
In this, the second issue of EIRObserver, we present an edited
selection of features and news items, based on some of the reports
supplied for the European Industrial Relations Observatory (EIRO)
database in March and April 1997. The contents of EIRObserver
constitute just a small part of the database's comprehensive set of
reports on key industrial relations developments in the countries of
the European Union (plus Norway), and at European level. Each
item in EIRObserver ends with a reference to the database record(s)
on which it is based, and which contains more detailed
information on the subject in question. The database, which is the
core of EIRO's activities, is currently under construction, and details
of access will be provided in a forthcoming issue of EIRObserver as
soon as the technical infrastructure is in place.

EIRO 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. Its aim is to collect, analyse and
disseminate high-quality and up-to-date information on develop-
ments in industrial relations in Europe, primarily to serve the needs
of a core audience of national and European-level organisations of
the social partners, governmental organisations and EU institu-
tions.

There can be little doubt that Renault's planned closure of its plant
at Vilvoorde in Belgium has been one of the most high-profile
events in European-level industrial relations in recent years. It has
focused attention across Europe on a host of issues related to
future of ``Social Europe`` - such as the meaning of employee
information and consultation rights in an increasingly transnational
economy. Our first feature in this issue summarises the events and
outlines the main themes. Other features and news provide a
snapshot of some of the key themes in European industrial
relations today - such as the changing face of collective bargaining,
and debates over the reduction and reorganisation of working
time. This issue also contains our first comparative supplement,
examining the treatment of a particular issue across the EU. The
topic on this occasion is the role of collective bargaining in
promoting equal opportunities for women and men. In it we draw
on recent research conducted by the Foundation; future
supplements will increasingly draw on the EIRO database.

Finally, we thank those of our readers who have let us have their
views on the contents and presentation of EIRObserver. We would
ask others to respond as well, so that we can refine and modify
our publication to meet their needs as fully as possible.

Mark Carley, Editor
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The planned closure of Renault's
plant at Vilvoorde in Belgium has
generated an unprecedented
storm of protest and raised many
questions over the future of Social
Europe. We summarise events and
outline the key issues.

The Renault Vilvoorde affair has had a

massive impact across Europe and at EU

level, arguably raising awareness of the

issues surrounding the future of Europe's

social dimension as never before. In the

box opposite, we summarise the key

events in chronological order. Below, we

set out very briefly some of the main

issues and questions raised, which are

set to occupy the minds of European

policymakers for a long time, as identi-

fied by commentaries from EIRO's EU-

level centre and relevant national cen-

tres.

EU information and consultation
legislation

Vilvoorde workers have won cases in

both the Belgian and French courts,

obliging Renault management to inform

and consult in line with the Directives on

collective redundancies and European

Works Councils (EWCs). However, per-

sistent questions have been raised about

the effectiveness of the existing EU

provisions. These Directives are seen in

some quarters as being weak and

inadequate and unable to prevent

``social dumping``. Calls for a

strengthening of the rules, or of the

penalties for contravening them, have

come from sources such as the European

Commission and European Parliament

and the European Trade Union

Confederation (ETUC) and other union

organisations.

As well as causing a general process of

review and reflection on these issues, the

Renault affair may have the effect of

accelerating the Commission's forth-

coming initiative on national-level em-

ployee information and consultation,

and influencing its content. However, it

has been questioned whether national-

level bodies can be effective in prevent-

ing Vilvoorde-type decisions, if informa-

tion and consultation rights cannot be

enforced at the level of EWCs. Another

result of the Vilvoorde case is the

possible non-binding ``code of conduct``

on employee information and

consultation in the event of economic

restructuring, which is currently under

discussion among the social partners, the

Commission and the Council of

Ministers.

Subsidy-shopping and relocations

Renault's application for EU funding to

expand Spanish operations at the same

time as closing Vilvoorde has raised

concerns about possible ``subsidy

shopping`` by multinationals. For some

commentators, it seems clear that

greater coordination between EU

competition and regional policy is

required to ensure that European funds

cannot be used to replace viable

operations with production in cheaper

locations which attract European aid.

The Commission has promised to look

into this issue. The role of governments

in attempting to attract new investment

in their countries has also been

questioned.

Aside from subsidies, the impact of high

social and wage costs on multinationals'

location decisions has been highlighted.

Renault argued that, while average net

pay in Belgium is similar to that in

France, the high level of social security

contributions means that costs are in

fact 30% higher in Belgium than in

France, and 48% higher than in Spain. It

has long been argued by employers that

wage and social costs have an important

impact on location decisions. Trade

unions have in the past refuted such

claims, arguing that other factors such as

infrastructure, proximity to markets, level

of training of the workforce, productivity

and quality were more important con-

siderations. In the Renault case, it

appears that the car maker decided to

shift production despite high levels of

productivity and quality of output at the

Belgian plant, where a major flexibility

and investment package had been

negotiated only four years previously

(the failure of this agreement to save

Vilvoorde may, incidentally, have a

negative effect on similar negotiations

elsewhere).

Birth of the ``Euro-strike''?

The Vilvoorde dispute has been marked

by unprecedented levels of international

solidarity and sympathy action, not only

among Renault workers from production

sites across Europe, but also from car

workers in Belgium fearful of a similar

fate, as well as workers in other

threatened industries. Much of this

activity - including Europe-wide strikes in
Renault and major demonstrations - was
organised by Renault's European group

committee with the support of the
European Metalworkers' Federation
(EMF). The European group committee
emerged as an important factor in the

dispute, not least by successfully enfor-
cing its information and consultation
rights in the courts. The unprecedented

show of support has been described by
some commentators as the first genuine
``Euro-strike``, which may be followed by

others as job losses across European
multiply. This phenomenon has been
particularly noteworthy, as national
interests have in the past tended to

override European-level solidarity in a
context of intensifying competition for
jobs: for example, recent events at

Ford's Halewood plant in the UK were
met with very little resistance, especially
at the European level.

Overcapacity in the car industry

An underlying factor in the Renault affair

is the fact that the European car industry
currently operates with an estimated
annual overcapacity of 2 million vehicles.

Faced with ever-increasing competition
from Japan and Korea, plus low-cost
plants in central and eastern Europe, the
push by the motor industry to increase

productivity levels produces even more
overcapacity, which results in more job
losses. Further radical rationalisation and

restructuring can be expected in the near
future.

The EMF has called for broadly-based
discussions at the European level on the
future of the industry, to address the
overcapacity problem and examine

issues such as the promotion of co-
operation between European manufac-
turers to explore new markets, cut costs

and share production sites, and the
reorganisation and reduction of working
time. The EMF's call to the European

Commission to establish a high-level
consultative body for the car industry
involving the social partners has been

echoed by ETUC. (Tina Weber, ECOTEC,
Hans Bruyninckx, Steunpunt WAV, Udo
Rehfeldt, IRES, Mark Gilman, IRRU,
Claudia Vallve, CIREM, Carla Casinhas,

UAL)

EU9703108F, EU9704118F, BE9703102F,

BE9704208N, FR9703122F, FR9704142N
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. 27 February 1997. Renault management

announces the closure of its Vilvoorde

plant by July 1997 with the loss of 3,100

jobs (probably leading to 1,500 further

redundancies among suppliers and

subcontractors). There has apparently been

no prior information and consultation of

the workforce. The move is justified by

Renault as being part of a wider

reorganisation aimed at making savings of

over FRF 825 million [ECU 125 million] per

year. The reorganisation will also involve

the loss of 2,800 jobs in France. According

to senior management, Renault has no

option in view of its financial situation and

the position of the car industry. Vilvoorde

workers react by striking and occupying

the factory, while Belgian and Flemish

regional politicians condemn the closure,

claiming that various national and

international worker information and

consultation rules have been breached.

Even Belgian employers' organisations add

their voices to the criticism of the way the

closure was announced. In France,

condemnation is slower to come from the

Government, though President Jacques

Chirac later criticises the way the closure

was announced. A parliamentary

committee is set up to look into the future

of Renault and the car industry.

. 2-3 March. Renault union representatives

from Belgium, France and Spain meet and

agree to seek to prevent the closure of

Vilvoorde and organise a one-hour strike

across Renault's European operations on 7

March.

. 4 March. The European Metalworkers'

Federation (EMF) holds a coordination

meeting of Renault unions, which decide

to form a ``united front`` to oppose the

closure and propose other options. EMF

claims that EC legislation and the Renault

agreement establishing a European Works

Council (or European group committee)

have been contravened. EMF plays an

important part in organising actions and

solidarity throughout the dispute.

. 5 March. Commission President Jacques

Santer expresses his regret over Renault's

handling of the closure and describes it as

``a serious blow to confidence in Europe``.

. 6 March. Padraig Flynn, the

commissioner for industrial relations,

employment and social affairs, criticises

Renault's actions and suggests that the

group's EWC agreement and the collective

redundancies Directive may have been

breached (though enforcement is the

responsibility of national authorities). He

also stresses the importance of

strengthening the EU's social dimension.

On the same day, competition commis-

sioner Karel Van Miert reveals that Renault

had requested aid, including ECU 7 million

from the European Regional Development

Fund, to expand one of its Spanish plants.

The Renault plant in Valladolid has been

receiving assistance from the Spanish

Government to adapt it to produce a new

model. With the closure of the Belgian

plant, production of the MeÂ gane and Clio

models would be moved to Valladolid. The

aid is suspended by the Commission and

the Spanish Government due to concern

over the Vilvoorde closure. The Commis-

sion later promises to review its structural

funds policy to prevent alleged ``subsidy
shopping`` The ETUC executive committee

condemns Renault. An extraordinary

meeting is held of the Renault French

central works council, at which

management refuses to allow the

participation of Belgian representatives,

sparking a walk-out by most French

representatives.

. 7 March. The one-hour stoppage is well

supported in Renault plants in Belgium,

France and Spain. In Portugal, workers

express sympathy, but do not strike due to

the delicate negotiations currently

underway there over job losses. Other

Belgian car workers also strike in support

of their Vilvoorde colleagues.

