
Collective bargaining is one of the central concerns of the European

Industrial Relations Observatory (EIRO), and the contents of this issue of

EIRObserver illustrate clearly the range and versatility of bargaining in

western Europe today. We present examples of negotiations and

agreements at every level from the European sector (in agriculture) to

the individual company (at Digital in Germany, for example). While

national bargaining systems and contexts vary, common threads can be

perceived across Europe, with agreements dealing with similar new

issues or treating older issues in an innovative way. We report on

interesting agreements on: the reorganisation (and often reduction) of

working time - in the Belgian insurance sector, at Sommer Industrie

Luxembourg and at Somincor in Portugal; education and training - in

the Netherlands and Sweden; teleworking - in the Austrian mineral oils

industry; and the avoidance of redundancies during reorganisation - at

Galbani in Italy. The creation and maintenance of employment is, of

course, one of the most topical themes across Europe and at EU level

(with, as we report, the agreement of an ``employment chapter`` in the

draft Amsterdam Treaty) and collective agreements on this subject will

be the theme of our next comparative supplement, which will appear

in our next issue (to be published in November 1997).

EIRObserver presents an edited selection of features and news items,

based on some of the reports supplied for the European Industrial

Relations Observatory (EIRO) database - in this case for July and August

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.

However, readers are invited to visit our ``sample'' website on the

Internet, where they can find a selection of EIRO database records. The

address of the website is http://europa.eu.int/agencies/efilwc/eiro.

Furthermore, readers interested in receiving an electronic version of

EIRObserver by e-mail should send details of their name, organisation

and e-mail address to eiroinfo@eiro.eurofound.ie.

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 key developments in industrial relations

in Europe, primarily to serve the needs of a core audience of national

European-level organisations of the social partners, governmental

organisations and EU institutions.

As ever, we would ask our readers to let us have their views on the

contents and presentation of EIRObserver.

Mark Carley, Editor

UPDATE
4'97

EUROPEAN

INDUSTRIAL

RELATIONS

OBSERVATORY

EU Amsterdam Treaty brings small advances for employment and social policy Page 2

Austria First collective agreement signed on teleworking Page 3

Greece Government proposals for regulating employment and social protection Page 4

Ireland National pay deal faces first real test in over a decade Page 5

Italy The debate on union unity is resumed Page 6

Netherlands Investment contracts: job security and training Page 7

Sweden Personal educational accounts to complement collectively agreed measures? Page 8

United Kingdom Employee representation: new challenges from Europe Page 9

News Pages 10-15

EUROPEAN

FOUNDATION

for the

Improvement

of Living and

Working Conditions



On 17 June 1997, the European
Council agreed a new draft Treaty.
We outline those provisions which
are set to have an impact on
European industrial relations.

The draft Treaty agreed at Amsterdam in
June covers a range of issues, but here
we focus narrowly on those which are of
direct industrial relations relevance. The
Treaty is due to be signed in October
1997.

Rights and principles

A new paragraph has been added to the
Preamble of the Treaty on European
Union (TEU), which confirms the Union's
attachment to the fundamental social
rights defined in the Council of Europe's
European Social Charter and in the 1989
Community Charter of the Fundamental
Social Rights of Workers.

A new article 6a of the Treaty establish-
ing the European Community (TEC)
affirms the principle of non-discrimina-
tion and gives the Council of Ministers -
acting unanimously on a proposal of the
European Commission - the power to
take appropriate action to combat dis-
crimination based on sex, racial or ethnic
origin, religion or belief, disability, age or
sexual orientation. A declaration states
that the Community shall take account
of the needs of disabled persons when
drawing up Single Market measures.

In Article 2 of the TEC, the words

``equality between men and women``
are added to the list of general principles
to be promoted by the Community. The
principle of ``mainstreaming`` - the
inclusion of considerations of gender
equality in all the Community's policy
objectives - is included in a new Article 3.

Employment policy

Article B of the TEU has been expanded
to include the objective of promoting
``economic and social progress which is
balanced and sustainable and a high
level of employment``. This objective is
reflected in changes made to the
Community's general objectives set out
in Articles 2 and 3 of the TEC.

A new ``Employment Chapter``, is in-
cluded in the TEC, which sets the objec-
tive of working towards the develop-
ment of a ``coordinated strategy for
employment and particularly for pro-
moting a skilled, training and adaptable
workforce and labour markets respon-
sive to economic change``. Member
States, having regard to national prac-
tices related to the responsibilities of
management and labour, will be
required to regard the promotion of
employment as a matter of common
concern, and will be called upon to
coordinate their actions within the
Council. The Community is to encourage

cooperation and the exchange of
experience between Member States on
employment, and if necessary, to
complement their actions. Article 5 of
the Employment Chapter allows the
Council to adopt incentive measures to
encourage cooperation between the
Member States on employment. The aim
of achieving of a high level of
employment will be taken into
consideration in Community policies.
Article 4 states that the European
Council will consider the employment
situation in the Union annually and draw
up guidelines for employment policy.
Member States will have to prepare
annual reports on their measures to
implement these guidelines. Where
necessary, the Council can make
recommendations to Member States on
their employment policies. Article 6
confirms the establishment of the
Employment Committee with advisory
status to promote cooperation on
employment and labour market policies.

Social policy

As a result of the new UK Government's
decision to ``sign up`` to the ``social
chapter`` (see EIRObserver 2 p.9), the
new Treaty is set to repeal the Protocol
and Agreement on Social Policy currently
annexed to the TEU and integrate the
Agreement into the Treaty as a new
Chapter on Social Policy. Most of the
text is taken directly from the Agree-
ment, with a number of alterations:

. Article 117 is changed to detail the
general objectives of Community
social policy - ``the promotion of em-
ployment, improved living and working
conditions, so as to make possible their
harmonisation while the improvement is
being maintained, proper social protec-
tion, dialogue between management
and labour, the development of human
resources with a view to lasting employ-
ment and the combating of social exclu-
sion``. The Community and Member
States will implement measures which
take account of the diverse forms of
national practices and the need to
maintain economic competitiveness;

. a new paragraph is added to Article
118, enabling the Council to adopt
measures to encourage the exchange of
information and best practice on tackling
social exclusion;

. a subparagraph is added to the fourth
paragraph of Article 118 which states
that where management and labour
have been entrusted with the imple-
mentation of a Directive, Member States
must take measures which enable them
to guarantee the results imposed by the
Directive;

. a declaration in Article 118(2) seeks to
ensure that in health and safety legisla-
tion, small and medium-sized enter-
prises are not discriminated against;

. a declaration added to Article 118b
states that ``the first of the arrangements
for application of the agreements
between management and labour at
Community level ... will consist by
developing, by collective bargaining
according to the rules of each Member
State, the content of the agreements,
and that consequently this arrangement
implies no obligation on the Member
States to apply the agreements directly
or to work out rules for the transposi-
tion, nor any obligation to amend
national legislation in force to facilitate
their implementation;``

. Article 118c is extended to list matters
where the Commission will encourage
Member States to coordinate their
actions. These include employment,
labour law and working conditions, basic
and advanced vocational training, social
security, prevention of occupational
accidents and diseases, occupational
hygiene and the rights of association and
collective bargaining; and

. a new paragraph is added to Article
119 allowing the Council to adopt
measures to ensure the application of
the principle of equal opportunities and
equal treatment of men and women in
employment, including the principle of
equal pay for work of equal value.

Decision-making procedures

The co-decision procedure between the
Council of Ministers and the European
Parliament is extended to Article 5 of the
Employment Chapter on employment
incentive measures and Article 119 on
equal opportunities and treatment.
Qualified majority voting in Council is
extended to Article 4 of the Employment
Chapter on employment guidelines;
Article 5 of the Employment Chapter on
incentive measures; Article 118(2) on
social exclusion; and Article 119(3) on
equality of opportunity and treatment of
men and women.

Commentary

Upon first inspection, much of the
content of the new Treaty in relation to
employment and social policy can be
seen, in essence, as an enactment of
current procedure and practices, with
the inclusion of the ``social chapter`` in
the Treaty. The Employment Chapter
gives Treaty status to the process
instituted after the Essen European
Council, in the drawing-up of multi-
annual programmes and annual national
reports on the progress of their imple-
mentation. Clear advances were made in
the area of combating discrimination,
while the extension of qualified majority
voting could bring advances in the areas
of employment and equal opportunities.
Further analysis is required of the impact
of some of the changes under the social
policy heading to assess how these will
affect decision-making. (Tina Weber,
ECOTEC Research and Consulting Ltd)

EU9707135F

24 July 1997
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Trade unions and employers have
signed a collective agreement on
teleworking in the mineral oils
industry - the first time that sector-
level standards have been set by
the Austrian social partners in this
area. The deal may act as a pilot
scheme.

