of money potentially
involved in the dispute are very

substantial: it is estimated that the total
amount of wages and salaries to be paid
out this year to SAK members is around
FIM 100 billion (ECU 17 billion).

Following negotiations with SAK, the
banks agreed to the principle that basic
services on employees' pay accounts

should be free of charge, and to discuss
any future increases in fees in advance
with the unions. The Contract of

Employment Act states that wages
should be available on pay-day, and that
the employer is responsible for the costs

arising from the method of payment.
SAK will discuss with employers'
organisations the extent to which
employers would be responsible, should

fees in future be levied on employees'
pay accounts.

FI9702102N

FRANCE/NEWS

Civil service pay talks break down.

During preliminary talks in January, the
Minister for the Civil Service announced

that the Government proposed to keep
the purchasing power of civil servants'
pay at the present level in 1997 and
1998. The civil servants' unions objected

unanimously to these proposals and
fiercely criticised the Government's
refusal to make up for the salary freeze

imposed on the civil service during 1996.
Faced with this disagreement, the
Government decided unilaterally to

impose a pay rise of 1% for 1997. In
protest, all the unions involved called a
national day of action, strikes and

demonstrations on 6 March. Apart from
a salary review, the unions are
demanding the improvement of public
services as well as job creation, notably

through a reduction in overtime.

The Government's decision is a
continuation of the austerity measures

imposed on the civil service for over 10
years, which have led to a substantial
loss in purchasing power for France's 5

million working public employees, and
the 4 million on pensions. The

Government has made no secret of the
fact that its latest decision is intended to
demonstrate to the financial markets

and to its European partners that it is
capable of maintaining a policy of fiscal
austerity. The unions see the measure as

essentially symbolic, as the budgetary
consequences of their demands would
have been relatively small - an increase in

public spending of about 1.5 % over two
years.

Record FR9702106N
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Government ends pay guidelines for
nationalised companies

In January 1997, the Prime Minister

discontinued the practice of giving pay
guidelines to nationalised companies. A
letter was previously sent at the
beginning of each year to the heads of

public sector companies, indicating the
ceiling levels for pay increases. Instituted
in 1983 following a period of price and

wage freezes, this letter formed one of
the elements of the wage policy which
the the Socialist Government of the time

wished to implement. This policy's aims
included avoiding excessively large
disparities between employees of

companies under state ownership. It also
had an impact, along with government
decisions concerning civil servants'
salaries, on private sector pay

negotiations. Companies in the private
sector received a similar letter from the
CNPF employers' confederation, which

terminated this practice at the beginning
of the 1990s.

According to the Industry Minister,

Franck Borotra, the announcement of a
percentage pay increase made
employees feel that they had an

entitlement, no matter whether
particular nationalised companies were
in profit or loss: ``as a result,

negotiations were biased, the
management deprived of decision-
making powers, and dialogue
thwarted.'' For the Government, this

decision is part of a desire to ``reform the
state'' and to transform relations
between the state and the companies

under its control.

Record FR9702107N
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Social partners compromise in printing

On 6 February 1997 the Bundesverband
Druck employers' association and the IG
Medien trade union signed two new

national collective agreements for the
130,000 manual workers in the German
printing industry. The first covers pay

and the second is a renewal of the
general framework agreement on

employment conditions. Negotiations

were difficult: employers demanded cost
reductions and greater company-level
determination of some employment

conditions at company level; while the
union's central aim was to safeguard
100% sick pay in the agreement,

following the recent reduction of
statutory sick pay to 80% (see p.5). IG
Medien called several warning strikes

during the bargaining process.

A compromise was finally reached in
which both sides have had to make

concessions, but they see the results as a
firm step towards stabilising the
centralised sectoral collective bargaining

system. On pay, the deal provides for an
increase of about 1.5% for one year
from 1 April 1997, following the general

tendency of very moderate wage
settlements seen in 1996 and so far in
1997. The framework agreement, which

runs for four years, contains several new
provisions on additional payments,
working time and work organisation,
including:

. 100% of average pay (excluding

overtime payment and bonuses) during
the first six weeks of sickness;

. a top-up of state sickness benefits
between the sixth week and the third

month of sickness (these benefits have
been cut from 80% to 70% of full pay);

. a reduction of the annual bonus from
100% to 95% of monthly pay, with
special ``hardship'' concessions for small

companies; and

. an ``opening clause'' allowing
companies and the works council to
agree, under certain conditions, to

extend regular working time on
Saturdays.