. 11 March. Commissioner Flynn tells the

European Parliament that the existing

national sanctions for breach of the

information and consultation rules may not

be a sufficient deterrent. He also states

that the Renault case underlines the need

for an EU initiative on new general

information and consultation rules at

national level, on which consultations with

the social partners should be launched

soon. Parliament adopts a resolution

claiming that Renault has breached EU

information and consultation Directives,

and calling for new, tougher measures. On

the same day, an extraordinary meeting is

held of the Renault EWC, at which

management reiterates the rationale

behind the closure, and states its

willingness to explore social accompanying

measures, though stressing the irrevocable

nature of the decision. EMF condemns the

consultation as ``symbolic``. Over 10,000
workers (including Renault employees

form Belgium, France, Spain, Portugal and

Slovenia) demonstrate in Paris.

. 14 March. The Renault affair is discussed

at an informal Labour and Social Affairs

Council of Ministers meeting, attended by

representatives of the Commission and

social partners. The Dutch Presidency calls

for the Commission to evaluate existing

provisions and examine new measures,

including a ``code of conduct`` on

information and consultation in economic

restructuring.

. 16 March. Some 50,000 people attend a

Renault-linked march in Brussels, in favour

of Social Europe and jobs, organised by

Belgian unions.

. 19 March. Louis Schweitzer , the Renault

chief executive, meets Belgian union

representatives, reiterating the

irrevocability of the closure decision.

Unions press for an examination of other

options.

. 20 March. A further Europe-wide day of

action is held in the Renault group.

. 3 April. In a case brought by a Vilvoorde

employee, with union support, a Brussels

labour tribunal rules that the company has

failed to conform with Belgian information

and consultation provisions. It orders the

company to restart consultations with

employee representatives, thus effectively

postponing (though not cancelling) the

closure. Renault announces that it will

appeal.

. 4 April. The Nanterre magistrate's court

rules, in a case brought by the Renault

European group committee, that

management has failed to observe the

requirement in the agreement establishing

the committee to inform and consult it on

decisions ``affecting its strategic

orientations and the major development of

a European subsidiary such as to have

repercussions at European level``. The

court fines Renault FRF 15,000 [ECU 2,300]

and suspends the closure of Vilvoorde until

management has fulfilled its obligation to

inform and consult. Management appeals,

though it must obey the ruling in the

meantime. On the same day, another day

of action is held across Renault's European

operations.

. 10 April. By a two-thirds majority,

Vilvoorde workers vote to end their strike,

in a move seen as the start of a lengthy

negotiating process over the terms and

conditions of the collective redundancies.

. 15 April. The Dutch Presidency and the

Commission hold a round-table discussion

with the social partners on a possible code

of conduct on worker information and

consultation in cases of economic

restructuring, though apparently without

reaching any concrete conclusions.

. 17 April. The Labour and Social Affairs

Council of Ministers discusses the idea of a

code of conduct and, according to the

Presidency's conclusions, expresses the

wish to continue discussions on the

Renault affair to reach common lines of

conduct in this area. The social partners

were due to discuss the matter further on

19 May.

The Renault Vilvoorde affair - a chronology
of events 3



In recent months, the reduction of
working time has moved to the
top of the industrial relations
agenda in Greece, prompted by
growing debate over its effects on
the problem of unemployment
and the need to boost
employment and competitiveness.
We review the positions of trade
unions and employers.

In the framework of negotiations for the

two-year National General Collective

Agreement covering the years 1996 and

1997, the GSEE (Greek General Con-

federation of Labour) trade union con-

federation placed on the agenda of
discussions with the employers its de-

mand for the reduction of weekly

working hours to 35 without a reduction

in pay. The negotiations led to the

creation of a working party of technical
experts from both sides of industry to

study the issue and its effects on

employment and competitiveness.

Historically, working time has generally

been regulated by law in Greece. How-

ever, since 1975, regulation by collective

agreement and arbitration procedures

has become widespread. In 1983, Deci-
sion 25/1983 of the Athens Second-

Instance Administrative Arbitration Tri-

bunal fixed weekly working time at 40

hours and introduced the five-day week

for the first time, but covering only
manufacturing industry. The National

General Collective Agreement of 1984

extended these regulations to all em-

ployees across the private sector. Today,

both employers and employees are
speculating long and hard about

whether there is a need for a further

reduction in working time.

Unions back 35-hour week
On the trade union side, GSEE considers

the reduction of working time as essen-

tial to deal effectively with the problem

of unemployment and to improve the
quality of working life. To substantiate

this position, the confederation's re-

search and training arm, the Institute of

Labour (INE-GSEE) has completed a study

entitled The reduction of working time,
which supports GSEE' s demand for the
introduction of a 35-hour week without

a reduction in pay.

The INE-GSEE study, which lays out a

preliminary analysis of the matter, con-
cludes that the reduction of working

time on full pay can be successfully

introduced in Greece without threaten-

ing competitiveness. This conclusion is

based on a quantitative analysis of the

performance of the Greek economy and

an analysis of experience from other EU

countries.

The most important finding, however, is
that the introduction of the proposed
35-hour week measure has to be carried
out under certain specific conditions
which will enable it to create new jobs
and increased competitiveness.

The study concludes that the 35-hour
week will create 10% more jobs and
secure existing ones across the private
sector, whether or not it requires
reorganisation of the production pro-
cesses involved. Its impact on labour
costs will therefore be favourable. How-
ever, the accomplishment of this goal
assumes an increase in the geographical
and occupational mobility of the labour
force. If not, the increase in employment
will be smaller, while skill shortages are
likely to appear in local labour markets
leading to increases in pay.

Another essential precondition is for the
immediate and full implementation of
reductions in working time because
gradual reductions (for example, small
annual decreases of an hour at a time)
allow enterprises to reorganise produc-
tion in such a way as to avoid recruiting
more employees.

The study stresses furthermore that the
35-hour week can be introduced at
once, without threatening competitive-
ness, into those enterprises in capital-
intensive sectors that have reduced wage
costs to a small proportion of total costs
(such as the food industry), as well as
into those enterprises and sectors char-
acterised by high rates of profitability (as
in banking). Hence it maintains that any
possible costs resulting from the reduc-
tion of working time without a reduction
in pay can be easily absorbed by likely
increases in productivity and by the
reduction in the cost of unemployment
benefit, since unemployment will be cut
considerably.

Finally, the report states that the pro-
posed measure is bound to have major
implications for the conduct of industrial
relations, since a decrease in unemploy-
ment and an increase in employment will
put an end to compulsory overtime and
limit the availability of overtime work.

Employers question effects of
hours cuts

On the employers' side, SEV (the Fed-

eration of Greek Industries) and the

other employer organisations in Greece,

oppose GSEE' s demand for a 35-hour

week on full pay. A study carried out by

the Foundation for Economic and In-

dustrial Research, entitled The effects of

the reduction of contractual working

time, contains SEV 's counter-argu-

ments. This study reaches the conclusion

that the reduction of working time does

not generally produce an increase in

employment and even in those cases

where there is a slight increase, the

impact on production, exports and

investment is particularly negative.

Furthermore, the study concludes that

even if pay remains constant, the

reduction of working time will have a

negative effect on real income, as it

leads to an increase in inflation and

negative effects on the balance of

payments and the public deficit.

In comparative terms, the study under-

lines experiences from other EU coun-

tries claiming that the effects of hours

reductions have been more negative

than positive, as they were too in Greece

over the years 1979-82, a period of

considerable reduction in contractual

working time. As far as labour costs are

concerned, the reduction of weekly

working time, without overtime, in-

creases the hourly cost per employee,

whilst when overtime is added in, the

costs are even higher. Similar increases

are recorded in labour costs per unit,

which have led to a decrease in compe-

titiveness. In conclusion, the study

maintains that reducing weekly contrac-

tual working time bears a significant cost

both for the economy as a whole and for

individual enterprises. Furthermore, the

burden on enterprises is likely to be

heavier than that resulting from possible

increases in direct labour costs, because

reductions in working time force enter-

prises to restructure at a significant

additional cost

Commentary

Reductions in working time have his-

torically been followed by pay rises by

way of compensation for increases in

productivity. So, in view of the employ-

ers' insistence on a reduction in labour

costs, union demands for a reduction in

working time without a reduction in pay

are not regarded favourably. This is the

context in which the social dialogue

between employers and unions is cur-

rently taking place. However, given the

strongly-held views on both sides, as

expressed in the studies outlined above,

any sort of compromise may apparently

be difficult to reach. (Eva Soumeli, INE-

GSEE)

GR9704110F 29 April 1997
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A current bill amending the 1971
Works Councils Act has focused
attention on the increasing role
played by Dutch works councils in
the negotiation of terms of
employment. We look at the
changing roles of works councils
and trade unions in this area.

There has been a traditional division of

tasks in the Netherlands between trade

unions and works councils in setting

terms and conditions of employment.

``Primary`` terms of employment -

especially wages, working time and paid

holidays - are reserved for the unions,

while works councils have been

accorded rights over ``secondary`` terms

of employment - such as top-up benefits

and supplementary pension schemes.

The legislators have tried to some extent

to separate out the respective spheres of

competence of unions and works

councils. This is apparent from Article 27

of the 1971 Works Councils Act: works

councils have ``rights of consent`` - that

is, the employer is required to secure

their agreement - over any decision

relating to various rules on labour-

related matters. However, these rights

do not apply if the area concerned is

regulated by a collective agreement. In

recent years, though, the union

monopoly in primary terms has been

eroded and the role of works councils is

growing.

Works councils and collective
agreements

The general rule is that unions have

priority over works councils, but if there

is no union, the works council comes

onto the scene. However, works council

involvement in negotiating terms of

employment is no longer limited to

rights of consent. It is also increasingly

being expressed in collective agreements

and works agreements. In collective

agreements, it is the unions themselves

that, together with employers, confer

powers on a works council. A large

number of collective agreements contain

provisions regarding the further inter-

pretation of terms of employment by

employers, which must involve their

works councils in this process. However,

it is agreements between employers and

works councils which have caused most

attention and debate. Terms of employ-

ment can also in practice be regulated in

such works agreements (also referred to

as covenants).