A collective agreement on teleworking
covering industrial enterprises in the
mineral oils sector was formally signed at
the end of June 1997 (having been
agreed in April) and took effect from 1
May 1997. It was concluded between
the Association of the Mineral Oils
Industry for employers and three trade
unions: the Union of Salaried Employees
(mineral oils trade and salaried employ-
ees in manufacturing and extraction);
the Union of Chemical Workers (waged
workers in manufacturing); and the
Metals Mining Energy Trade Union
(waged workers in extraction).

The mineral oils industry is not large in
Austrian terms - about 6,000 employees
- but the new agreement's significance
lies not in numbers covered, but in being
the first of its kind, and in having been
made against significant odds. Precisely
because mineral oils is a small industry,
the relations between companies and
unions have always been friendly. This
encouraged the unions to set up a joint
working group and to initiate negotia-
tions in January 1996. According to
union representatives, the negotiations
were easy so long as they were con-
ducted at company level: companies and
unions focused on the technical aspects,
underwent a common learning process
and gradually came to agree on the
essentials. The talks became more diffi-
cult when the other industry associations
were informed of the tentative results.
Some of them, it is claimed, would have
preferred no precedent to be set.

Main points of the agreement
. The key concept is that of the ``external
workplace`` - a workplace outside

company premises where an employee

regularly spends parts of normal working

hours.

. Neither employer nor employee can
impose the use of an external workplace,
which they must agree in writing. The
agreement must specify the division of
working time between the plant and the
external workplace. The works council
has the right to be involved.

. Existing plant-level agreements remain
in force, provided they are more
advantageous for the employee than the
new collective agreement.

. The norms of the Employee Liability Act
are extended to all other members of the
teleworking employee's household.

. Weekly working time has to conform
with in-plant practices. Overtime only
applies if the extra hours are worked on
order, or if a time limit is set for a task
that can normally be achieved only by
exceeding normal hours. Time spent
commuting between the plant and the
external workplace does not count as
working time if the journey arises from
the agreed division of working time
between the two locations.

. Necessary equipment has to be
provided by the employer.

. All expenses incurred by the employee,
but specifically rent, energy and phone
costs, must be reimbursed by the
employer (excluding travel costs arising
from the agreed division of time
between plant and external workplace).

. The social integration of external
employees with the company workforce
has to be facilitated, and a special effort
should be made to enable them to
participate actively in company
meetings. Their ability to participate in
formal staff meetings as part of their
working time must be guaranteed.

. Access to training and further
education must be facilitated.

. The works council must be informed of
all external employees. It has the right to
examine the electronic means of com-
munication and to be reimbursed for the
costs incurred in caring for external
employees.

. Both employee and employer can
cancel the use of the external workplace
at three months' notice if they can give
sufficient reason to do so. What
constitutes sufficient reason in the case
of the employer is specified in law, and
includes changes in the work process or
the product, plant closures or
relocations, mergers, or changes in
ownership. On the part of the employee,
sufficient reason is specified in the
collective agreement itself. This includes
changes in living circumstances that may
make the use of the external workplace
unfeasible, specifically a change in abode
or of the family. The employee is entitled
to continued employment in the plant.

The typical teleworker

The ``typical`` teleworker in the mineral

oils industry is salaried, and the more

common term is ``external employee``.
Their precise number is not known, but
is put at between 50 and 100, most of
whom are oil company area
representatives, overseeing a number of
petrol stations. Computerised data
collection and telecommunications mean

that regional offices have become
obsolete: the area representative now
collects data over, for instance, four days
of the week, and then spends Friday
working on a company-owned personal
computer at home, from which the
week's report is transmitted. Scientists
are another, though smaller, group of
teleworkers in the industry.

According to the trade unions, employ-
ees appear to appreciate the new collec-
tive agreement, while other unions,
employers, and the general public are
showing considerable interest.

Commentary

The agreement is important for at least
two reasons. Firstly, it was a proving
ground for negotiating agreements cov-
ering activities arising from new tech-
nologies. The expertise gained by
employers and unions will be helpful in
facilitating numerically more significant
agreements in other industries, especially
those with significant numbers of ex-
ternal employees. They now have a clear
reference point regarding the contents,
scope and depth of future agreements.
Significantly, the expertise gained
stretches to negotiating agreements
covering several sectors (``vertically
integrated`` agreements). The protracted
negotiations over an agreement covering
the entire computing industry - which
comprises manufacturing, trade, servic-
ing and banking - may be the first to
benefit. Secondly, the mineral oils deal
establishes a new type of agree-ment
consisting mainly of guidelines for good
practice rather than outright regulation.
It is an obvious attempt to balance broad
regulation with leeway for company-
specific matters and the continuing
development of technology and work.
Both these innovations will be of
considerable significance in the years to
come.

Mineral oils may seem an unlikely
candidate for a first collective agreement
on teleworking. While there was suffi-
cient reason for an agreement to be
made, the good relations in the industry
were certainly also important in making
it possible. It seems likely that further
agreements of this kind will be made in
other industries during the next few
years. According to a recent survey, 2%
of Austrian employees regard themselves
as teleworkers, and two-thirds of the
respondents regard teleworking as a
positive development. (August GaÈ chter,
IHS)

AT9707123F

22 July 1997
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In July 1997, in the framework of
its current process of social
dialogue, the Greek Government
presented its proposals for
industrial relations reform and
new forms of employment.

The Greek Government and social part-
ners are currently engaged in a wide-
ranging process of social dialogue on the
themes of development, competitiveness
and employment, especially in the light
of significant changes in the interna-
tional environment and their impact on
the Greek economy. The process was
launched by the Government in March
1997, and participants include repre-
sentatives of Ministries, employer and
employee organisations from both the
private and the public sectors and the
Chambers of Commerce.

A consultative document circulated by
the Ministers of National Economy and
of Labour and Social Security identified
19 subject areas for the social dialogue,
setting out specific targets. The dialogue
process was then organised in strands,
each covering a number of these issues.

On 1 July, the Government presented a
set of detailed proposals to employers
and trade unions represented in the

``Regulation of forms of employment
and social protection towards the year
2000`` strand of the social dialogue
process. The proposals covered six
specific areas:

. working time;

. part-time work;

. measures to protect those employed in
new ``atypical`` forms of employment;

. territorial employment pacts (TEPs);

. pensioners' employment; and

. measures to protect the employment of
marginalised social groups.

Working time

In order to accelerate the adaptation of
the labour force to new developments in
production, the Government proposes a
new adjustment of working time pat-
terns whereby working hours can be
averaged out on a six-, nine- or 12-
monthly basis. The Government pro-
poses to combine this goal with a
gradual reduction of compulsory over-
time working and a significant reduction
of overtime overall.

The Government is proposing a discus-
sion on the reduction of working time
either through an agreement between
employers and employees at sectoral or
company level and on condition that
competitiveness is not threatened, or
within the framework of a more general
regulation for all Member States of the
European Union.

Part-time work

According to the Government, part-time
work will improve youth employment
under certain specific conditions. It
wants to discuss the following:
. the conditions under which part-time
work is to be introduced into the public
administration and the broader sector of
public services and enterprises;

. the maximum proportion of part-time
employees across different sectors of the
economy;

. the conditions under which a part-time
employee may transfer to full-time
employment;

. an appropriate pension system for
long-term part-time employees; and

. the adoption of measures to support
part-time employees who are made
redundant.

New forms of employment

According to the Government, the
development of employment patterns
based on new technologies generates
new ``atypical`` forms of employment
and hence the need to redefine the rules
and regulations covering social security.
It is therefore proposing a strict
definition of rules and responsibilities
concerning healthcare, pensions, access
to other social benefits and assistance, as
well as new regulations which are
required to fill the gaps resulting from
current legal inadequacies for those
employed under atypical forms of
employment.

Territorial employment pacts

The Government believes that the im-
plementation of territorial agreements
can boost the creation of new jobs and
the promotion of socially useful work,
especially amongst marginalised groups
and unemployed people. Issues under
discussion are as follows:
. the monitoring of TEPs at national
level;

. the rules and conditions for the
formation of TEPs;

. the rules and conditions for the
financing of TEPs;

. the management of TEPs; and

. the framework of activities and
measures that can be developed through
TEPs.

Employment of pensioners

The Government recognises that many
pensioners live on a low income and for
this reason they need to continue to
work. However, for those who choose to
remain on the labour market the Gov-
ernment is proposing a reduction in
pension entitlement. More specifically, it
stresses that dialogue should be focused
on three areas:

. examination of the problem (such as an
analysis of the existing legal framework,
social characteristics of working
pensioners and so on);

. solutions for their incorporation into
the labour market; and

. the structural changes necessary for
their transition from full-time employee
to pensioner.