Record DE9702206N

GREECE/NEWS

Strike wave centres on tax reform

The end of 1996 and the two first
months of 1997 have been marked by a

wave of strikes, affecting essential
sectors of the economy. The strikes have
largely been in opposition to the

Government's austerity policies, and
have focused primarily on the tax system
and a recently passed tax law.

The main trade union confederation, the
General Confederation of Greek Labour
(GSEE), has been campaigning for tax

reforms, including price indexation of tax
bands, increased tax-free allowances and
a crackdown on tax evasion. In support

of these demands, GSEE called 24-hour
general strikes in November 1996 and
again on 23 January 1997. GSEE's

demands, aimed at the Government,
have been supported by unanimous
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statements on tax issues from the

advisory Economic and Social Committee
(OKE). Furthermore, although the strikes
have hit businesses, GSEE's demands are

seen as justified by the main employers'
organisation, the Federation of Greek
Industries (SEV).

On 23 January, all private and public
sector unions, including the

Confederation of Public Servants
(ADEDY), held 24-hours stoppages.
ADEDY has also called a number of 48-
hour strikes to demonstrate its

discontent with the tax system, and with
new pay scales for public servants. As
well as the tax issue, there are also

specific demands that have contributed
to strikes in particular sectors. Primary
and secondary school teachers have

been protesting about their new pay
scales, while the Panhellenic Seafarers'
Federation has been pursuing demands
about the industry's pensions and

insurance system and employment
issues.

The strike wave peaked during January
and, while the disputes have not
stopped (the teachers are still on strike at

the time of going to press) tensions have
largely been defused - for example, the
maritime workers have resumed work, as

their demands have been partially
satisfied.

Record GR9702102N

IRELAND/NEWS

Nurses strike averted by pay offer

Ireland's 26,000 nurses have accepted
an IEP 85 million (ECU 115 million) pay
formula drawn up by the Labour Court.
The settlement terms were a
considerable improvement on earlier
offers rejected by the nurses over the
past year. These included a proposal,
backed by the executives of the four
unions involved in the dispute (the
largest being the 16,000-strong Irish
Nurses Organisation), arising from an
agreed special adjudication process.
With a strike due to commence on 10
February 1997, the chair of the Labour
Court issued a recommendation which
resulted in a deferral of the threatened
action. On this occasion, the union
executives issued no formal
recommendations to the members. The
outcome was acceptance by a majority
of around two to one.

The settlement terms raise the maximum

salary of a staff nurse - 60% of all nurses
- from IEP 18,000 (ECU 24,500) to IEP
21,000 (ECU 28,500). For nurses below

the maximum, changes to pay scales
yield increases of 6.5%-11.5%. These
increases are exclusive of the 39-month,

9.25% pay increase forming part of
Ireland's latest three-year economic and

social programme - Partnership 2000
(see p.6).

A commission will be established to look

at a number of long-standing grievances,
aiming to provide a secure basis for the
further professional development of the

profession in the context of anticipated
changes in the health services. The deal
also provides for some improvements in

early retirement.

Serious concerns have been expressed
about the possible ``knock-on''

implications of the settlement, which
comes under the ambit of the 1994-6
national agreement, the Programme for
Competitiveness and Work (PCW). The

settlement exceeds the terms of the
PCW, a fact that has been noted by
groups of public servants who have yet

to conclude outstanding PCW pay
matters. Others, such as the police, a
group directly related to nurses in pay

terms, may attempt to secure a similar
package under Partnership 2000.

Record IE9702102N

ITALY/NEWS

Social partners discuss reform of the

July 1993 agreement

The social partners have recently been
conducting a debate on wage flexibility
as a means of promoting employment,

in the context of the forthcoming review
of the July 1993 central tripartite
agreement, which determines Italian

incomes policy and collective bargaining
structure.