The new bill and case law

A bill to amend the Works Councils Act

is currently under discussion in Parlia-

ment. In the explanatory memorandum

attached to the bill and in the discussion

surrounding it, much attention has been

paid to the growing involvement of

works councils in negotiating terms of

employment. In the bill itself, the

possibility of concluding works agree-

ments has been explicitly included for

the first time, thus linking up with both

practice and case law. The memorandum

expects that the role of works councils in

negotiating terms of employment will

continue to gain in significance, while

acknowledging the primacy of trade

unions.

The increasing role of works councils in

terms of employment is also reflected in

case law. The courts have traditionally

held that works councils do not have any

powers with respect to primary terms.

However, in a controversial decision in

the Grabowsky and Poort case in 1992,

the courts took another view, ruling

that, although it is not customary for a

works council to possess powers in the

area of primary terms of employment,

nowhere is it stated that this is prohib-

ited.

In some sectors, such as information

technology, it is now not unusual for an

employer to negotiate primary terms

with a works council instead of the

unions. Indeed in this sector in particular,

works councils have - highly unusually -

started to establish a platform for

collaboration and involved union repre-

sentatives in the process, partly in order

to take advantage of the latters'

experience and expertise.

Works councils and the unilateral
amendment clause

``Unilateral amendment clauses`` in

individual employment contracts mean

that employees are not merely bound to

the terms of employment prevailing

when they are recruited, but are also

automatically bound to all their future

amendments. There is a great deal of

criticism of such clauses due to the

unequal power relationship between

employer and employee that arises as a

result. The law has therefore been

amended on this point from 1 April

1997. It is now stipulated in the Civil

Code that an employer can refer to such

a clause only if its interests are so

``important`` that the interests of the

employee concerned must yield, even if

they are damaged by the amendment
(``important interests`` are defined under
works councils legislation and in case

law).

Until recently, the new bill had reserved
a role for works councils in this area: the
employer's interests would be assumed
to be sufficiently important in this sense
if the amendment resulted from a
collective agreement or from a regula-
tion adopted with the consent of the
works council. The aim was both to
reduce the number of unilateral
amendments by employers, and to take
account of the importance of adopting
or amending collective agreements.
However, the proposal was recently
scrapped because the general law of
obligations was supposed to offer suffi-
cient protection. Proponents of the
greater involvement of works councils in
the negotiation of terms of employment
have reacted critically to the scrapping.

Commentary
There can be no doubt that a shift is
occurring with respect to the involve-
ment of works councils in negotiations
on terms of employment. The decentra-
lisation of such negotiations is increasing
the importance of the role of works
councils. However, insofar as primary
terms are concerned, the change cur-
rently taking place is far from radical and
is unlikely to become so in the foresee-
able future. The trade unions would find
such a change unacceptable; while the
Cabinet and a broad parliamentary
majority would not be enthusiastic
either, as is clear from the memorandum
and reactions to the bill amending the
Works Councils Act. Even most employ-
ers appear to prefer to negotiate with
experienced and expert union negotia-
tors instead of works councils, not least
because (unlike in Germany) agreements
between employers and works councils -
unlike collective agreements - do not
automatically carry over into individual
terms of employment.

In its official reaction to the bill, the FNV
union confederation repeated its appeal
to extend the rights of consent of works
councils to include all agreements on
terms of employment, subject to the
maintenance of the primacy of the
collective agreement. Employer repre-
sentatives are turning against such an
extension and are considering a greater
role for works councils by means of
covenants, which would then carry over
into individual labour agreements. (Rob-
bert van het Kaar, HSI)

NL9703106F

21 March 1997

NETHERLANDS
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The Norwegian Confederation of
Trade Unions (LO) and the
Confederation of Norwegian
Business and Industry (NHO) have
recommended to their members a
settlement to the 1997 bargaining
round. The deal extends the
voluntary early retirement scheme
and provides for moderate pay
increases.

On 6 April 1997, LO and NHO agreed on
a proposal for agreement made by the

State Mediator, which must now be
approved by LO's and NHO's represen-
tative structures. Talks between LO and

NHO had broken down in mid-March
and - as is quite normal in Norway - the
Mediator had stepped in.

This year's negotiations are mid-term

renegotiations of two-year deals signed
last year and, as is customary, have been
taking place centrally at the level of the

trade union and employers' confedera-
tions. Mid-term renegotiations mainly
deal with remuneration, but this year the

parties also had to agree on the frame-
work for a new voluntary early retire-
ment scheme.

The results of bargaining in the LO/NHO
area - which includes manufacturing,
building and construction, transport and
hotels and restaurants - are of great

importance for the remaining bargaining
areas in both the private and public
sectors.

Pay increases
The parties agreed that bargaining units
where employees have an average yearly
income under NOK 185,000 [ECU

23,100] should receive a higher cen-
trally-agreed increase than those units
with an average yearly income above this

limit. Furthermore, the pay increases
should be higher in areas where there is
no subsequent local bargaining than in

those areas with local bargaining. It has
been a common practice during the
1990s that central increases vary ac-
cording to whether or not subsequent

local increases are awarded within the
various bargaining units. However, the
vast majority of agreements within the

LO/NHO area provide for local bargain-
ing and for an average yearly income
over NOK 185,000.

The pay increases awarded by the new
central agreement are set out in the
table.

NHO estimates that the settlement will
entail wage growth of between 3% and
3.5% for 1997. The predicted rate of
inflation for 1997 is approximately 2.5%.
LO and NHO intend that the proposal

``will set the norm for managers and

other groups of employees within the

firms which are covered by the

agreement and for the remaining labour

market in general``.

Early retirement

The central, and most contentious, issue
in this year's negotiations was the
question of voluntary early retirement. A
new voluntary early retirement scheme is
due to cover private sector employees in
the NHO/LO area aged from 62 to 63
years, from October 1997. This new
scheme adds to the existing

``agreement-based flexible pension`` for

those aged 64-66. The parties had to

decide which groups of employees the

new scheme should cover: NHO wanted

to limit the scheme to employees with

long seniority; while LO proposed that

the same conditions should apply as in

the scheme for the 64-66 age-group - ie,

at least 10 years' employment after

reaching 50 years of age. If NHO's

demand for a longer seniority

requirement had prevailed, women in

particular would have had difficulty in

qualifying for the scheme. LO therefore

strongly emphasised the equality aspect.

For a long time it was uncertain whether
or not the Government would contribute
financially to the new scheme, as jointly
requested by the parties. When the
Prime Minister promised that the Gov-
ernment would contribute, the State
Mediator was able to present a proposal
which both parties could recommend.
LO won acceptance for its demand that
the extended scheme should apply to all
employees with at least 10 years'
employment after 50.

The voluntary early retirement scheme
for the 62-63 age-group is financed
partly by a fund to which all NHO
member firms contribute collectively,
and partly by direct contributions from
those firms whose employees make use
of the scheme. In addition, the state will
contribute by reducing the tax burden
on those who make use of the scheme
and ensuring that they continue accruing

pension rights within the state scheme
which covers all citizens from the age of
67 years. In contrast to the scheme
which applies to the 64-66 age-group,
the state will not cover any of the direct
costs in this new extended scheme.
Employers will have to contribute 20%
of the costs directly for the 62-63 age-
group, compared with 10% of the costs
for the 64-66 age-group. However, this
will increase to 20% from 1 January
1999.

Commentary
So far, this year's settlement seems to be
more or less within the tripartite

``Solidarity Alternative`` guidelines for

the period 1992-7, which stipulated a

yearly wage growth of approximately

3%. However, this assumes that

increases resulting from the forthcoming

local bargaining rounds are kept within

tight margins. Another precondition is

that pay for management and senior

staff is kept within the LO/NHO

settlement's framework. Good financial

results within many firms, coupled with a

tight labour market within certain

occupations, may, however, make it

difficult for LO and NHO to control local

wage growth.

LO and NHO emphasise that the settle-
ment is to be the norm for other groups,
a point reiterated in a joint letter to the
Prime Minister. In order to remain within
the 3%-3.5% framework, this year's
increases in the public sector will have to
be very moderate. Several public sector
organisations disapprove of what they
see as interference in bargaining from
parties outside their area - the Federa-
tion of Norwegian Professional Associa-
tions (AF), for example, is demanding
substantial increases for its members in
the public sector.

The extension of the voluntary early
retirement scheme may be an expression
of LO's willingness to prioritise social
benefits over high nominal pay increases.
However, NHO is concerned that these
schemes will, over time, be costly for
firms. It points to the fact that during the
next few years a greater number of
employees will be eligible for the
scheme, and this may entail a displace-
ment from publicly financed schemes to
schemes which are partly financed by
employers. The state covers much less of
the costs for the 62-63 age-group than
for the 64-66 age-group. Prior to this
year's settlement, it was clear that there
were different points of view among
NHO's member firms as to how the
extension of the scheme was to be
financed. (Kristine Nergaard, FAFO In-
stitute for Applied Social Science)

NO9704108F 21 April 1997

Bargaining round extends voluntary early

retirement scheme

NORWAY

Under NOK 185,000
Over NOK 185,000

With
local bargaining
NOK 1.50 [ECU 0.19]
NOK 0.80 [ECU 0.10]

Without
local bargaining
NOK 1.80 [ECU 0.23]
NOK 1.20 [ECU 0.15]

Hourly central pay increases
within the LO/NHO area, 1997
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Portugal's important Lisnave
shipyards are being privatised, and
new industrial readjustment and
work organisation strategies are
reforming human resource
management and employment
relations. We examine the process
and the involvement of workers'
representatives.

The Lisnave shipyards, which were na-
tionalised in 1975, are located in the
former industrial zone of the SetuÂ bal
peninsula near Lisbon. They have his-
torically played a very important role in
the development of the Portuguese
labour movement and of trade union
strategies, particularly since 1974. Lis-
nave, which is already the result of a
merger with Setenave (another ship-
yard), is currently undergoing restruc-
turing.