Measures to support marginalised
social groups

The Government defines as marginalised
social groups young people aged under
29, long-term unemployed people aged
50 to 55 and those who are unemployed
owing to collective redundancy. The
measures proposed for discussion cover:
. institutional regulations governing
employment subsidies - that is, the
transfer of resources to those enterprises
that recruit new employees to help
reduce their labour costs (especially non-
wage labour costs);

. financing measures to increase
employment, either through the
establishment of cooperative businesses
or under the auspices of the Labour
Force Employment Organisation (OAED);

. institutional regulations promoting the
adaptation of the labour force to the
demands of the labour market (such as
training and the development of a

``national apprenticeship system``);

. measures that increase employment at
a local level; and

. the transfer of resources to
marginalised groups, either by means of
special benefits or other institutional
regulations.

Commentary

The discussion over the regulation of
industrial relations and social protection
is now underway. However, the Gov-
ernment's proposals appear to some to
consist of a variety of different subjects
without a clear central ``philosophy`` and
they therefore argu-ably lack coherence.
Moreover, many of the subjects
proposed for discussion may belong to
other areas of the current social dialogue
such as ``competitiveness and
employment``, ``social security`` and

``development``. Some commentators
feel that the proposals lack clearly
defined goals: are these to be construed
as the reduction of labour costs, the
promotion of competitiveness, growth in
employ-ment, or the improvement of
industrial relations? A working party of
technical experts will now study all the
proposals in an attempt to find a
consensus between the three sides
involved (Government, employers and
unions). It is certainly expected that the
way in which this process of social
dialogue develops will influence the
evolution of the system of industrial
relations in Greece as a whole. (Eva
Soumeli, INE-GSEE)
GR9707120F, GR9704112N

1 August 1997
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After almost 10 years of stable
centralised pay bargaining, social
partnership in Ireland is facing its
first real test in the private sector,
with the country's largest union
determined to secure additional
rewards in ``strong'' or ``profit-
able'' companies.

The revelation in late June 1997 that
Ireland's largest union, the Services,
Industrial, Professional and Technical
Union (SIPTU), is aiming to secure an
additional 2% in either pay or other
benefits, on top of the combined basic
and ``local`` increases of 9.25% in the
three-year national Partnership 2000
agreement (see EIRObserver 1 p.6), has
come as a shock to employers. What the
union describes as ``strong`` or

``profitable`` companies are targeted in a
strategy document prepared for officials
and shop stewards. The SIPTU document
is an attempt to put ''flesh'' on the
aspirations towards partnership at the
level of the enterprise outlined in
Chapter 9 of Partnership 2000.

Reacting to the SIPTU initiative, the main
employers' body warned that if the
union pursued its claims this would be

``a most serious breach of faith and a
dishonouring of commitments
unparalleled in relationships between
employers and trade unions in this
country``. The Irish Business and
Employers Confederation (IBEC) added
that it would also raise serious doubts
about the wisdom of entering any
further agreements with SIPTU.

The SIPTU strategy

The SIPTU document leaves little room
for doubt that the union is serious about
pursuing its strategy. For example, it
notes that: `` ... we can use various
clauses of the agreement to gain even
more concessions for the membership ...
Our priority is to improve the local
bargaining of 2% to 4% either by way of
direct increase or by profitsharing or
gainsharing schemes.``

Targeting ``strong`` private sector
companies, the union states that its
objective is to obtain the agreed 9.25%
directly, and at least a further 2% by way
of a direct increase or through
profitsharing. Union officials are asked to

``explore`` the following areas: share
schemes; sick pay schemes; personal
and career development; improved
training for shop stewards; and
partnership agreements.

The union also addresses what it de-
scribes as ``weaker`` companies. While

these firms are not specifically targeted
with regard to the additional 2%, union
officials are asked to consider: securing
the 9.25% without any concessions

``where possible``; real partnership at
enterprise level; profitsharing; sick pay
and pension schemes; and facilities for
shop stewards.

Central bargaining under
pressure?

The modest pay rises (7.25% basic plus
the 2.0% ``local`` element) in Partnership
2000 must be set against a range of tax
commitments. Tax reductions worth
around IEP 400 million (ECU 540 million)
were delivered by the former left-of-
centre ``rainbow`` Government in the
January 1997 Budget, with further tax
cuts promised by the new centre-right
Fianna Fail/Progressive Democrat
Government in the next Budget (see
EIRObserver 3 p.13). However, the
improved economic circumstances which
permit these tax concessions were
always likely to make it harder to
maintain the integrity of the pay
agreement in Partnership 2000.

Breaches of the pay terms in the three-
year national agreements which have
been a central part of economic and
social policy in Ireland since 1987 have
been limited to small clusters of firms.
The key factor is that ``above the norm``
deals have, until now, had no significant
knock-on effects, and in most cases
costs arising from local deals have been
matched, or compensated for, by
efficiency gains - usually in the form of
changes in working practices.

SIPTU's current strategy document,
however, is a clear indication that the
union believes that the era of such
relatively ``cast-iron`` agreements is
coming to a close, but it remains to be
seen whether individual employers feel
they can justify additional rewards.

Commentary

A number of elements have come
together at this point in time to produce
SIPTU's strategy. There appears to be a
considerable level of disenchantment
within the membership of the union
regarding the terms of Partnership 2000.
This was reflected in the large number of
votes cast in favour of a far left-wing
Socialist Workers Party (SWP) member
standing for the SIPTU presidency in
spring 1997. The SWP activist, Carolann
Duggan, secured 38,000 votes, com-
pared with the total of 52,000 achieved
by former union vice-president, Jimmy
Somers.

Underpinning this creeping dissatisfac-
tion with the terms of Partnership 2000
is the current economic boom and the
fact that public sector workers have
been seen to benefit from pay

``restructuring`` deals which, in the main,

have been clearly in breach of the formal

terms of the local bargaining clause in

the previous national agreement,
Programme for Competitiveness and
Work (1994-6).

The SIPTU initiative will test the bound-
aries of Partnership 2000, but if pay rises
which breach the strict guidelines do not
undermine competitiveness, are con-
fined to a small number of firms, and fail
to act as ``headline`` deals for others to
follow, the integrity of the national
agreement should remain intact. (Brian
Sheehan, IRN, and John Geary, UCD)
IE9707223F

28 July 1997

IRELAND

National pay deal faces first real test in over

a decade

National Centre for Partnership
established

Whatever the pressures faced by the pay
terms of Partnership 2000, other areas of
the national agreement continue to be
implemented. A National Centre for Part-
nership was formally established on 15 July
1997, meeting a government commitment
in Partnership 2000. The Centre's activities
will be directed towards facilitating trust and
partnership between employers, employees
and unions and, in this regard, it will seek to
facilitate appropriate agreed local arrange-
ments rather than to prescribe particular
partnership mechanisms.

The new centre is chaired by the current
chair of the Labour Court, Evelyn Owens,
who oversees a board made up of key
figures from the main social partner orga-
nisations and of government officials. The
two key appointments, however, are the
full-time directors who will monitor and
assist partnership initiatives in both the
private and public sectors. John O'Dowd is
being seconded from his position as general
secretary of the Civil and Public Services
Union to take charge of the public sector
division of the new centre, while Gerry
Grogan, a former president of IBEC, will
take charge of the private sector division. In
accordance with Partnership 2000, the
National Centre for Partnership will have the
following roles:

. promotion of involvement and
partnership;

. monitoring developments;

. technical assistance and support to
organisations in developing involvement and
partnership arrangements;

. dissemination of best practice; and

. training for management, union, employer
and workplace representatives.

The Centre will utilise facilities within the
Irish Congress of Trade Unions, IBEC and
appropriate institutions and state agencies.
Joint union/management training initiatives
are also expected to be backed by the new
Centre.

IE9706202N

5



The executive committee of Italy's
CGIL trade union confederation
recently approved a plan to create
a single union centre by 2000, a
development welcomed by the
CISL confederation. This article
reviews the moves towards trade
union unity and their background.

The meeting of CGIL's executive com-
mittee held on 6-7 May 1997 ended
with the approval of a document
proposing the creation of a unitary trade
union as a priority objective of the
confederation, and stating that this
objective can be reached by 2000. CGIL's
willingness to cooperate, after taking a
particularly cautious approach to union
unity over the past few years, was met
with enthusiasm at the national congress
of CISL - one of the other two main
confederations - held on 21-24 May
1997 (see EIRObserver 3 p.13). In the
debate reopened by the various union
confederations, unity is now considered
an objective that can realistically be
achieved. It is expected that there will be
a constituent phase, involving the crea-
tion of a statute, a new membership
system and, in 2000, the first unitary
congress.