The Governor of the Bank of Italy has

now entered the argument, stating that
``the agreement of July 1993 has had
great merit in terms of stabilisation of

costs and competitiveness of the
economy and has been a key factor in
the reduction of inflation, but the

incomes policy has been able to do little
or nothing for employment growth''. To
promote employment, the Governor
proposes a form of wage flexibility

providing a closer link between
employees' earnings and the firm's
productivity and turnover. The

Governor's proposals have been
positively received by the unions. The
CGIL union confederation regards wage

flexibility and its links to productivity as
an issue already covered by the July 1993
agreement, which should be reinforced

in the review of the agreement.
However, Confindustria's vice-president
claims that productivity-linked pay
makes up only 3% of the overall wage in

Italy, and therefore has no effect on the
level of wage flexibility. He maintains
that with very low inflation, sectoral

collective agreements may no longer
fulfil their role of maintaining employees'

purchasing power, as provided for in the
1993 agreement. Instead, they should

act as frameworks for flexibility, and help
fight unemployment.

The debate between the social partners
on this issue may, according to some

commentators, lead to an important
innovation in Italian industrial relations:
a greater differentiation between the

two bargaining levels, and the
decentralisation of wage negotiations,
making possible an effective link
between wages and productivity and

thus increasing the degree of wage
flexibility.

Record IT9702104N

ITALY/NEWS

Italy introduces supplementary pen-

sions

The Government has issued a decree
setting out the rules for introducing

supplementary occupational pensions
schemes in Italy for the first time,
bringing the country more in line with

the rest of the EU in this area. Presenting
the decree (issued on 14 January) to the
press, the Minister of Labour, Tiziano
Treu, stated that ``1997 will be the year

in which a real supplementary social
security system will begin to be set up in
Italy.''

Supplementary pension funds will be
managed by bodies made up of equal
numbers of representatives of workers
and employers. The funds' resources will
be invested in the capital markets, and it
is hoped that the prudent use of these
resources will, as well as guaranteeing
members' pensions, contribute to
economic development and employment
growth. There will be tax incentives for
investment in pension schemes. The
decree concerns the establishment,
administration and control of the
pensions funds, while the methods of
financing are left to negotiations
between social partners.

The introduction of occupational
pension funds was foreseen in the major
pensions reform of 1995. In general,
schemes must be based on collective
agreements between the social partners
(except those for the self-employed),
though workers can also join ``open-
ended'' funds set up by financial
institutions. The largest scheme so far
negotiated is Fonchim, which was
established by the chemical and
pharmaceutical sectoral agreement in
December 1995. Employers and
employees each make a contribution of
1.06% of pay to the fund - which
currently has 30,000 members - while
part of the statutory sectoral severance
pay fund is also used to finance the
scheme. The new metalworking
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collective agreement (see p.7) provides
for the establishment of a fund in that
industry.

The pensions decree hit an obstacle in
early March, when the Court of Auditors
failed to accept it, owing to concerns

about fund administration (and
especially ensuring trade union
participation). The Court has asked for

changes to be made, thus delaying
implementation of the decree.
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NETHERLANDS/NEWS

Legal barriers to European-level collec-
tive bargaining

Judging from an exchange of letters

between a Dutch trade union and the
Department of Justice, it would appear
that cross-border cooperation between

unions, let alone their international
merger, is beset with legal difficulties.
Trade unions are confronted by legal
problems in attempts to explore the

possibility of collective bargaining at
European level. At least, this has been
the recent experience of the Dutch union

for printing and allied trades, Druk en
Papier, which has 44,000 members and
is affiliated to the Dutch Federation of

Trade Unions (FNV).

This union has been discussing the

establishment of a European
``corporation'' with its German, Swiss
and Austrian counterparts. The proposed
corporation could then be granted the

right to negotiate collective agreements
with multinational companies in the
printing and allied trades sector.

Ultimately, the unions involved might
even merge. In that way, contends Druk
en Papier, trade unions could genuinely

contribute to the European social
dialogue and catch up with the process
of business mergers across Europe.