In April 1997, the Government finalised
a restructuring agreement providing for
the creation of three companies: one
involved in shipbuilding and ship repairs;
another in managing infrastructure
based on the concession for the Mitrena
and Margueira yards; and the third, in
which the state will have a majority
holding, providing human resources
from which the group now being set up
guarantees to buy labour.

The new plan for the company foresees
the state retaining a very low percentage
of the capital. It will have as a partner
Grupo Mello, and 15% of the ship repair
company will be bought by the Blomm
und Voss company, the leading German
shipbuilder (part of the Thyssen group),
which will enable it to enter new
markets. The company to be created will
be Portugal's leading shipbuilding and
ship repair company.

Human resources policy

The company currently has about 3,000
employees. Since 1994, 3,100 people
have already left and the aim is to
continue that reduction. Restructuring is
expected to lead to a fall in the
company's workforce to between 1,200
and 1,500 employees, although there
may be as many as 6,000 people work-
ing at the shipyard if subcontracted
employees are included.

Subcontracting exists in many sectors,
such as cleaning, security, transport and
production. However, many subcon-
tracted workers and companies also
carry out the same jobs as the full-time
directly employed workers. Their number
varies greatly, and between 200 and 300
small companies are involved, some of
them tiny. Such workers work the same
hours as those directly employed by
Lisnave, and are essentially Lisnave
employees, since Lisnave makes available

washrooms and other services, though
under different conditions. Pay is also
much the same. Generally speaking,
these workers are inducted and overseen
by Lisnave supervisors. However, there
are subcontractors who fail to abide by
the social security regulations.

As part of the restructuring, a ``social
company`` has been set up to take on
the employees made redundant, which
Lisnave will contract as and when
necessary. The 2,000 employees
belonging to this new human resources
company, known as Gestnave, can be
employed on public works, in the area of
the shipbuilding yards and, for example,
in modernising the railway to make it
internationally competitive - without
forcing other workers into
unemployment.

The position of workers'
representatives

The Southern Union of Metal and
Mechanical Industry Workers (linked to
the CGTP union confederation) is con-
testing Lisnave's restructuring process. It
is opposed to the splitting up of Lisnave
into three companies, because it is
allegedly prejudicial to the country and
to the company's employees. According
to the union, the agreement reached
between the Government and Grupo
Mello will increase insecurity of job
tenure, and it feels that in this deal, ``the
profitable elements go to Portuguese
and foreign capitalists, and the
Portuguese state is left to manage the
social problems arising from the deal and
anything that cannot be turned to
profit.``

The union also condemns the ruling
Socialist Party's zeal for privatisation, and
is displeased that this process has been
carried out without the involvement of
workers' representative organisations. It
demands that workers' views be heard in
all cases relating to them, and where the
law so requires. It also demands that
legal and contractual rights be main-
tained, specifically the maintenance of
jobs, and undertakes to take all steps to
achieve that aim.

The company's workers' commission
(comissaÄ o de trabalhadores - a statutory
enterprise-level employee representative
body) is also against the creation of a
new company. In its view, ``the
Government's planned demerger is
harmful, particularly in the case of the
human resources company.`` Law 46/79
provides for involvement of a company's
workers' commission in any restructuring
process, but according to a
memorandum from the commission,
Lisnave employees were presented with
a fait accompli. According to employees,
there was also a failure to comply with

the previous plan, and they are currently
preparing a response to the Govern-
ment. The workers' commission states
that at the meeting that was held, the
Prime Minister's representative and the
lawyer mediating the negotiations
justified the Government's intervention.

The social aspects of the restructuring
plan will be the subject of further
meetings with the workers' representa-
tives whose organisations are contesting
the demerger of the company, and
which accuse the Minister of the Econ-
omy of failing to fulfil the undertaking to
involve employees. A strike was held in
April, protesting against the lack of
workers' involvement in the reorganisa-
tion process and calling for a right to
employment and social benefits. The
workers also lodged a protest against
Grupo Mello's selection criteria for the
workers to be taken on by the ship-
building and repairs company.

During the crisis in the shipbuilding
industry in the 1980s, the Lisnave
workers' commission (then dominated
by the UGT union) negotiated the only
company agreement to have been
reached to this day in Portugal in which
employees undertook to abide by a no-
strike clause.

The chair of the Parliamentary Labour
Policy Commission believes that the state
should have established the conditions
for Lisnave's workers, executive staff and
small shareholders to be able to take a
more active role in the restructuring plan
and in the company's capital. He has also
stated that the role played by foreign
investors is still unclear.

Commentary

This is yet another stage in the life of the
Lisnave company, which for a time was
held up as a shining example in the
development of trade unionism and the
workers' movement in Portugal. It now
acts as an indicator of trends in human
resource management. The changes
brought about by international compe-
tition have led the company, even with
state capital, into introducing a wide
range of contractual arrangements, with
a segmented internal labour market and
unplanned working conditions.

It is true that the trend is towards greater
labour flexibility, but as a nationalised
company is concerned, labour unions
and the workers' commission have had
their say too, although almost as a
formality and as a means merely to
maintain the institutional equilibrium.
Discussions with employee representa-
tives on the restructuring have been
conducted in a relatively formal and
institutionalised way, with little partici-
pative input from the employees con-
cerned themselves. (Maria Luisa
Cristovam, UAL)

PT9703106F 12 May 1997

Privatisation reforms HRM at Lisnave

shipyards

PORTUGAL
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Sweden's framework for pay
bargaining is currently under
debate, in a changing industrial
relations climate. We look at ideas
put by employers and trade unions
to an official committee, which
could lead to ``better`` collective
agreements.

On 15 April 1997, the Minister for Equal
Opportunities Affairs, Labour Law and
Working Hours, Ulrica Messing, an-
nounced the establishment of an official
committee to propose measures to
improve the functioning of the pay
determination process. The background
is a set of proposals made in March 1997
by each of the central trade union and
employers' confederations, following
talks initiated in May 1996 by the
Government to seek a new ``sound and

stable`` pay determination process. The

central idea of most of the proposals is

to promote effective and peaceful

negotiations by giving mediators a more

important role. Mediation is currently

voluntary and, while the official

conciliators may ask the parties to

postpone industrial action, they can

refuse, and conciliators cannot impose

arbitration awards. This is in line with the

general absence of legal restrictions on

the bargaining parties, other than that

they negotiate under a peace obligation

until the old collective agreement has

expired, and must give seven days'

notice of industrial action.

Restrictions on the right to strike?

The SAF employers' confederation claims
that one of the major obstacles to an
acceptable outcome of pay negotiations
are the rules on industrial action. It states
that companies are now too vulnerable
to industrial action by the unions and
that the strike weapon is too powerful.
The unions can cause far-reaching da-
mage at a very low cost to themselves.
The employer's only counter-measure
would be a lock-out, but that would
harm the company more than the
unions. SAF therefore wants the right to
strike to be limited through the banning
of actions which are out of proportion to
their aim and the damage they cause,
and of sympathy strikes.

Public sector employers go less far,
proposing that the role of the official
conciliators should be strengthened, and
that the negotiating parties should be
obliged to enter into mediation. The
notice required before industrial action
can commence should be extended to

14 days, and the conciliator should have
authority to postpone such action.

Pay policy: trade union views

In its detailed proposal for future pay
determination, the largest union
confederation, LO, has formally stated
that centrally coordinated negotiations
(the norm in the 1960s and 1970s) are
no longer possible, and that pay bar-
gaining should continue to take place at
sector level. Nevertheless, some form of
national coordination is required.

LO suggests that a new official media-
tion institute be set up. Before the start
of a bargaining round, a committee
linked to the institute should draw up a
report on the scope for increases in
wage costs. To attain the necessary
coordination and comparability, all new
national agreements must expire on the
same date. LO's suggestions for recon-
ciling conflicting interests are inspired by
the Danish system. The conciliator
should draw up a bargaining schedule,
monitor negotiations and confer with
the parties on any need for mediation.
The parties could still refuse, but if they
did not reach a new agreement before
the old one expired, the conciliator
would have two alternatives. If the
prospects for a settlement were reason-
able, the conciliator could set a deadline
for concluding negotiations, which could
then proceed with the parties free to
resort to industrial action. The alternative
would be for the conciliator to ``link`` the

sector concerned to another and

propose a settlement to all the parties

concerned. ``Linking`` means that the

unions (or employers' organisations)

from two or more sectors would decide

jointly whether to accept or reject the

proposals.

For LO, an advantage of this system is
that it would apply to salaried employees
as well as blue-collar workers. LO
emphasises that stable pay determina-
tion requires increases for high earners
to follow the general trend, and sug-
gests that the Government should con-
sider keeping pay for highly-paid
employees in line with other workers,
possibly through taxation.

The two confederations for salaried
employees, TCO and SACO, disagree
with most of LO's proposals. They
support further discussions over the
national economic basis for pay deter-
mination, but emphasise that any pro-
posal should be quite separate from the
Government. With obvious reference to
LO, they condemn ``imposed forms of

cooperation`` and reject a Danish-style

system. They are thus against pay norms

and national coordination of bargaining.

They admit a possible need for revising

mediation, but are opposed to any legal

restriction on the right to strike and

allowing conciliators powers of

compulsion.

Sectoral coordination

A recent agreement on bargaining
procedure concluded by 12 employers'
organisations and eight unions in differ-
ent industrial sectors in many ways
resembles LO's proposals. They have:
agreed to have new agreements ready
when the old ones run out; invited an
outsider to chair negotiations; and
established an advisory committee of
independent economists. A committee
of representatives of the contracting
organisations will supervise wage nego-
tiations and the observance of the
procedural agreement, which implies
some limited coordination of the agree-
ments for the different sectors. However,
important differences are that: there is
no fixed wage norm; the parties will
settle affairs without state intervention;
and the agreement is not a national form
of coordination.

Commentary

The climate of Swedish industrial rela-
tions has indeed changed in less than a
year. In June 1996, talks between the
labour market organisations about la-
bour law changes had finally broken
down, ending years of fruitless effort to
reach some consensus. At that time, it
would have been hard to foresee the
procedural agreement for industry, or
the proposal from the LO unions to give
the official conciliators new powers
(which they had previously opposed).