Background

After the split of the unitary CGIL
confederation in 1948, the model of
trade unionism developed in the 1950s
was centralised and strongly linked to
ideological and political reference points.
Three separate confederations, CGIL,
CISL and UIL, broadly represented dif-
ferent political and ideological strands.
At that time, trade unions were not
officially present in workplaces, where
works committees existed, but without
bargaining powers.

Following some initial experience in
company-level bargaining in the early
1960s, the trade unions rediscovered
unity of action in the period of collective
mobilisation inaugurated during the

``hot autumn`` of industrial unrest in

1969, when new plant-level workers'

councils gave impetus to the unitary

process. Although full unification was

not achieved, a CGIL-CISL-UIL Federation

was instituted in 1972 as a step towards

union unity. However, this unitary phase

later began to suffer during the period

when fighting inflation was the top

priority and ended abruptly in 1984,

when CGIL refused to sign a new central

agreement on the reorganisation of the

sliding-scale mechanism for pay

indexation.

This breakaway did not prevent attempts
at unity of action during the 1980s. A
new attempt to formalise unity between
the trade union organisations was made
in 1991, with the agreement between
the confederations on the reform of
plant-level union representation struc-
tures, renamed the RSU (Rappresentanze
Sindacali Unitarie). This agreement was
officially recognised in the tripartite
agreement of July 1993 between the
Government, the employers and the
unions, and subsequently in the inter-
confederal agreement between the so-
cial partners in December 1993.

The role of the RSU in the debate
on union unity

With the institution of the RSU, a unitary
body for general representation was
introduced in Italian workplaces. This
body is elected by all workers (including
non-union members), and also constitu-
tes a union representation body, openly
and officially recognised by employers.
On this latter point, the RSU differs from
the previous workplace representation
bodies, workers' councils, recognition of
which had been of an informal nature. A

``single-channel`` representation model

was thus institutionalised, under which a

single body, the RSU, represents not only

the entire workforce but also the trade

union, and has bargaining powers and

information rights.

On account of these characteristics, the
RSU could constitute the fulcrum of the
new unitary union organisation in
workplaces. However, in order for this to
come about, certain rules pertaining to
RSU elections and representativeness
criteria are required - issues on which the
CGIL, in particular, believes legislation is
necessary.

Commentary

The collapse of trade union unity in 1948
and subsequent developments high-
lighted two different union cultures in
Italy:

. the union as a representative of the
general interests of the entire workforce,
centralised and not particularly
predisposed to representing specific
groups of employees. This model was
most characteristic of the Communist-
and Socialist-oriented unions, CGIL and
(partly) UIL;

. the ``associative`` and industry-wide

union, which stresses the role of union

members and bargaining in workplaces.

The Catholic-oriented union, CISL, was

closely based on this model.

The legacy of these two different union
ideals is still partly duplicated today in
the culture of the confederal unions: on
the one hand, there is the ``union as a

movement``, which characterises CGIL;

and, on the other, the ``union as an

association``, represented by CISL.

Despite this difference of opinion, union
unity has been a recurrent theme in the
debate on the Italian industrial relations
system from the end of the Second
World War until today. Starting from the
early 1990s, new conditions developed,
encouraging the process of union uni-
fication:

. the collapse of the Italian party system.
The collapse of the parties that had
dominated the political scene eliminated
some of the traditional reasons, in
particular those of a political-ideological
nature, for the split among the unions;

. the process of European unification,
which prioritises incomes policy and the
issue of wage moderation. These new
conditions, even from an employers'
point of view, have reinforced interest in
a unitary union strategy; and

. the bargaining structure reform
enacted by the tripartite central
agreement of July 1993, which gave
official recognition to company
bargaining, required the definition of
unitary union structures at this level.

It is for these reasons that, after 50
years, all the previous different ap-
proaches appear to be on the verge of
being reconciled in a unitary union
model which recognises a specific rele-
vance both for union members and for
all workers. The proposal made by CGIL's
executive committee emphasises the role
of union members in the drawing-up of
bargaining platforms. It is during this
phase that union members will have the
right to voice their own opinions. How-
ever, once an agreement has been
reached, it must be validated by con-
sensus among the entire workforce.

Important issues still have to be resolved
- in particular, gauging the real impor-
tance of the various union organisations.
This should be based on the number of
members (which at present is self-
certified and consequently not rigorously
controlled) and on the votes won during
RSU elections. The definition of rules
aimed at measuring representativeness is
therefore one of the problems that must
be solved in order to develop the debate
on unity, and various bills on the subject
have recently been presented. (Simo-
netta Carpo and Ida Regalia, Ires Lom-
bardia)

IT9707307F

18 July 1997
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Investment in the quality of the
workforce, seems set to become a
key bargaining issue in the
Netherlands, with initiatives taken
recently at national, sectoral and
company levels.

In November 1996, the bipartite con-
sultative Labour Foundation (STAR) pub-
lished Working on your job, its
recommendations on the importance of
education and training to workers,
companies and sectors

STAR states that an increasingly knowl-
edge-based economy, coupled with the
process of globalisation, forces compa-
nies to capitalise quickly on changing
markets and technology. These changes
create continually changing occupations
and functions, and require a well-trained
and flexible workforce. Employers and
workers have both an individual and a
collective responsibility to invest in edu-
cation and training. For workers, an
individual or collective right to training
may serve to reinforce their position
within the company and in the labour
market, although this right may include
an obligation if training is necessary to
update or upgrade knowledge and skills
in order to keep a job. Employers are
called on to develop company schemes
including targets for the (future) training
of various groups of workers.

From the social partners, STAR demands
a strategy to invest in the quality of the
workforce and to improve the
``employability`` of workers. It
recommends that agreements be
reached at sectoral and company level
concerning training policy and facilities.
Particular attention should be paid to the
individual rights of workers and the
proportional participation of
disadvantaged groups.

The FNV union confederation and the
central employers' organisation, VNO-
NCW, have both taken STAR's recom-
mendations into account in their 1997
policy documents on terms and condi-
tions of employment. VNO-NCW re-
commends that employers offer workers
a suitable package to enable them to
invest in training and to improve their
employability. FNV focuses on a legally
enforceable individual right for workers
to two weeks off for training and
educational purposes a year without loss
of pay. FNV also intends to appoint
training consultants to improve the
training infrastructure at sector level and
to stimulate the participation of disad-
vantaged groups

Industriebond FNV

Particularly in industry, lower-skilled
production workers are confronted with

technological changes requiring higher
skills, while the participation of these
workers in training is lower than the
average. From January to May 1997,
Industriebond FNV conducted a survey
and organised several discussion meet-
ings on ``work or job security``. Several
thousand members responded.

On 21 May 1997, an Industriebond FNV
conference adopted job security based
on ``investment contracts`` as a key
theme for collective bargaining over

1998-2001. Instead of the term
``employability``, which is considered to

be an employers' notion, Industriebond
FNV uses the concept of ``job security``.

Investment contracts cover the
education and training of workers and

the development of the company where
they work, and fall into three types:
collective contracts for all workers within

a sector or company; contracts for
specific groups of workers; and

contracts with individual workers. The
contracts may take the form of a

comprehensive collective agreement or
be restricted to a training clause in a

collective labour agreement.

Clauses on remuneration in collective
agreements should include room for
agreements relating to personal training
budgets, facilities for study and extra
allowances over and above standard
salaries as a bonus for certificates
achieved, as well as improved remu-
neration for workers with multiple skills.
Union officials now plan to elaborate the
substance of collective agreements on
job security, to adapt and innovate
vocational training and to develop trade
union products and services in the field
of training and education, including the
introduction of career guidance and
consultants. Within the individual com-
pany, union representatives will be
involved in the implementation of in-
vestment contracts and will intensify
cooperation with local works councils.

Heineken investment contract

The Dutch branch of the Heineken
brewing group aims to speed up invest-
ments in the application of new tech-
nologies and to reshape its organisation
through the introduction of teamwork.
The new form of organisation will
demand higher skills and competencies
from its production workers, and in
1996, Heineken initiated negotiations
with the trade unions on the restructur-
ing process and its consequences for
production workers.

These negotiations led to an agreement
on the deployment of employees, signed

on 12 June 1997 by Heineken and the
four trade unions involved. At Heineken,
between 70% and 80% of the workers
belong to a trade union, which is quite a
high density in Dutch terms.