However, according to the exchange of
letters between Druk en Papier and the
Dutch Department of Justice, it appears

that such a far-reaching form of
international cooperation between
unions may be hampered by legal

difficulties - at least in the Netherlands.
The problems centre on the legal status
of any European-level structure created

by the unions. The Netherlands has not
ratified the 1968 EC Treaty on
International Recognition of Legal

Persons, because, according to the
Department of Justice, it contains
requirements that do not match Dutch
practice. An attempt in 1973 by the

European Commission to bring about a
treaty on the international merging of
legal persons, failed, while the

Commission's proposals for Regulations
on Statutes for European associations,

cooperative societies and mutual
societies have yet to be agreed by the
Council of Ministers, and are still under

discussion.
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NETHERLANDS/NEWS

Working time flexibility a success at
Akzo Nobel

The introduction of an average 36-hour
week and more flexible working hours at
Akzo Nobel (the largest chemical group

in the Netherlands) has been shown to
have positive effects on employment and
efficient management. These are the
principal conclusions drawn by

organisational consultants, Basis &
Beleid, from an evaluation of 124
experiments carried out in the company

between 1995 and 1996.

During the 1995 collective bargaining
round, management and unions agreed

to introduce both an average 36-hour
week (``working time differentiation'')
and measures to increase flexibility

(flexible working hours) from 1 July
1997, with the aim of promoting
employment. ``Differentiation'' in this
context means (in this case) a 36-hour

week averaged on an annual basis,
allowing weekly hours to fluctuate
according to seasonal peaks and

troughs. The general introduction of
these measures at Akzo Nobel was
dependent on the demonstrable success

of experiments within the company.

As a result of the positive evaluation,
Industriebond FNV (the industrial union

affiliated to the FNV union
confederation) now believes that the
average 36-hour week will certainly be

introduced throughout Akzo on 1 July
this year. Negotiations to remove
existing obstacles, including the right to
interpret which categories of job may be

exempted from the 36-hour week (very
few, in the union's view), will begin
towards the end of March. This would

be a breakthrough in labour relations in
the industrial sector, where bargaining
on introducing working time

differentiation has proved very difficult in
companies such as Philips and
Hoogovens.

Meanwhile, the introduction of a 36-
hour week in the banking sector has
encountered difficulties. On 26

September 1996, the Banking Tribunal
issued a ruling on a dispute between the
trade unions and ABN Amro (the largest
bank in the Netherlands). The trade

unions stated that ABN Amro had
infringed the collective agreement for
the banking sector by exempting 23% of

its workers from the 36-hour rule. Since
the parties to the collective agreement

had not specified the number of
exemptions to be allowed and had not
defined the term ``group of workers'',

the Tribunal decided that ABN Amro
could reasonably lay down these
exemptions.

Record NL9702103N

NORWAY/NEWS

Strikes hit 60-year high

Recently-published figures from the
Confederation of Norwegian Business
and Industry, NHO, show that over

530,000 working days were lost through
industrial conflict during 1996. These
figures cover only private sector

companies which are members of NHO,
but nearly all disputes in 1996 took place
within this area. This is the highest

number of working days lost since 1986,
when Norway experienced a major lock-
out in the private sector. In 1996, lawful
strikes accounted for all the lost working

days, and the number of working days
lost through strikes alone (ie, excluding
lock-outs) is thus the highest since the

1930s.

The major strikes all occurred in the
private sector and among unions

affiliated to the Norwegian
Confederation of Trade Unions, LO.
Three strikes over the renewal of

collective agreements accounted for the
majority of lost working days, affecting:

.metalworking, where the strike, lasting

for eight days and involving 30,000
workers, was the first since the 1930s;

. the hotels and restaurants industry,

where a two-week conflict was the first
strike in nearly 60 years; and

. electrical installation, where the strike

lasted for eight weeks.

In 1996, the Government did not, as it
often had in previous years, intervene to

stop strikes with compulsory arbitration.

Record NO9702103N

PORTUGAL/NEWS

UGT assesses bargaining in 1996

Pay bargaining in 1996 was largely
governed by the terms of the central
tripartite social concertation agreement,

according to a recently-published
assessment by the UGT trade union
confederation. In January 1996, a

``short-term social concertation
agreement'' was signed by the
Government, UGT, and the three main
employers' organisations, CIP (industry),

CCP (commerce) and CAP (agriculture) -
though not by the CGTP union
confederation. The agreement forecast

an average rate of inflation of 3.5% and
a 2% growth in productivity, and
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recommended 4.5% as the average pay
increase to be agreed in collective
bargaining.