LO claims to have found a global
solution, that would solve the pay
problem at a national level. But its weak
point is that it contains elements that are
highly controversial and hard to realise
politically - for example, the possibility of
linking agreements, and the demand for
a ``penalty tax`` for high earners.

It may be that the procedural agreement
for industry will turn out to be tren-
dsetting, and the solution that the
Government has been looking for.
Minister Messing has already declared
that she will do nothing that could
disturb the working of the agreement.
She is also unlikely to suggest any legal
restrictions on the right to strike. The
Government generally favours contrac-
tual solutions in industrial relations -
experience shows that the parties take
on a greater responsibility for rules that
they themselves have agreed. (Kerstin
Ahlberg, National Institute for Working
Life)

SE9704111F 29 April 1997

New rules could lead to better agreements

SWEDEN
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The Labour Party, led by Tony
Blair, came to power in the
1 May general election. We review
Labour's policies and their likely
effects on industrial relations in
the UK and the EU.

Prior to the election, the Labour Party

was concerned to give reassurances that,

if elected, there would be no return to

what are seen as the ``bad old days`` of

industrial relations of the 1960s and

1970s. It has thus come to power with

what some commentators see as a

``minimalist`` approach to employee

rights, as well as a wariness of links with

trade unions. Yet the changes the new

Government is committed to introducing

add up to a programme of radical

change.

The ``home-grown'' agenda
Specific policy commitments on

education and training include indivi-

dual learning ``accounts`` for up to one

million adults, and a scheme to get

250,000 long-term unemployed young

people into work. Implicit in many of the

commitments is an acceptance of most

of the major premises of Conservative

training policies, including a voluntaristic

and employer-led system. The future role

of unions in training remains unclear.

Labour is committed to introducing a

statutory National Minimum Wage

(NMW) set according to economic cir-

cumstances and with the advice of an

independent Low Pay Commission (LPC),

including representatives of employers

and employees. Labour has very carefully

avoided committing itself to any figure

for the NMW or to the many details of its

operation, which will be delegated to

the LPC for recommendations. It is

impossible to predict the impact of a

NMW, in view of the unresolved issues,

though the employees most likely to be

directly affected are in hotels and

catering, retail, miscellaneous services

and textiles and clothing.

Public sector pay was a major problem

for Labour Governments in the 1970s

and is widely expected to be a flash-

point again. Labour has made it clear

that it will stick to Conservative spending

plans for at least the next two years, and

public sector pay settlements must be

financed within tough cash limits. It

remains to be seen if the Government

can maintain this line, and it may be

necessary to offer greater job security as

a trade-off for pay restraint.

In the area of fairness at work, it is very
unlikely that Labour will stray very far
from what it sees as a carefully balanced
agenda. Key elements of the legislation
introduced by Conservative Govern-
ments - on matters such as industrial
action and picketing - will stay. There
will, however, be a statutory procedure
allowing unions to achieve recognition
for bargaining purposes where they can
demonstrate majority support, though
the details of the procedure are less
clear. It remains to be seen what the
Government will do about its pledges on
issues such as ending age discrimination.

Labour and Europe
Whichever party had come to power, it
would have had to implement the EU
working time Directive (though the
Conservatives would have sought to
have it ``disapplied``). Labour will almost
certainly take time to examine the
responses to a recent consultation exer-
cise before making up its mind about the
details. Of all the EU countries, it is in the
UK that the Directive is likely to have
most impact (see EIRObserver 1 p.8).

Labour has now confirmed that the UK
will sign the so-called social chapter. Its
approach is essentially pragmatic - it
believes that the Conservative ``opt-
out``, by denying the UK a seat at the
bargaining table, was a serious mistake.
UK accession will most likely be dealt
with as part of the Treaty revisions
agreed by the Intergovernmental
Conference due to conclude in mid-June.
Once the new Treaty took effect - a
process which could take up to 18
months - the UK Government could
implement the existing social chapter
Directives by regulation rather than Act
of Parliament.

Given that the implementation date for
the European Works Council Directive,

has passed, a revised timetable for UK

implementation would need to be dis-

cussed, perhaps as part of the discus-

sions about opting in to the social

chapter. It is not clear whether the new

Government will wait until the opt-in

process has been completed before

legislating on this issue. If not, the most

likely option is the revival and amend-

ment of the original, 1990 whole-Com-

munity draft EWCs Directive. UK

implementation will mean that an esti-

mated 127 more UK-based multina-

tionals will be covered by the Directive,

plus an unknown number of foreign-

based multinationals.

The parental leave Directive is likely to

create fewer implementation problems .

Member states have until June 1998 to

transpose it, and a range of time-off

rights in existing UK legislation offer a

model.

Prospects for the future
Further issues in the social chapter

pipeline include equal treatment for

part-timers and the burden of proof in

sex discrimination cases. Perhaps the

most controversial will be the forth-

coming proposal for information and

consultation at national level in under-

takings with over 50 employees, which is

likely to mean the introduction of works

councils.

In principle, Labour might be expected to

support such a proposal, not least

because it addresses the so-called

``representation gap`` in the UK. The

problem is that the two sides of industry

may resist such a measure in the UK.

Many employers have been persuaded

that there is no need for a collective

``voice`` - there has been a decline in

joint consultation as well as collective

bargaining - while many unions are

worried that works councils would

threaten the tradition of ``single-

channel`` representation through

themselves.

Commentary
The Labour Party has come to power

determined to maintain a balance be-

tween flexibility, efficiency and fairness

in its approach to industrial relations. To

suggest that its approach is ``minimalist``

is wide of the mark, however. Individual

learning accounts, the NMW, provisions

for union representation, a new

statutory framework for working time

and the prospect of works councils can

hardly be described in these terms. UK

industrial relations looks set for a period

of radical change. As for relations with

Europe, although committed to

accepting the social chapter, the Labour

Government is unlikely to welcome

further regulation. Indeed, Tony Blair

describes the Government's role as ``to

campaign to extend flexible labour

markets to the rest of Europe``. The

debate over the future direction of EU

social policy could become even more

lively - the novelty will be that the UK will

be arguing its case from inside rather

than outside. (Paul Edwards, Mark

Gilman, Mark Hall, Ewart Keep, Caroline

Lloyd and Keith Sisson, IRRU)

UK9704125F

7 May 1997
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EU/NEWS

Sexual harassment consultations
launched

On 19 March, the European Commission
launched the second stage of consulta-
tions with the European-level social
partners under the Maastricht Agree-
ment on social policy, on the proposal
for an EU policy to counter sexual
harassment at work. At this second
stage, the social partners may choose
whether to go down the route of
negotiation, leading to a framework
agreement which can be given legal
validity at the EU level. The alternative
would be to submit their views in
anticipation of a policy initiative from the
Commission. The partners have six
weeks to respond.

The Commission's consultation docu-
ment strongly encourages the social
partners to negotiate a framework
agreement, but makes it clear that the
Commission is willing to proceed if such
an agreement cannot be reached. The
Commission believes that too little has
been achieved in this area by the
member states, despite the adoption of
a number of voluntary initiatives by the
Commission in recent years, such as the
1991 Commission Recommendation on
sexual harassment and the annexed
Code of Practice and the 1994 Resolu-
tion on the appointment of ``confidential
counsellors``. The consultation document

calls upon the social partners to agree on
questions such as the definition,

prevention and prohibition of sexual
harassment.

The first stage of consultations on this
issue took place in July 1996. The
majority of organisations responding
agreed that sexual harassment was a
widespread problem which had to be
prevented in the workplace. Comment-
ing on the launch of the second phase of
consultation, social affairs commissioner
Padraig Flynn pointed to evidence which
suggests that at least 30% of all female
workers have been subject to sexual
harassment at some stage in their
working life. So far only Belgium and the
Netherlands have set up a comprehen-
sive policy on the issue, which the
Commission believes necessary to fight
the problem adequately.

EU9703112N

1 April 1997

EU/NEWS

Commission amends transfer of

undertakings proposal

The European Commission has published
an amended proposal for a Council
Directive amending Directive 77/187/
EEC on the safeguarding of employees'
rights in the event of transfers of

undertakings. The amended proposal
reflects the Opinions submitted by the
Economic and Social Committee and the
Committee of the Regions on the
original proposal, as well as the many
amendments put forward by the Eur-
opean Parliament. Soon after the pub-
lication of the amended draft, the
Commission also issued a Memorandum
on the interpretation of the Directive.

The main elements of the amended
proposal, which was adopted by the
Commission on 24 February 1997, are
essentially the same as in the original
1994 draft with one major exception:
the deletion of proposed second para-
graph of Article 1.1, which would have
meant that the provisions of the 1977
Directive did not apply in cases where
the transfer was limited to an activity of
an undertaking.

The provisions remaining the same as in
the original draft are as follows:
. the application of the Directive in cases
where the decision leading to a transfer

of an undertaking is taken by a

multinational located outside the EU is

clarified. The new text will emphasise

that the requirements relating to

information and consultation must be

complied with ``whether the decision

leading to the transfer is taken by the

employer or by an undertaking

controlling the employer``;

. greater flexibility in the application of
the provisions relating to the

safeguarding of employees rights is

allowed in the case where transfers are

taking place in the context of liquidation

proceedings in order, wherever possible,

to ensure the survival of undertakings;

and

. the complex question of who is liable in

respect of obligations arising from a

contract of employment which fell due

before the date of transfer is clarified by

making both the transferor and the

transferee ``jointly and severally liable''.

EU9703115N, EU9703109F

1 April 1997

EU/NEWS

ETUC holds European Day of Action
for Employment

A number of information campaigns and
protest actions are being held across the
European Union and in Central and
Eastern Europe on 28 May 1997 to
highlight the demands of the European
Trade Union Confederation (ETUC) in the
run up to the Intergovernmental Con-
ference in Amsterdam in June.