The agreement includes a five-year
guarantee of employment and education
for all 2,000 workers (with an average
age of 41) at the breweries in Den Bosch
and Zoeterwoude. The starting point is
that all current employees will continue
to work within the new organisation and
will be trained, individually or collec-
tively, for their new functions. The
potential of each employee to be
retrained and redeployed will be tested
by an external agency. If it is thought
that an individual may not be able to
achieve the necessary qualifications,
management will ensure that suitable
work is found. The agreement carefully
describes the path to be followed, as
well as the respective responsibilities and
consultative procedures for the different
actors involved. A ``proactive``
committee consisting of two works
council representatives and two
management representatives will discuss
the results and offer arbitration in any
disputes. Every three months, a group-
level consultative meeting will be held
between the union officials involved and
the management, and every two months
there will be a consultative meeting with
the unions at plant level.

Commentary

Whereas the education and training of
workers used to fall primarily under the
internal social policy of companies, the
social partners have now pushed this
theme to the fore. Industriebond FNV's
plan to conclude investment contracts
with employers is of strategic short-term
importance when it comes to restruc-
turing plans that could adversely affect
the interests of workers. The Heineken
contract provides a good example of
how to restructure work organisation
without the loss of jobs affecting the
present workforce. Secondly, it also
enables Industriebond FNV to establish a
partnership with the employer at com-
pany level. The question that remains,
however, is whether or not the

``Heineken model`` will, in practice, serve
as a role model for other companies
considering, for instance, the introduc-
tion of new technology or restructuring.

Apart from the good example set by the
Heineken agreement, the first 1997
progress report shows that the number
of clauses on the training of workers in
collective agreements increased slightly
in 1996 in comparison with the previous
year. (Josee Lamers, HSI)

NL9707121F

30 July 1997

Investment contracts: job security and

training
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Government officials are currently
discussing a possible bill on
measures to stimulate learning in
working life. The main social
partners are in favour of some
kind of personal accounts for
educational purposes, but
opinions differ on issues such as
whether it should be a voluntary
system based on the individual's
own savings, or an obligatory
system financed by a payroll tax.

Since 1975 all Swedish employees have
been entitled to leave of absence for
educational purposes, under the Act on
an Employee's Right to Educational
Leave. The employer can only defer the
leave requested within certain limits. The
nature of the education is left entirely to
the discretion of the worker as long as it
is not purely private studies, and there
are no restrictions on the duration of the
leave. If employees want to return to
work - either after completion of the
studies or prematurely - they are granted
the same position as regards working
conditions and employment terms as if
they had not been absent.

The Act has been of great importance,
especially during the 1970s and the
1980s, encouraging employees to im-
prove their skills, and even qualify for
new professions, because they know
their employment is secure. It has,
however, not been much utilised by the
categories that the legislator primarily
had in mind - those who left school and
took up employment without pursuing
any further education. Many middle-
aged and older blue-collar workers fit
into this category. On the contrary, many
salaried employees and others who are
already comparatively well educated
have tended to take advantage of the
Act's provisions. There may well be
economic reasons for this.

Blue-collar workers also do not have the
same opportunities of employer-fi-
nanced training as their salaried coun-
terparts. In 1996, for example, 34% of
the members of the unions affiliated to
the Swedish Trade Union Confederation
(LO) took part in some kind of staff
training, compared with 57% of the
salaried employees in the Swedish Con-
federation of Professional Employees
(TCO) and 64% of the graduate white-
collar workers in the Swedish Confed-
eration of Professional Associations
(SACO).

Collective agreements on training

In the last few years there has been an
increasing awareness of the fact that all

workers need, and should be entitled to,
recurrent training. Several sectoral col-
lective agreements signed in the 1990s
contain framework provisions that oblige
individual employers and company trade
union branches to conclude local collec-
tive agreements on ``competence

development``. Few of the agreements,

however, mention anything about the

extent or content of the training

measures. The impact of these

regulations thus very much depends on

the commitment of the local parties

themselves.

Nevertheless, the so-called ``Visby

agreement`` on wages and general terms

of employment concluded in January

1996 by the Graphical Workers' Union

and the Graphical Employers'

Association is particularly noteworthy. It

aims to facilitate the structural

transformation of the graphical sector

and is designed exclusively for

companies which seek to benefit from

the growth of the media market and

increase their supply of media products

and services by assimilating new

information technology. The agreement

offers the employers more flexible rules

than the ordinary agreement for the

printing industry. In return the company

is obliged to map out every individual

worker's education and qualifications in

relation to the different tasks at the

workplace, after which the local parties

are expected to draw up a plan for the

continuing training of employees. During

a trial period that expires in March 1998,

the sectoral agreement guarantees every

worker at least four days of training at

the employer's expense.

State measures

The aim of granting all employees access
to recurrent training cannot, however,
be attained by the labour market
organisations alone. At the beginning of
1997, an official committee submitted a
report for consideration by trade unions,
employers' organisations and other par-
ties concerned, which discussed what
the state could do to stimulate learning
in working life. One of its proposals is
that workers themselves should have the
opportunity of saving money in personal

``competence accounts`` with a respite

from taxation until the account is used.

The employers should not contribute.

Another idea is that companies might

put aside money with a respite from

taxation when there is an economic

boom, to use for training its employees

in times of recession.

In August 1997, officials from four
Ministries began to consider the options
outlined in the committee's report with a
view to drafting legislation. It emerged
that the major labour market organisa-
tions are all in favour of the idea of some
kind of personal accounts, but opinions
on how they should be financed and
work in detail vary considerably.

The private sector Swedish Employers'
Association (SAF) on the whole supports
the system outlined by the committee,
provided that it is absolutely voluntary.
The Municipal Workers' Union, however,
characterises it as a ``luxury system

reserved for those who can afford to

study anyhow``, and many trade unions

fear that it would lead to increased social

injustice. LO has a detailed proposal of

its own, under which personal

educational accounts for all employees

should be financed by a payroll tax. Since

the workers themselves are paying for it

by accepting smaller increases in pay, the

accounts should follow the individuals

and not be linked to a certain

employment relationship or a certain

sector. The state should contribute with

a basic payment to each account, so the

system could begin to come into

operation with the minimum of delay.

The state might also make deposits

linked to unemployment benefits to the

accounts of unemployed people, in order

not to exclude them from the system.

Commentary

There are high expectations of the
Government's proposal for a system of
personal accounts for educational pur-
poses. As well as seeing such accounts as
a matter of justice, LO also regards them
as necessary if the members of its
affiliated unions are to accept small
raises in nominal wages in the present
situation, where many companies are
making large profits.

The Government itself - facing the Social
Democratic Party conference in Septem-
ber and the general elections in 1998 - is
eager to find a solution without delay,
but the work has only just begun, and in
the middle of August the political
leadership had not yet given any guide-
lines to the officials handling the matter.
One particular problem is that the
proposals acceptable to the major trade
unions are very expensive. Swedish
workers may still have to wait before
expressions like ``life-long learning`` and

``continuous competence development``

become reality. (Kerstin Ahlberg,

National Institute for Working Life)

SE9708132F

15 August 1997
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Developments at EU level have
profound implications for
employee representation
arrangements in the UK. We
review the issues and highlight the
possible consequences for the new
Labour Government's planned
industrial relations reforms.

One of the biggest stumbling blocks for
the effective implementation in the UK
of successive EU industrial relations
Directives has been the so-called ``repre-
sentation gap`` - whereby a significant
and growing proportion of the UK work-
force lacks collective representation at
work. Labour Force Survey data for 1996
show that only 45.8% of UK employees
work in workplaces at which trade
unions are recognised, and that the pro-
portion of employees covered by collec-
tive bargaining is even lower at 36.5%.
Joint consultation is also in decline:
according to the Workplace Industrial
Relations Survey, 29% of establishments
had a joint consultative committee in
1990, down from 34% in 1984.

Traditionally, statutory collective em-
ployment rights in the UK have been
applicable only where trade unions are
recognised by employers. However, this
policy was overturned by the 1994
European Court of Justice (ECJ) ruling
that, by restricting the legal obligation to
consult employee representatives on
impending redundancies and transfers to
employers which recognise unions, the
UK was in breach of the EU Directives on
collective redundancies and transfer of
undertakings. This forced the previous
Conservative UK Government to intro-
duce new regulations in 1995 requiring
consultation on these issues either with
representatives of recognised unions or
with other representatives elected by
employees. Broadly parallel arrange-
ments were subsequently introduced in
respect of consultation over health and
safety questions.

In the same vein, in its consultation
document on implementing the EU
working time Directive, the previous UK
Government raised the possibility of
introducing a further issue-specific em-
ployee representation mechanism to
enable employers to conclude agree-
ments derogating from the Directive's
standard provisions with representative
bodies or groups other than trade
unions. Measures to implement the
European Works Councils Directive in the
UK will also need to take account of the

``representation gap`` when determining
the procedures to be used for the
selection of UK members of negotiating
bodies and statutory EWCs.