UGT's assessment of collective
bargaining in 1996 is based on statistical
information from the Ministry of

Employment and the trade unions
affiliated to UGT. It is not complete,
because not all unions provided

information, and the assessment
concentrates almost exclusively on pay
aspects. UGT finds that pay increased by
an average of 4.6% and that with

inflation running at 3.1%, real growth in
wages was around 1.4% for the year,
compared with 0.8% in 1995. UGT

notes that 401 collective agreements
were signed in 1996, covering some
1,663,000 workers (not including civil

servants). Bargaining activity is clearly
concentrated in the second and third
quarters of the year, which account for
nearly three-quarters of all agreements.

UGT states that last year there was an
increase in the number of agreements
signed by its affiliated unions - 151 in

1995 as against 141 in 1996. The
confederation claims that its affiliates
have been ``signing more agreements

than CGTP unions or other unions'', and
are responsible for most agreements in
the largest sectors.

Record PT9702104N

SPAIN/NEWS

Agreement improves working condi-
tions for temporary agencies

On 31 January 1997, a collective

agreement was signed for the temporary
employment agencies sector - the
second such agreement since agencies

were legalised in Spain in 1994. The
deal, which runs until 31 December
1999 was signed by the associations of
temporary employment agencies,

Geesta, UETT and ACETT and the CC.OO
and UGT trade unions. Although another
employers' body, Fedett, refused to sign

the agreement, this was the first time
that there has been effective
negotiations between the parties, as the

previous agreement was signed only by
CC.OO, UGT and Geesta. According to
the Ministry of Employment, there are
currently 408 temporary agencies,

handling 10% of the temporary
contracts concluded in Spain.

Previously, the pay and conditions of
temporary agency workers were based
on the collective agreement that applied
to the agency, and in its absence, the

agreement covering the user company.
This led to precarious working conditions
and inequality among workers, as the

conditions set by the agency agreement
were in general inferior to those of user

companies. The new agreement provides
for a gradual process of offering agency
employees the same conditions as those

applying in the user company. From
1998, agency employees must receive at
least 80% of the pay laid down in the

user-company agreement, rising to
100% by 2000. Furthermore, from 1998
agency workers will be covered by the
user-company agreement in areas such

as job classification, functional mobility
and working hours.

Another step forward in the agreement

is the setting up of a joint committee of
representatives of the signatories, which
is responsible mainly for interpreting and

applying the agreement, and for the
permanent monitoring of the sector's
activities. The committee is funded by a

levy of up to 0.05% on the payroll of
temporary agencies.

The signatory organisations have

welcomed the agreement as an
important step forward in the working
conditions of the temporary agency
sector. However, the agreement was not

approved by all the employers'
associations. Fedett - which represents
small and medium-sized agencies -

refused to sign the agreement because it
felt that the significant increase in
staffing costs threatened the survival of

small companies.
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Road transport strike ends

February saw a major road transport

strike in Spain, strongly supported mainly
in the north of the country. The lorry
drivers' association which called the

strike made a series of demands to the
government, including: retirement at 60
with 100% of previous income (and
voluntary retirement at 55); recognition

of occupational illnesses; and a
reduction in the price of diesel.
According to the organisers, the conflict

affected 200,000 lorry drivers, mainly
self-employed workers, who make up
80% of the sector. After several days the

strike had knock-on effects on firms in
the automobile sector, food markets,
some ports and agricultural
cooperatives. At its high point, some

50,000 workers in other sectors may
have been affected.

The lorry drivers' various representative
organisations differed in their
approaches, with those in favour of the
strike wanting the government to

provide funds to meet most of their
demands, and to change the way the
sector is regulated. The others sought to

achieve their objectives gradually
through negotiations. However, some

associations other than the one that

called the strike supported it for several
days, and joined the strike committee.
The Government remained firm in

response to drivers' demands - the only
concession was to allow transport
cooperatives to negotiate the purchase
of fuel direct from the producers -

probably because it feared a ``domino
effect'', leading to similar demands from
other sectors. Faced with this opposition,

and given the general public
unpopularity of such conflicts, the strike
was called off after two weeks.

Spain's road transport sector has
experienced some previous minor

conflicts in recent years as it has faced
the problem of achieving
competitiveness within the EU. On this

occasion, the Spanish situation never
became dramatic, or comparable to the
French lorry drivers' strike in late 1996.
The composition of the road transport

sector is very different in the two
countries: in France it is dominated by
large companies and employed drivers,

whereas in Spain the majority are self-
employed.
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Government proposes amendments

to wage guarantee legislation

On 19 February, the Swedish
Government presented a bill to

Parliament, proposing modifications to
the legislation on workers' claims in the
event of their employer's insolvency.