ETUC's executive committee has called
the day of action to ``make the workers'

voice heard at the Intergovernmental

Conference and the Amsterdam

European Summit``. It argues that, as the

``economic and social crisis`` continues,

reorganisations, privatisations and

relocations are undermining the

structure of the economy and

employment. ETUC has repeatedly called

for the inclusion of an ``employment

chapter`` and fundamental social rights

in the revised Treaty, and supports the

implementation of coordinated

economic and industrial policies at

European level to stimulate the creation

of quality employment.

Employment will be the key theme of
rallies, awareness-building and informa-
tion campaigns in Austria, Belgium,
Bulgaria, the Czech Republic, Denmark,
Finland, France, Germany, Greece, Hun-
gary, Ireland, Italy, Luxembourg, Malta,
the Netherlands, Norway, Poland, Por-
tugal, Romania, the Slovak Republic,
Spain, Sweden and the UK. This is the
largest event ever coordinated by the
European trade union movement, and
highlights the concerns of the labour
movement in the aftermath of Renault
crisis (see p. 2), and in the run-up to to
the deadline for Economic and Monetary
Union.

EU9704120N

25 April 1997

AUSTRIA/NEWS

Working time developments

Working time has been a key theme in

Austrian industrial relations over recent

months (EIRObserver 1 p.2). On 19

March 1997, Parliament passed a reform

of the Working Time Act (AZG), which

necessitated minor changes to the Lei-

sure Time Act (ARG). However, the

parliamentary labour and social affairs

committee, at the behest of the social

partners, had introduced wording in the

ARG allowing more flexibility than be-

fore with regard to Sunday work. In

future it will be possible for collective

agreements to permit exceptions to the

general ban on Sunday work, if it is

necessary in order to avoid economic

disadvantage or to safeguard employ-

ment. As far as feasible, the agreement

has to specify the activities permissible

on Sundays and the time allowed for

them. Until now, specific exemptions

from the ban on Sunday work were only

allowed if the technology required con-

tinuous production. The Minister of

Labour and Social Affairs could, how-

ever, permit a whole industry to work on

Sundays. According to a survey by the

Central Statistical Office, over half a

million people regularly worked on Sun-

days in 1995.

10



Meanwhile, negotiations on working

time flexibilisation in the key metal-

working industry (229,000 employees),

underway since October 1996, have

reached an impasse due to divergent

positions among employers. One of the

eight employers' associations involved

has been blocking ratification of a deal -

similar to that recently concluded for the

metalworking craft sector - since mid-

March. The association, Fachverband der

Metallwarenindustrie, is unhappy with

provisions on time off in compensation

for hours worked over 40 per week, and

on penalty payments for overtime hours

not compensated with time off.

It would be possible to sign the agree-

ment with the other seven associations,

and to negotiate a separate agreement

with the eighth, but this would be

problematic for various reasons - for

example, the GMBE trade union wants

to retain equality among workers in the

sector. Use of a new arbitration proce-

dure has also been ruled out.

AT9703107N, AT9704110N

25 April 1997

BELGIUM/NEWS

Belgacom ``no second Renault``

Large-scale restructuring at the Belga-

com telephone company has recently

been negotiated in a cooperative indus-

trial relations climate, in marked contrast

to the current controversy over the

closure of Renault's Vilvoorde plant. The

company, which is partially privatised but

still largely government-owned, has an-

nounced plans to reduce its 26,000-

strong workforce by about 5,000 by the

end of 1998.

Trade union representatives are relatively

pleased with the accompanying social

measures negotiated with Belgacom,

which include a very generous set of

voluntary early retirement options for all

employees aged over 50. The employees

concerned will retain 75% of their

previous gross income and receive a

bonus worth six months' pay if they

accept the plan. The restructuring will

reduce the average age of Belgacom

employees by about 10 years (from 43 to

33 years old). Other measures aimed at

ensuring the competitive capacity of

Belgacom in a liberalised telecoms mar-

ket include a serious analysis of the

``trainability`` of about 6,000 employees,

aimed at adapting their skill level to new

technologies. This operation, planned in

cooperation with union representatives,

has been called the`` largest human

resources action`` in Belgian corporate

history. The outcome of the whole

operation will be a smaller, younger and

better-trained group of employees.

Management and union representatives

stress the contrast with the style of the

Renault closure. However, although

pleased with the results of the

negotiations, and understanding of the

economic necessities behind the new

measures, union leaders remain cautious

about the future of the company after

market liberalisation. The ACV-CSC

union confederation has announced that

it will seek contacts with unions in

telecoms companies in other EU

countries in order to develop a European

strategy against possible future

restructuring and lay-offs.

BE9704207N

29 April 1997

DENMARK/NEWS

Social responsibility of companies tops

political agenda

The Danish Government is putting pres-

sure on the social partners - backed up

with threats of legislative initiatives - to

create special jobs for people excluded

from the labour market. With 270,000

persons either retired early, unemployed

or otherwise excluded, the Social De-

mocrat-led Government is anxious to

involve the partners in producing work-

able job creation alternatives for these

groups, rather than simply paying lip

service to the idea. In the 1995 collective

bargaining round, the partners were

invited to address the issue. Accordingly,

90% of bargaining units in the area

covered by the LO union confederation

and DA employers' confederation

agreed on so-called ``social chapters``,

which contain framework provisions on

job creation on special terms of

employment (covering work content,

hours and pay), to be negotiated at local

and company level. Employers

concerned receive a subsidy of either a

half or a third of the level of the

minimum wage, depending on the

ability of the person to work. The public

sector bargaining parties followed suit.

Although the Government set a target of

creating 20,000 jobs on special terms of

employment, two years later only 6,000

have been created, and a recent survey

shows that 70% of companies are

reluctant to be involved. Some members

of the Government have questioned

whether a voluntary approach is ade-

quate, and in March 1997, a majority in

Parliament supported the Government's

idea of a fund for the creation of jobs on

special terms of employment, financed

by employers. The idea was fiercely

opposed by the social partners who

claimed that such matters should be for

themselves to decide, and in April, the

Government acknowledged that it was

unworkable.

The Government is, however, working

on new proposals. The Minister of

Finance, Mogens Lykketoft, is reported

to be preparing a scheme to improve

economic incentives by way of a higher

and more flexible wage subsidy. The

Government and the social partners

were due to discuss the issue in May.

DK9704108N

25 April 1997

FINLAND/NEWS

Pensions dispute

The Ministry of Social Affairs and Health

recently announced its intention to

amend the 1987 Act on Equality be-

tween Women and Men to bring Finnish

legislation in line with the European

Court of Justice's 1990 judgment in

Barber and other cases and the subse-

quent 1996 revision of the Directive on

equal treatment in occupational social

security. The main point is that occupa-

tional pensions are part of pay and that

any inequality in retirement ages be-

tween the sexes amounts to sex dis-

crimination. Different pension

arrangements for men and women,

whereby women could retire earlier,

were permitted in Finland until the 1987

Act made such a practice illegal for new

employees. When Finland acceded to the

European Economic Area and subse-

quently to the European Union, its

equality legislation was out of line with

European law.

However, the Ministry's proposed

amendment would have had an adverse

effect on the pension entitlements of

many employees, mostly women, whose

pension arrangements had been made

before 1987. Their pensions would have

been postponed, in some cases for years.

The Finnish Confederation of Salaried

Employees, STTK, resisted the envisaged

amendment by threatening strike action

- involving between 60,000 and 70,000

members - unless the amendment was

withdrawn. Following this threat, the

Ministry agreed to reword the amend-

ment to accommodate some of the

concerns of the trade unions.

Following negotiations involving the

social partners and the Ministry, the

threatened strike was called off by the

STTK on 17 April 1997. No proposal will

be made to Parliament at this stage and

further talks will be held in the autumn.

FI9704110N 16 May 1997
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FRANCE/NEWS

Ban on women's night work to be
reviewed

The European Court of Justice (ECJ) ruled

on 13 March 1997 that France had failed

in its duty by not abrogating article

L.213-1 of the Labour Code. This article,

which refers to a 1948 ILO convention,

bans women from working at night in

industry, subject to agreed exemptions.

In July 1991, this article had been the

subject of a court ruling which found the

ban on women's night work incompa-

tible with the 1976 EU Directive on equal

treatment for men and women. The

ruling rendered article L.213-1 void in

legal terms, allowing anyone to ask a

judge to annul its application, since it

does not conform to Community law.

On 8 April 1997, Jacques Barrot, the

Minister for Employment, gave the press

a preview of forthcoming legislation,

which deals, among other themes, with

a revision of existing legislation banning

women from working at night. While Mr

Barrot indicated the Government's desire

to amend the legislation, he made it

clear that if the ban on night work were

lifted, the Labour Code would ensure

that pregnant women and employees

who have family obligations had the

right to refuse such working conditions.

FR9704140N

24 April 1997

FRANCE/NEWS

Unions call for industrial tribunal
electoral reform

Prior to the election of industrial tribunal

members in December 1997, the five

trade union confederations have re-

quested an overhaul of the voting

system, in order to prevent the election

of judges from the far Right. Industrial

tribunals (conseils de prud'hommes) are

courts where judges are elected from

among those coming under their juris-

diction, principally employers and em-

ployees. The election of judges by

employees is considered as a test of the

influence of the various trade unions.

The ballot is a one-round list-system

election and is open to all. Thus, the

election of members who openly support

the policies of the far-Right National

Front party, which obtained 15% of the

vote in the 1995 Presidential elections, is

entirely possible. Furthermore, coalitions

of non-affiliated unions have decided to

stand and could contribute to the

weakening of the union confederations -

CGT, CGT-FO, CFTC, CFDT and CFE-CGC.

In a joint letter to the Prime Minister, the

five confederations have requested the

organisation of a first round reserved

solely for ``those organisations with

nationwide power of representation``,

and a second round open to the whole

spectrum of candidates. The

Government rejected this proposal,

referring to the likely unconstitutional

nature of such a reform. Jacques Barrot,

the present Minister of Employment,

stated that it was the responsibility of

the trade union confederations

themselves to ``prove that they should

take precedence``. In response to these

remarks, the union confederations

denounced the Government for giving

the far Right the opportunity to make

inroads into the field of employment.