The prospect of further EU
intervention

The European Commission is reportedly
of the view that the UK's 1995 amend-
ing regulations concerning consultation
over redundancies and transfers do not
meet the terms of the ECJ ruling. This
could lead to the threat of renewed
infraction proceedings against the UK if
the current legislation is not further
amended.

But potentially even more far-reaching is
the recent Commission initiative target-
ing national employee information and
consultation procedures more generally.
On 4 June 1997, the European Com-
mission launched a consultation exercise
involving European-level employers' and
trade union bodies on the ``possible
direction of Community action`` con-
cerning ``information and consultation
of workers within the national frame-
work``. The Commission's consultation
document makes the case for an EU
framework to ensure that Member
States' national provisions oblige
enterprises to have permanent arrange-
ments for informing and consulting
employee representatives on a wide
range of issues. Topics for consultation
would include business developments,
reorganisation, training, environmental
issues and ``the forward management of
employment``. Under the terms of the
Maastricht social policy Agreement, this
consultation exercise constitutes the first
step in a process which could culminate
in further EU legislation in the
information and consultation field.

Implications for the UK

The Commission's initiative highlights
once again the tension between the
traditional framework of employee re-
presentation in the UK based on the
recognition of trade unions by employers
and the universal information and con-
sultation rights which are typical else-
where in Europe and embodied in EU
law. The UK and Ireland are the only EU
Member States without a generally-
applicable system of information and
consultation through works councils or
similar bodies established by law or by
central collective agreement.

More particularly, the Commission in-
itiative could have a significant bearing
on the development of the new Labour
Government's proposals for a statutory
right to trade union recognition (see

EIRObserver 2 p.9). Labour's election
manifesto commits the new Government
to obliging employers to recognise a
trade union where this is supported in a

ballot by employees. However, on the
logic of the 1994 ECJ ruling, any EU
legislation affecting national information
and consultation rights would almost
certainly entail extending such rights to
non-union groups as well as those
represented by recognised unions. A key
issue for the UK Government would
therefore be whether and how an
approach combining both universal, EU-
driven information and consultation
rights and the designation of recognised
trade unions with collective bargaining
rights could be developed satisfactorily.

Commentary

The Commission's June proposal has
been widely perceived, in the UK con-
text, as implying the creation of works
councils as the vehicle for the required
information and consultation procedures
(at least in the absence of recognised
trade unions). Such a development
would be highly controversial:

. it is likely to be opposed by many
employers, particularly those who see no
need for any mechanism to give a
collective ``voice`` to employees;

. many trade unionists are likely to be
concerned that works councils would
undermine the long-standing tradition of

``single-channel`` representation through

trade unions and that, in the light of the

UK's highly decentralised system of

collective bargaining, works councils

might inhibit the further recognition of

unions and even lead to the withdrawal

or narrowing of recognition where it

exists;

. others, however, think that provision
for works councils would offer trade
unions more fruitful organising oppor-
tunities than a legal framework based
solely on the mechanism of recognition -
enabling union members to become
elected workplace representatives armed
with statutory rights even though an
employer refuses to recognise the union.

UK government ministers are said to be
sceptical about the Commission's pro-
posals. Moreover, the outcome of the
Commission initiative is far from certain,
notwithstanding the scope for EU legis-
lation on information and consultation
to be adopted by qualified majority
voting within the Council. Nevertheless,
it seems inevitable that UK law and
practice will increasingly be influenced
by the predominant European model of
universal employee representation rights
- a process that is likely to have a
significant impact on the structures of
employee representation in the UK and
the role played by trade unions. (Mark
Hall, IRRU)

UK9708152F

15 August 1997

UNITED KINGDOM

Employee representation: new challenges

from Europe 9



EU/NEWS

European agriculture social partners
sign first sectoral framework agree-
ment

The European-level social partners in the
agriculture sector signed the first sectoral

``recommendation framework agree-
ment``, concerning the improvement of
paid employment in the sector, on 24
July 1997. The signatories were GEOPA -
the Employers' Group of the Committee
of Agricultural Organisations in the
European Union (COPA) - and the Euro-
pean Federation of Agricultural Workers'
Trade Unions (EFA) - one of the Euro-
pean industry committees of the Euro-
pean Trade Union Confederation. The
initiative builds on previous ``agree-

ments`` on working time concluded

between the social partners in agricul-

ture in 1978, 1980 and 1981, as well as

a 1995 joint declaration on employment

in agriculture.

The ``recommendation framework

agreement`` seeks to contribute to the

improvement of paid employment in

agriculture in the Member States of the

EU. Significantly, it includes recom-

mendations on the adaptation of work-

ing time and supplementary provisions

relating to working conditions. A 1995

Commission report estimates that there

are approximately 2.5 million paid

employees in the agricultural sector in

Europe.

The agreement highlights the responsi-
bility of the social partners to play their
part in the improvement of the employ-
ment situation in Europe and to support
national legislative frameworks in this
area. It acknowledges that it will be
possible to maintain agricultural em-
ployment in the long term only if agricul-
tural holdings become more competitive.
In this respect, the accord points to the
importance of redoubling efforts to
reduce interest rates, make productive
investments, produce technological and
biotechnological innovation and protect
the environment. Particular importance
is also afforded to finding new ways of
organising working time to meet the
needs of employees and encourage
employment generation in the sector.

The signatory parties agree to take
concerted action to implement measures
to improve the employment situation in
the agricultural and rural sector in the
EU. These measures should be con-
cerned with:

. improving the image of employment in
agriculture;

. promoting vocational training and
skills;

. preventing occupational risks specific
to the sector;

. identifying and implementing new
types of contracts which both enhance
competitiveness and boost employment
in the agricultural sector, such as fixed-
term contracts, part-time work, seasonal
work and temporary work;

. reorganising and improving the labour
market; and

. the demands of society concerning the
environment and town and country
planning.

The agreement also calls for a wide
exchange of information on national,
regional and local good practice. It
recommends the joint promotion and
development of projects and initiatives
under all Community funds aimed at
consolidating and promoting agricultural
and rural employment in Europe. The
social partners also look for the devel-
opment of employment-creating

``synergies`` with other sectors such as

rural tourism, the environment and

regional development.

The Community is requested to take the
need to enhance competitiveness into
consideration when defining the Com-
mon Agricultural Policy. A renewed
request is made for the extension of the
early retirement scheme in Regulation
2079/92 to agricultural workers. The
social partners argue that it is also crucial
to tackle the problem of illegal and
undeclared employment in the sector at
European, national, regional and local
level, and call on the respective autho-
rities to take relevant steps to combat
this problem.

On the adaptation of working time, the
agreement recommends the institution
of a maximum annual working time of
1,827 hours, having regard to national,
regional and/or local practices. The
supplementary provisions relating to
working conditions cover the issues of
guaranteed income, overtime, rest peri-
ods, night work and periods to be
considered as working time, as well as
paid leave and public holidays.

As a consequence of the conclusion of
the European framework agreement, on
18 August the Swedish and Danish trade
unions for agricultural workers moved a
joint resolution to the EFA congress (to
be held in November), proposing internal
rules for future bargaining on such
agreements. At present there are no
such rules, and the Swedish and Danish
unions propose that in future, negotia-
tors should be designated by voting
among all affiliated unions. The statutes
must also grant the representatives of
the national unions an opportunity to
consult their members concerning the
result of the bargaining before the
signing of an agreement.

Both unions are satisfied with the
agreement though, not so much be-

cause of its material contents as the fact
that the employers, represented by
GEOPA, all agreed to come to the
negotiating table and conclude an
agreement. Steen Andersen of the
Danish SiD union hopes that the deal will
make Danish employers in agriculture
give up their unwillingness to conclude
collective agreements. Only a small share
of Danish agricultural workers are cov-
ered by agreements, ``but now that [the

employers] have signed the framework

agreement, which recommends the

organisations in the Member States to

develop collective bargaining, they

cannot reasonably go on offering the

same resistance as before``, says Mr

Andersen.

The same problem does not exist in
Sweden, where the majority of workers
are covered, but Lars-Erik Hellberg of the
Swedish Agricultural Workers' Union still
thinks that the framework agreement is
important, as it marks the beginning of a
new era where European sectoral
agreements are a reality.