There is no doubt that it will be passed
by Parliament, becoming the second
modification of the legislation in order to
comply with EU Council Directive 80/

987/EEC on this subject.

The main problematic provision is the so-
called qualifying rule, which stipulates
that a worker who has already received
payment from the guarantee fund may

receive no further payment within two
years, if the claims relate principally to
the same business. This provision was

instituted in 1994 to prevent abuse by
people who repeatedly start new
businesses and then let them go

bankrupt. One of several cases brought
by trade unions challenging the new rule
resulted in an EFTA Court preliminary

ruling that the EU Directive precludes the
qualifying rule. The Swedish
Government could not convince the
court that it was necessary, in order to

prevent improper use of the wage
guarantee, to deprive workers of their
protection under the Directive. The

qualifying rule was then modified to
allow workers to claim more than once
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during two years, if justified by ``special
reasons''.

The unions still were not satisfied and he
European Commission showed an
interest in the case, inquiring about the

meaning of ``special reasons''. During
informal contacts, the Commission gave
the Government to understand that it

might institute proceedings if the law
was not modified. The new bill thus
proposes that the qualifying rule be
repealed.
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TUC launches pre-election campaign

On 14 February, the Trades Union

Congress (TUC) launched a campaign
aimed at placing workers' rights at the
centre of the forthcoming general
election. The campaign, which will cost

GBP 1 million (ECU 1.4 million), will
include newspaper and cinema ads,
billboards and leaflets. The TUC is

highlighting five particular areas:

. the rights of those in small businesses;

. the right to paid holidays;

. equal rights for part-time workers;

. dealing with low pay through a

minimum wage; and

. time off for parents.

According to the TUC general secretary,

John Monks, ``this is the most ambitious
campaign attempted by the TUC since
our re-launch as an independent
campaigning organization in 1994''. The

two main aims of the campaign are: to
tell voters that important employee
rights will be decided by the next

government, and where candidates
stand on these issues; and to tell
candidates and their political parties that

employee rights are popular with voters.
Mr. Monks says that the TUC is not
endorsing any party, nor telling people
who to vote for, and the campaign will

not take sides. Rather it is ``part of the
TUC's long term aim to establish a new
national consensus for minimum

standards and a new industrial
settlement in the workplace based on
social partnership''.
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UNITED KINGDOM/NEWS

CBI sets out its plans for 1997

At the beginning of February, the UK's
main employers' organisation, the

Confederation of British Industry (CBI),
set out a five-point programme of its
long-term priorities for beyond the

forthcoming general election. According
to CBI director general, Adair Turner,

``whatever happens between now and
May, there are fundamental issues for
business which need attention. The
changing nature of the world in which

we do business brings both
opportunities and challenges, and the
CBI should be at the heart of change.''

The CBI has five main target areas:

. Economic and Monetary Union - the
CBI will be consulting its members over
the first eight months of 1997 to

determine its position on whether the
UK should join EMU;

. labour market flexibility - if EMU is to
go ahead, the efficiency of Europe's
labour markets will become vital. The CBI

will therefore be undertaking labour
market research to enable it to promote
the required changes;

. education and training - much more

effort must be put into creating a strong
foundation, particularly in primary
education. The CBI will therefore be
looking at issues such as class size,

standards and resources;

.manufacturing - a major project is to
be undertaken to assess the
competitiveness of British

manufacturing. The main aims are to
find out whether there are any
impediments to success and to identify

where improvements in performance
can be made; and

. transport infrastructure - a much
improved transport system will be a vital
precondition for improvements in

economic performance . The CBI is
particularly keen to investigate what it
sees as the conflicting requirements of

business, the environment and the public
finances involved.
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``Social chapter" takes centre stage in
election run-up

As the general election draws nearer, the

Conservative Government and Labour,
the main opposition party, have taken
opposing stances on the EU ``social

chapter'' (the social policy Agreement
annexed to the Treaty on European
Union, from which the UK has ``opted

out''). In February, the Government
claimed that if Labour were to win the
general election, its commitment to