FR9703133N

28 March 1997

GERMANY/NEWS

New deals signed at Mercedes Benz
and Ford

Major agreements have recently been

concluded aimed at securing the future

of the German operations of the motor

manufacturers Mercedes Benz and Ford,

in the face of mounting international

competition.

On 27 February 1997, a company-wide

``employment alliance`` was signed at

Mercedes Benz, containing a package of

measures aimed at boosting

competitiveness and securing the jobs of

the group's 134,000 employees in

Germany. The background is the

increasing international competition

between potential production locations,

and the resulting need to cut costs. The

package involves both local

establishment works agreements on

investment, product lines, working time

flexibility, sickness absence and the

limitation of pay increases, and a

company-wide works agreement

between the management board and

the company works council. The latter,

which runs until the end of 2000,

provides that pay increases are no longer

calculated on the basis of the actual

effective wage level, but on the (lower)

wages set out in in collective

agreements. Furthermore, extra

payments for shiftwork and Saturday

working are abolished. In return,

Mercedes Benz will avoid redundancies

and offer jobs to all vocational trainees

(around 2,000 each year). A new pay

system will also be negotiated.

On 22 April 1997, the management

board at Ford Germany and the com-

pany works council signed a new works

agreement to secure investment. Ford

management promises new investment -

probably totalling about DEM 10 billion

[ECU 5 billion] - at the five German Ford

plants. In return the company works

council agreed to a reduction of

``payments above contract wages``

(which amount to about 10% above

contract pay in German manufacturing)

and a further flexibilisation of working

time. The difference between the

sectorally-agreed 35-hour week and the

37.5-hour week. worked at Ford will be

compensated by 15 free shifts (105

hours) per year. A working time

``corridor`` of 70 hours, including

Saturday work, will also be introduced,

which means that overtime premia are

payable only when an employee works

more than 70 hours a week

Ford estimates that the agreement will

save a total of USD 120 million [ECU 105

million] per year, while the chair of the

company works council stated that the

deal will secure jobs at Ford Germany for

the next 10 to 15 years.

DE9703105N, DE9704209N

25 April 1997

GERMANY/NEWS

New-style agreement at Deutsche

Telekom AG

On 9 April 1997, the Deutsche Telekom

AG telecommunications group and the

DPG postal workers' union signed a

package of enterprise-level collective

agreements for the employees at the

Telekom subsidiary DeTeMobil. The deal

represents the first such agreement in

the mobile telephone industry since the

beginning of the step-by-step liberal-

isation of the telecoms sector.

The package contains the following

agreements:

. the working conditions framework
agreement establishes a 38-hour

working week, 30 days' annual leave,

100% sick pay during the first six weeks

of sickness and the conditions of the

occupational pension scheme;

. the wage-payment systems framework

agreement includes a basic

compensation system and a

performance-related pay system. The

basic wage is determined on the basis of

eight pay grades and four levels. The

fourth level is reached at the beginning

of the fourth year of employment. In

addition, all employees receive a variable

performance-related pay component,

determined on the basis of annual

performance appraisals; and

. the parties will soon negotiate over the
design of the performance-related pay

scheme, organised according on the

``management by objectives`` principle.
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Furthermore, the parties abolished the

distinction between waged workers and

salaried employees as well as between

employees working in eastern and wes-

tern Germany.

The agreements cover about 4,000

employees, 86% of the DeTeMobil

workforce, and will come into force on 1

July 1997. DPG believes that the pack-

age sets the standard for all other trade

unions in the telecommunications sector,

and should be the basis for national and

European enterprise-level bargaining.

The Deutsche Telekom personnel direc-

tor welcomed the agreement as a radical

turning-away from traditional public

sector compensation structures.

DE9704109N 25 April 1997

GREECE/NEWS

European Works Councils Directive

transposed

The 1994 EC Directive on European

Works Councils (EWCs) - which should

have been transposed by 22 September

1996 - was finally implemented in

Greece on 20 March 1997 through a

Presidential Decree.

Among other items, the Directive leaves

the selection process of national repre-

sentatives on special negotiating bodies

and statutory EWCs to national legisla-

tion. Under the terms of the Decree, the

means for selecting Greek employee

representatives are, in order of priority:

nomination by trade unions; nomination

by works councils; and direct elections

amongst the workforce as a whole as

stipulated under national legislation.

Although the transposition of the Direc-

tive into Greek law was delayed, a

number of multinationals operating in

Greece had already signed voluntary

agreements on European-level informa-

tion and consultation arrangements. For

example, Citibank established an EWC

with great success long before the

transposition date, having taken the

initiative from Greece. However, ac-

cording to estimates from the GSEE

union confederation, only around 15 of

the 80 or so companies operating in

Greece and covered by the Directive

have so far established a EWC with the

participation of Greek representatives.

Multinationals with operations in Greece

appear to have found it very difficult to

comply with the Directive, because of
. the Greek Government's delay in
transposing the Directive and in

providing the necessary information to

those directly involved;

. the fact that, due to this delay, the
managements of multinational

companies operating in Greece have not

informed employee representatives

about any initiatives proposed by the

parent company, and have therefore not

prepared them for participation;

. the lack of information provided by the

trade unions to employee

representatives regarding the new

situation; and

. the fact that participation as an idea
and mind-set in Greece has developed

only to a minimal degree, as evinced by

the limited functioning of works councils

introduced by legislation in 1988.

GR9704111N 25 April 1997

IRELAND/NEWS

Tax-free payments in return for pay

restructuring

Under a novel provision in the Finance

Bill, 1997 which gives effect to this year's

Budget, introduced in January, employ-

ees are now entitled to tax relief on

individual lump-sum payments of up to

IEP 10,000 [ECU 13,550] paid in the

context of company restructuring. The

payments can be made by companies to

their employees for agreeing to restruc-

turing, which must involve overall pay

reductions of at last 10% of an employ-

ee's average salary for the previous two

years, and must remain in force for at

least five years. While it is possible that

basic pay could be hit by the measure,

the sort of payroll reductions envisaged

are more likely to effect non-basic pay

items such as overtime, bonus payments

and shift allowances.

The initiative is to apply where a

company, which is faced with an actual

or imminent substantial adverse change

in its competitive environment, restruc-

tures its operations to ensure its survival,

by agreement with the workforce, and is

certified as a qualifying company by the

Minister for Enterprise and Employment.

The scheme will run for five years and all

relevant agreements must be registered

with the Labour Relations Commission

(LRC). Companies will have to confirm to

the LRC, on an annual basis, that the

terms of the agreement continue to be

complied with. If the conditions for

granting the tax relief are breached, any

relief granted will be withdrawn.

The Irish Business and Employers Con-

federation and the Irish Congress of

Trade Unions have backed the initiative,

which was signalled in Ireland's recently

concluded central agreement, Partner-

ship 2000 (EIRObserver 1 p.6).

IE9704209F

24 April 1997

ITALY/NEWS

Unions seek implementation of
employment pact

Some 400,000 workers demonstrated in

Rome on 22 March, calling for the

implementation of the tripartite agree-

ment on employment signed in Sep-

tember 1996. The march was backed by

the three main union confederations -

CGIL, CISL and UIL, which announced

their willingness to adopt tougher pro-

test measures if the pact for employment

is not rapidly implemented in concrete

terms. The pact requires legislative

intervention, both for the start-up of

investment and to make possible specific

initiatives for the development of de-

pressed areas in Southern Italy. Further-

more, legislative interventions are

necessary to allow: an effective fight

against undeclared employment; the

upgrading of apprenticeships and work-

training contracts; the regulation of

temporary work; the organisation of

works projects in the public interest; and

access for the regions to European Union

funds. Together, these interventions

were meant to mark the start of a far-

reaching reform of labour market struc-

ture.

In the opinion of unions and employers,

there has not been the necessary

political commitment by the Govern-

ment and Parliament in the months

following the agreement. The President

of the Republic, Oscar Luigi Scalfaro, has

also pressed for more effective action.

The Government has decided to issue a

decree to restart investments in infra-

structure and to allocate ITL 1,000 billion

[ECU 520 million] for several urgent

works of public interest, involving the

employment of young people. CGIL, CISL

and UIL acknowledged the government

proposals, but confirmed the continua-

tion of their mobilisation for employ-

ment. Representatives of the

Confindustria employers' confederation

have criticised the government propo-

sals, declaring on various occasions that

employment is not created by decree,

but through a real economic develop-

ment policy, promoting investments,

accelerating the privatisation process

and increasing labour flexibility.
IT9703104N 28 March 1997

ITALY/NEWS

``Code of conduct'' signed to combat
illegal work

Trade unions and employers in the

leather and suede sector have signed an

innovative agreement, setting out their

common objective to fight undeclared
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work and the exploitation of workers.

The context is the exploitation of the

workforce (including minors) in some

``third world`` and ``developing``

countries, and the fact that in some

``developed`` countries there are areas of

``undeclared`` work, outside contractual

and social security guarantees. The

agreement is particularly concerned to

combat production of counterfeit, illegal

and under-priced goods in Italy, outside

the coverage of the law and collective

agreements.

The agreement signed by the Aimpes

employers' association and the textile

workers' unions, Filta-Cisl, Filtea-Cgil and

Uilta-Uil, on 11 March states that

growing commercial and productive

internationalisation must respect human,

trade union and civil rights, and ensure

decent working conditions in terms of

both health and safety and pay. Firms

affiliated to Aimpes, and especially those

involved with the ``third world``, will

guarantee the respect of these rules, and

in particular the following International

Labour Organisation Conventions: 29

and 105 (forced labour); 87 (freedom of

association and union organisation); 98

(right to collective bargaining); 100 and

111 (discrimination at work); and 138

(minimum employment age).

Aimpes will adopt a ``code of conduct``

for companies, with follow-up and

monitoring procedures, and the

obligation to respect the relevant rules

will be included in contracts with

suppliers. The parties have also agreed

to: carry out a first assessment of the

results in one year; issue an

``environmental and rights label``; and

seek a greater involvement of state and

labour market supervisory bodies in

fighting illegal work.