EU9707141N, SE9708134N

22 August 1997

EU/NEWS

White Paper published on sectors and
activities excluded from working time

Directive

On 15 July 1997, the European Com-
mission published a White Paper on

Sectors and activities excluded from the

working time Directive. Directive 93/
104/EC on certain aspects of the orga-
nisation of working time was adopted in
November 1993 and aims to ensure that
workers' health and safety is protected
against the adverse effects of excessively
long working hours, or inadequate rest
or disruptive working patterns. The
Directive's provisions include minimum
daily and weekly rest periods, rest breaks
and annual holidays, restrictions on night
work and a maximum average working
week of 48 hours. The Directive provides
for a number of sectors and activities -
employing approximately 5.6 million
employees in the European Union - to be
exempt from its provisions: road, rail, air,
sea and inland waterways transport, sea
fishing, other work at sea, and doctors in
training.

The new White Paper argues that ``the

exclusion of certain categories of

workers from the general protection

provided by the Directive is is an anomaly

which needs to be corrected``. The

White Paper has been prepared

following informal consultation with the

social partners and takes account of the

1996 European Court of Justice ruling

which rejected the United Kingdom
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Government's request to annul the

working time Directive.

The White Paper examines four broad
approaches to achieving the inclusion of
currently excluded sectors into the Di-
rectives. These options are:

1) a non-binding approach;

2) a purely sectoral approach;
3) a differentiated approach; and
4) a purely horizontal approach

Subject to comments on the White
Paper, the Commission proposes to
proceed on the basis of option three.
Under this option, a distinction could be
made between the activities which can
be accommodated under the working
time Directive and those which require
specific measures. This would entail
extending the full provisions of the
Directive to all non-mobile workers.
Appropriate adjustment of the deroga-
tions would be made to take account of
the need for continuity of service and
other operational requirements. It would
also mean the extension to all mobile
and offshore workers of the Directive's
provisions on four weeks' paid annual
leave and health assessments for night
workers, as well as a guarantee of
adequate rest and a maximum number
of hours to be worked annually. The
White Paper additionally envisages the
introduction or modifying of specific
legislation for each sector or activity
concerning the working time and rest
periods of mobile and offshore workers.

All European institutions will now be
consulted on the White Paper, with the
Commission inviting comments by 31
October 1997. The Commission is send-
ing the White Paper to the social
partners at European level for consulta-
tion and will subsequently consult man-
agement and labour on the content of
any proposal envisaged.

EU9707138N

8 August 1997

BELGIUM/NEWS

Hours reductions and flexibility
agreed in insurance

Despite the opposition in principle ex-
pressed by the Federation of Belgian
Enterprises (FEB-VBO), employers in cer-
tain sectors in Belgium have signed
collective agreements in 1997 granting
real reductions in working time (see

EIRObserver 3 p.4). In the insurance
sector (25,000 employees), the reduction
does not involve loss of pay, but is
instead coupled with measures involving
flexible working hours.

The collective agreement signed in the
insurance sector on 15 May provides for
a reduction of 10 minutes in the working
week in 1997 and a further 20 minutes

in 1998. Henceforth, weekly working
hours will be below the 36 established
by law across this sector for many years.
The agreement, however, lays down two
particular types of working pattern,
relaxing a rather rigid traditional system
to adapt it to new commercial policies:

. ``alternating working hours``
(horaires alternatifs) allow for an increase

or reduction in weekly working hours (by

five hours up or down) or daily working

hours (by two hours). Total daily hours

cannot, however, exceed nine or extend

past 18.00. This applies not only to

computer departments, but also to

departments with cyclical and/or

plannable activities, as well as under

exceptional circumstances. Saturday

work is also permitted. Workers have to

be volunteers, again except under

exceptional circumstances; and

. ``staggered working hours`` (horaires
deÂ caleÂ s) are restricted to services in

contact with the public. A further

reduction of working time to 32 hours a

week will be granted. In return,

however, working hours will be

permitted between 08.00 and 20.00

from Mondays to Fridays and between

8.00 and 13.00 on Saturdays. This

pattern affects only a limited number of

the employees in charge of contracts

and claims.

The agreement does not provide for any
pay increases or for compensatory em-
ployment creation measures.

These reductions in working time are
linked to internal flexibility, the purpose
of which is to limit the structural use of
overtime through the annualisation of
working hours. They also seek to prevent
any increase in external flexibility
through the use, for example, of sub-
contracting to specialised firms which fall
within sectors with less favourable
working conditions.

BE9707111N

25 July 1997

DENMARK/NEWS

Union confederations sign historic

agreement on demarcation and coop-
eration

The Danish Confederation of Trade
Unions (LO) and the Danish Confedera-
tion of Professional Associations (AC)
recently signed an agreement on de-
marcation to delineate organisational
boundaries between the two confed-
erations and to minimise competition for
members.

The agreement between LO and AC -
signed on 29 May - comes as a reaction
to the need for fewer organisational
disputes over boundaries and more

cooperation with a view to improving
the service to their members. At a press
conference, the LO president, Hans
Jensen, and the AC president, Sùren
Vang Rasmussen, pointed out that the
main objective of the new agreement is
to ensure and safeguard employees'
influence on the development of Danish
society. Both recognise the growing
need to speak with only one voice on a
number of issues. One of these issues is
the need to upgrade and to meet the
increasing demand for qualified labour in
Denmark. In this respect, the two
confederations will initiate two joint
projects - one aimed at forecasting likely
labour market developments in the near
future, and the other considering the
future need for further education and
retraining.

The political leaders of the two confed-
erations will meet regularly to discuss
issues of common interest. They will also
coordinate their activities in the various
committees and international organisa-
tions on which they are both repre-
sented. Furthermore, they intend to
expand cooperation between their re-
spective affiliates.

Trade unions in Denmark are repre-
sented by three different confedera-
tions:
. LO represents 24 member organisa-
tions, with a total of 1.5 million
employees who are mainly skilled and
unskilled blue-collar workers;

. the Confederation of Salaried
Employees and Civil Servants (FTF)
represents approximately 30 member
organisations, with a total of 400,000
mainly white-collar employees; and

. AC represents 22 member organisa-
tions with a total of 213,000 profes-
sional employees, who have an university
degree or equivalent.

DK9707120N

25 July 1997

FINLAND/NEWS

Paperworkers' Union seeks separate
agreement for the forestry sector

The announcement in June 1997 by the
Paperworkers' Union of its intention to
conclude a separate agreement with the
employers in the forestry sector has
undermined the common approach of
Finnish trade unions towards the nego-
tiation of a new broadly-based incomes
policy. The Paperworkers' Union is one
of the most prominent in Finland,
playing a key role in the forestry sector,
and its withdrawal from a new incomes
policy agreement could undermine the
legitimacy of any such agreement.
However, the Central Organisation of
Finnish Trade Unions (SAK) has adopted
a sympathetic stance towards the parti-
cular problems of this union
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Despite this decision, Jarmo LaÈ hteenmaÈ -
ki, the chair of the Paperworkers' Union
has indicated his general support for the
Government's economic policy (in an
interview in Kauppalehti) The union also
accepts the importance of ensuring that
low inflation and low interest rates
continue. Nevertheless, Mr LaÈ hteenmaÈ ki
has been worried about the high level of
unemployment and is dissatisfied with
the adverse effects of existing incomes
policy on employment levels amongst his
members. According to Mr LaÈ hteenmaÈ ki,
the only sector where the so-called ``job-

creating`` effect of incomes policy has

led to more jobs being created in Finland

has been the metal industry. He would

not be drawn on what his union's pay

claim was likely to be in autumn 1997;

the union is being pressured by its

members to increase pay in response to

the high levels of profitability in the

forestry sector.

The Paperworkers' Union's announce-
ment of its withdrawal from the central
negotiations means that its problems
with the forestry employers must be
resolved within the current incomes
policy framework before talks on a new
comprehensive incomes policy begin in
the autumn. The union is seeking to
resolve a number of issues affecting its
members which were not dealt with
when the current incomes policy agree-
ment was made during the recession in
late 1995. Many outstanding problems,
apart from pay, remain unresolved,
including the following:

. a major point of disagreement between
the two sides in the industry has for
several years been the use of outside

labour in the paper mills. The dispute
has been about the right of the paper
companies to transfer such tasks as
maintenance, security, transportation or
cleaning to outside companies. The
companies claim that it is cheaper to use
outside labour in these kinds of jobs. The
union claims that any approval of the use
of outside labour would weaken the its
labour market status, because the
changes might affect as many as 10,000
employees, and it might thus lose up to
a third of its present membership. In
autumn 1995 the dispute was settled by
the employers unilaterally stating that
these activities would not be transferred
to outside contractors during the validity
of the present agreement;

. on the issue of working hours, the
employers would like the mills to work
continually around the year, whereas the
union is seeking to reduce working time;

. restrictions concerning the use of the
lay-off security benefit is also a very
important issue to the union, because
the export sector is very sensitive to
economic fluctuations and its employees
are always the first to be laid off;

. yet another worry for the
Paperworkers' Union has been the

power stations linked to the mills,
whose employees might in future be
covered by agreements for the electricity
industry. The union does not want to
lose its members who are working in
power plants; and

. the two major paper companies, UPM-
Kymmene and Enso, have decided to
abolish the profit bonus system related
to the personnel funds (a form of profit-
sharing scheme).