``signing up'' to the social chapter would
cost the UK 500,000 jobs. Prime Minister
John Major called the social chapter a
``Trojan horse" that would lead to a

return to the industrial relations
problems which brought the UK ``to its
knees'' in the 1970s. He said that if the

UK signed up, the EU would press
forward with new employment

legislation that would burden industry

with new rules and regulations, and
stifle competitiveness. Mr Major
emphasised the success of the British

economy, with its deregulated approach,
and compared it favourably with the
``flawed''' European social model. The
Prime Minister insisted that Britain was

already achieving the objectives of the
social chapter - promotion of
employment and improved living and

working conditions - by other means

Robin Cook, Labour's foreign affairs
spokesperson, responded by challenging

the Conservatives to publish the
calculations on which the social chapter
would raise unemployment, or name
one firm where it had led to loss of jobs.

He claimed that the Government was
out of touch if it thought that opposition
to the social chapter would win votes,

and argued that there was nothing in
the social chapter which would threaten
British competitiveness.

UK9702109N
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Contact: Simonetta Carpo, tel: +39 2 6671 4973 / 6698 24 41, fax: +39 2 6698 0834, e-mail: iresl@galactica.it

Fondazione Regionale Pietro Seveso, Viale Tunisia 2, I-20124 Milano.
Contact: Roberto Pedersini, tel: +39 2 2952 3237, fax: +39 2 2951 8971, e-mail: pedersin@master.cci.unibs.it

CESOS, Via GM Lancisi 25, 00161 Roma.
Contact: Marie-Teresa Taggart, tel: + 39 6 44251168, fax: +39 6 4425 1172, e-mail: cesos@mclink.it

Luxembourg
ITM, 26 rue Zithe, BP27, L-2010, Luxembourg.
Contact: Marc Feyereisen, tel: +352 42105 7860, fax: +352 42105 7888, e-mail: feyereisen@itm.etat.lu

Netherlands
HSI, Faculty of Law, University of Amsterdam, Rokin 84,1012 KX Amsterdam.
Contact: Robbert van het Kaar, tel: +31 20 525 3962 / 3560, fax: +31 20 525 3648, e-mail: kaar@jur.uva.nl

Norway
FAFO Institute for Applied Social Science, PO Box 2947 Toyen, N-0608 Oslo.
Contact: Kristine Nergaard, tel: +47 226 760 00, fax: +47 226 760 22, e-mail: kristine.nergaard@fafo.no

Portugal
UAL, PalaÂ cio dos Condes de Redondo, R De Santa Marta 47, 1150 Lisboa.
Contact: Ana Carla Casinhas, tel: +351 1 3129667, fax: +351 1 3129667, e-mail: mlc@universidade-autonoma.pt

Spain
CIREM, Travessera de les Corts 39-43, lateral 2a planta, E-08028 Barcelona.
Contact: Maria Caprile, tel: +34 3 4401000, fax: +34 3 4404560, e-mail: fundacio_cirem@bcn.servicom.es

QUIT (Grup d'Estudis Sociologics sobre la Vida Quotidiana i el Treball), Departament de Sociologica, Edifici B, Campus Universitat AutoÁ noma
de Barcelona, Bellaterra 08193, Barcelona.
Contact: Clara Llorens, tel: +34 3 581 2507 / 2405, fax: +34 3 581 24 37, e-mail: eiro.esp@uab.es

Sweden
Arbetslivsinstitutet, S-171 84 Solna.
Contact: Kerstin Ahlberg, tel: +46 8 617 03 40, fax: +46 8 653 17 50, e-mail: kerstin.ahlberg@niwl.se

United Kingdom
IRRU, Warwick Business School, University of Warwick, Coventry CV4 7AL.
Contact: Mark Gilman, tel: +44 1203 524278, fax: +44 1203 524184, e-mail: irrumg@wbs.warwick.ac.uk

OTHER RELEVANT EUROPEAN COMMISSION OBSERVATORIES
Employment Observatory
Contact: IAS, Novalisstraûe 10, D-10115 Berlin, Germany, tel: +49 302 82 10 47, fax: +49 302 82 6378

Community information system on social protection (MISSOC)
Contact: ISG, Barbarossaplatz 2, D-50674 Cologne, Germany, tel: +49 221 235473, fax: +49 221 215267
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