IT9704107N

23 April 1997

LUXEMBOURG/NEWS

New collective agreement for
hospitals

At the end of February 1997, the social

partners in Luxembourg's hospital sector

concluded a new collective agreement.

The three-year deal provides for pay

increases and a reduction and reorgani-

sation of working hours for 5,000

employees. There is now a single agree-

ment for blue- and white-collar workers.

The deal provides for increases in basic

pay as follows: 0.35% from 1 January

1997; 0.35% from 1 January 1998;

0.35% from 1 January 1999; and 0.35%

from 1 January 2000. It also includes a

staged increase in the end-of-year bonus

from 50% of monthly pay to 100% in

December 2000. The changes reflect

those implemented as a result of a

recent law on the salaries of civil servants

The new hospitals collective agreement

also reduces working time. For 1997,

there is no cut in working hours as such

but an increase of 2.5 days in additional

leave. Working time will then be reduced

by 2.5% in 1998, 1.25% in 1999 and

1.25% in 2000, cutting annual working

hours from 2,080 to 1,976.

Daily working hours are in theory limited

by law to eight hours, but can be

extended, under certain conditions, to

10 hours over a reference period varying

from 14 days to one year. Daily working

time exceeding eight hours is compen-

sated by time off during the period, and

does not give entitlement to normal

overtime pay premia. The hospital sector

has always calculated hours and pay on a

monthly basis, but now the reference

periods will no longer be calculated by

simple reference to calendar months, but

can be adapted according to the needs

of the enterprise or the wishes of the

staff. Individual institutions may also

now, after agreement with their work

committees, define monthly reference

periods according to their own needs -

though not exceeding a maximum in the

year and within a maximum and mini-

mum monthly range. This agreement is

the first case where working time has

been calculated on an annualised basis.

The agreement also re-examines over-

time and weekend premium payments

and payment arrangements for work on

national holidays. A joint committee will

analyse the effect of the above measures

on employment levels and recruitment.

Finally, the social partners have also set

up a consultative body on training.

LU9703104N 28 March 1997

NETHERLANDS/NEWS

Hours and pay deal at AKZO-Nobel

On 8 April, AKZO-Nobel and the unions

reached an agreement on both working

time reductions and pay increases,

following a dispute which had run since

mid-March. Working time reductions at

the chemicals group have been safe-

guarded, but the standard 36-hour week

has been dropped.

The cause of the dispute was AKZO-

Nobel's announcement that it would not

observe the 1995 collective agreement

regarding the introduction of a standard,

average 36-hour week as of 1 July 1997

(EIRObserver 1 p.13). As experiments

had indicated that reducing the working

week positively affects both employment

and business management, the industrial

unions affiliated to FNV and CNV were

furious and even threatened to take

AKZO to court. However, two other

unions, MHP and the union for profes-

sional and managerial staff at AKZO,

VHP-AKZO, welcomed AKZO's new

proposal to offer all workers a pay

increase and the option to decide for

themselves if they wanted a 36-hour

week. The industrial unions could thus

not be too persistent on hours cuts, as

AKZO and the other unions might then

reach a new agreement without them.

Besides, their members had increasingly

indicated recently that they wanted to

share in economic growth. Voluntary pay

cuts in exchange for working time

reductions appear to have become a

thing of the past.

The dispute took on national proportions

when Prime Minister Wim Kok publicly

voiced concern about AKZO's position. A

considerable wage increase at AKZO, the

biggest chemicals firm in the Nether-

lands, might set off a national wave of

pay increases. This would herald the end

of the successful policy on pay modera-

tion which has contributed greatly to-

wards the favourable economic situation

in the Netherlands. At least for the time

being, the new agreement at AKZO has

put paid to these concerns.

The outcome of the negotiations be-

tween AKZO and the unions is as

follows. All workers get eight extra days

off a year. They are then free to ``sell`` all

these days back to AKZO in return for a

wage increase of 3.2%. However, those

workers who allow AKZO to allocate the

timing of their extra eight days off will

also be granted an extra four days off

(that is, 12 in total), and will therefore

end up working a 36-hour week on

average. This model is expected to be

copied by other firms.

NL9704111N

25 April 1997

SPAIN/NEWS

Agreement at last on labour market

reform

In April, after 10 months of discussions

and three months of intense negotia-

tions, the main trade unions and em-

ployers' associations have for the first

time reached a bipartite agreement on

labour market reform, reducing the cost

of dismissal and attempting to promote

secure employment. The Government is

likely to introduce legislation to support

the reform. The Labour Agreement for

Employment, is divided into three parts:

. the Interconfederal Agreement for
Employment Stability aims to reduce the

very high rate of temporary employment
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(35%) by fostering secure employment

contracts, and to establish the reasons
for ``objective`` dismissal. Job insecurity
has led the unions to negotiate a subject

that was previously taboo - dismissal - in
exchange for greater stability at work.
The employers were led to negotiate for
different reasons, which include the

negative effect of temporary
employment on consumption and the
recovery of the economy, and the cost of

dismissal for ``objective`` reasons, which
involved too many court cases;

. the Agreement on Collective Bargaining
aims to give a more important role to
collective bargaining and to modify its
structure. It seeks to reduce
disconnected and uncoordinated

bargaining and to set up a more
centralised system based on sectors of
economic activity. Another aim is to

organise negotiations at a national
sectoral level, at a regional level and at a
company level; and

. the third part of the agreement deals
with the gaps in the regulation of
working conditions in 22 subsectors of

activity, which until 1994 were regulated
by the labour ordinances. The previous
reform allowed an opening to regulate
these areas through collective

bargaining. This did not occur, however,
and there was a general gap in the
regulations, that has now been

provisionally covered by this agreement,
pending definitive negotiation by the
social partners.

The leaders of the CEOE and CEPYME
employers' organisation and the CC.OO
and UGT trade union confederations

have backed the draft labour reform
agreed by the negotiating panel, calling
it ``the best possible agreement``.
However, approval was not without its

critics, and created dissent within both
sides. Following debate by the unions'
and employers' decision-making bodies,

the agreement was signed towards the
end of April 1997.

The labour market reform was nego-

tiated by the social partners without the
intervention of the Government. How-
ever, the Government, and in particular
the Ministry of Employment, has sup-

ported and closely monitored the nego-
tiations, and has taken measures to
complement the labour reform and to

make it more effective.

Further details on the reform will be
provided in a future issue of EIRObserver.

ES9704207N

25 April 1997

UNITED KINGDOM/NEWS

Union wins landmark equal pay cases

In April, two cases were won in a major

legal battle to bring about equal pay for
speech therapists which has lasted for
over 10 years. The cases have been

hailed as a major victory for all National
Health Service (NHS) staff by the Man-
ufacturing, Science and Finance (MSF)

trade union, which represented the
workers involved in their cases. The
union's national secretary, Roger Kline
said that the: ``case is a momentous one.

It has implications for women staff
throughout the NHS and other
industries. It is a landmark decision and is

the biggest single breakthrough on
equal pay for women for many years.``

The cases, in which the female claimants

won their claim for equal pay for work of
equal value, are likely to have an indirect
impact on some 1,500 speech and

language therapists, and are probably
worth a total of GBP 30 million [ECU 43
million] in back pay, according to MSF.
The cases also mean that the NHS may

have to consider seriously the way in
which grading of all female staff in the
professions is carried out in the future.

MSF has spent large sums of money on
legal costs for its members and is
determined to pursue 498 remaining

NHS equal pay cases which are out-
standing, until it wins. It claims that the
Department of Health has already spent

well in excess of GBP 1 million [ECU 1.4
million] defending the cases, and argues
that the Department should seriously
question whether continuing their de-

fence on a case-by-case basis is the best
way to proceed in terms of the best use
of taxpayers' money.

The Trade Union Congress (TUC) has
long argued that women are being
denied their right to claim equal pay, and

that to make such a claim through the
courts is a ``long, arduous and expensive
process`` which can drag on for years.
The TUC says that since 1984, when

women first won the right to equal pay
for work of equal value, cases have been
passed back and forth between the

British and European courts:`` The fact
that these women have fought for 11
years shows that the law is a mess and

needs to be simplified. Women are being
denied their right to equal pay by the
deep flaw in the Equal Pay Act and so we

will be asking the next government to
overhaul Britain's sex discrimination and
equal pay legislation.``

UK9704121N

25 April 1997

TRANSNATIONAL/NEWS

Joint union membership for German
and UK workers

On 3 March 1997 the UK's second

largest general trade union, GMB, and
the German chemical workers' union IG
Chemie-Papier-Keramik signed a unique
agreement on joint union membership.

The agreement offers the 1.8 million
members of both organisations, when
working in each other's countries, the

same support and advice as they would
enjoy at home.

British workers in Germany will receive

legal advice and aid from IG Chemie as
well as support from trade union repre-
sentatives and works council members.

They are also entitled to use the union's
training facilities. German workers in the
UK can use the same services and
facilities provided by GMB, and in

particular: free legal advice; health and
safety information; and union financial
deals including reduced-price member-

ship of the AA automobile club, a
reduced-price holiday club and reduced-
price insurance.

Although there are so far just a few
hundred members of each union who
are working in the other country, both

unions expect that, because of the
growing internationalisation of labour
markets in Europe, the figure will
increase in future. Furthermore, they see

the agreement as an important step
towards Europeanisation of trade union
policy - perhaps the first steps towards

the creation of a ``European super
union``.

John Edmonds, the general secretary of

the GMB, stated that: ``This is an
exciting development for the union
movement. It is a natural extension of
Europeanisation of the British jobs

market.`` GMB is thought to be talking
to unions in other European countries
about similar agreements.

The president of IG Chemie, Hubertus
Schmoldt, said: ``Our goal will be the
creation of a joint membership at

European level to be able to achieve
minimum standards on bargaining
agreements for all workers.``

DE9703206N, UK9703117N

21 March 1997
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