Both Mauri Moren, the deputy mana-
ging director of the Forest Industry
Association, and Mr LaÈ hteenmaÈ ki have
had their doubts about the possibility of
solving the sector-specific problems of
the forest industry before the official
negotiations on incomes policy com-
mence. Mr LaÈ hteenmaÈ ki is also critical of
the present negotiating structure
whereby union-specific problems have to
be resolved within the confines of strict
centralised agreements on incomes pol-
icy. He feels this system is outdated.

FI9706119N, FI9707124N, FI9708126N

22 August 1997

FRANCE/NEWS

Jobs created at SNCF ...

On 10 July 1997, Jean-Claude Gayssot,
one of the three Communist ministers in
the Government which came to power
in June 1997 (see EIRObserver 3 p.6),
announced his guidelines on a very
sensitive issue for the trade unions - that
of the future of the SNCF railway
company - even before the financial

``audit`` of the French economy

requested by the Prime Minister was

published. Mr Gayssot stated that SNCF

will create a further 2,000 new jobs:

1,000 jobs with railway worker status

and a further 1,000 within the context of

the future law on job creation for young

people (the government plan to create

700,000 new jobs) which is to enter the

statute books in autumn 1997. The jobs

created will almost entirely cancel the

2,500 redundancies planned by the

company this year.

In return, the Government has agreed to
reduce SNCF's indebtedness by FRF 20
billion (ECU 3 billion). The debt had
previously been reduced from FRF 202
billion (ECU 30 billion) to FRF 68 billion
(ECU 10 billion) by the former Govern-
ment, thanks to a transfer of FRF 134.2
billion (ECU 20.2 billion) of debt to
ReÂ seau FerreÂ de France (RFF) the new
owner of the rail infrastructure since a
reform introduced in February 1997. This
decision will bring down the total debt
to FRF 48 billion (ECU 7.2 billion) and will
reduce financial expenses by FRF 1.2

billion (ECU 181 million). SNCF should
thus be able to break even, a stage
originally planned for the end of 1998,
more quickly.

The establishment of RFF itself has not
been challenged. The Minister pointed
out that on this matter he was ``neither

in favour of the status quo nor of

backtracking``. He now intends to alter

the reform approved earlier this year.

Railway trade union organisations have
on the whole given a cautious opinion
on these guidelines. They see a ``possible

opening`` for discussions with the

company management. The CGT, the

CFDT and Sud Rail, which were at the

time firmly opposed to the creation of

RFF (as was the Left in Parliament),

consider that the review of a separation

between management of infrastructure

and operation of the rail network is

indispensable ``to guarantee rail

workers' employment status and to

develop public services``.

FR9707161N

25 July 1997

FRANCE/NEWS

... and in the national education
system

As part of the new Government's plan
for the gradual creation of 350,000 new
jobs for young people in the public
sector, Claude AlleÁ gre, the new Minister
for Education, has announced the re-
cruitment, starting at the end of October
1997, of 40,000 people in the education
system. They are to be paid the SMIC
minimum wage (80% by the state and
20% by local authorities) and given five-
year contracts. The new recruits will be
mainly employed in the organisation of
cultural projects and in the struggle
against violence, principally in ``priority

education areas``.

The Minister for Education also ex-
pressed the wish to see supply teachers
given permanent positions in secondary
education. In addition, a large number of
teaching posts in universities and of
research posts in public research centres
are to be created. These measures are to
be implemented in parallel with the
transformation of overtime into jobs in
order to limit costs.

The two main teaching unions, the FSU
(FeÂ deÂ ration syndicale unitaire) and the
FEN (FeÂ deÂ ration de l'Education Natio-
nale) are in the main satisfied, but are at
the same time wary: they do not want
the creation of jobs for young people to
take place at the expense of public
employees' posts.

FR9707159N

25 July 1997
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GERMANY/NEWS

IG Metall seeks to improve European
trade union cooperation

On 26 June 1997, the Northrhine-
Westphalia (NRW) district office of
Germany's IG Metall metalworkers' un-
ion for the first time invited its colleagues
from Dutch and Belgian metalworking
unions to join a meeting of the regional
collective bargaining commission. The
commission is the trade union's decision-
making body on collective bargaining
strategy, as well as on the final adoption
of collective agreements.

According to the head of IG Metall's
NRW district, Harald Schartau, there is a
growing need to improve transnational
trade union cooperation on collective
bargaining. Otherwise, in a more and
more economically integrated Europe
and under the conditions of Economic
and Monetary Union, there will be a
growing competition between national
wages and working conditions which
could ultimately lead to a downward
spiral of social standards.

As a first step, IG Metall in NRW has now
taken the initiative for an even closer
cooperation with the metalworking un-
ions in Belgium and the Netherlands. It is
planned that there will be a regular
exchange of information on collective
bargaining issues, and mutual participa-
tion of national bargaining experts as
observers in the bargaining policy of
their neighbour countries. This partici-
pation will give the trade unionists
involved the chance to obtain a practical
insight into the still very different
national systems of collective bargaining,
and into the day-to-day work of the
national unions.

Similar initiatives are currently being
discussed in other IG Metall regions. As
the vice-president of IG Metall, Walter
Riester, declared, it is the union's
ultimate aim that all its regional organi-
sations will have a kind of partnership
agreement with metalworking unions
from other European countries. Trade
union circles believe that, even though
the development of European collective
agreements seems to be a rather un-
realistic prospect in the near future, the
IG Metall initiative could become a major
step towards bringing a European di-
mension to German collective bargaining
policy.

DE9707223N

25 July 1997

GERMANY/NEWS

Digital Equipment applies metalwork-
ing sectoral pay agreement

In July 1997, the German subsidiary of
the US-based computer manufacturer
Digital Equipment Corporation (DEC)
struck a new company collective agree-
ment with the metalworkers' trade

union, IG Metall, and a new works
agreement with the DEC works council.
The company agreement provides for
the application of the Bavarian metal-
working industry's sectoral collective
wage agreements, including the provi-
sions regarding the pay structure and the
grading system, to all 2,700 DEC em-
ployees. Furthermore, the agreement is
the first in the metalworking industry to
abolish the distinction between white-
collar and blue-collar workers. All em-
ployees at DEC are to be allocated to the
different pay groups by 1 January 1999.
The works agreement foresees the
introduction of performance-related pay
for all employees working in the sales
department. Both agreements contain a
status quo clause (Besitzstandsklausel).

DEC, one of the world largest computer
manufacturers, is not a member of an
employers' association, nor had it been
party to any collective agreements until
1993. In 1992, IG Metall undertook a
recruitment drive in order to build up
sufficient organisational strength for
collective bargaining. After a two-week
strike, DEC and IG Metall signed a
company level ``recognition agreement``
(Anerkennungstarifvertrag) in 1993,
which laid down:

. that the provisions of the current
sectoral metalworking agreements were
to be generally applied throughout the
company; and

. favourable supplementary provisions
for DEC employees on dismissal, co-
determination, childcare leave, and
continued education, which deviate
from the sectoral agreements.

Furthermore, the deal included the
provision that DEC and IG Metall would
negotiate a new grading system based
on metalworking sector collective
agreements.

DE9707125N

25 July 1997

ITALY/NEWS

Galbani cuts staff but redeploys and
outplaces redundant workers

On 3 July 1997, an agreement was
concluded at Galbani, part of the
French-based Danone food sector group,
which provides for the redeployment or
outplacement of many of the 1,200 staff
made redundant through the reorgani-
sation of production and distribution.

The new agreement, which effectively
provides for company reorganisation
without redundancies, was signed by
company management and the food-
workers' sectoral trade union organisa-
tions, Flai-CGIL, Fat-CISL and Uila-UIL.
The reorganisation - which will also
involve the closure of two plants in the
region of Lombardia (at Bozzolo and
Casalbuttano) - will affect about 1,200
of the group's 5,300 workers in Italy.

Of these, some 600 are employed in
production and 600 in distribution. For
about half of these workers, who are
approaching retirement age, traditional
support and benefits will be made
available (through the Wage Guarantee
Fund and a ``mobility`` list). More
interestingly, the other workers will be
covered by the creation of a special
Danone body, the Organisational
Outplacement Centre (Centro
Organizzativo Ricollocamento, Cor). Cor
will be responsible for redeploying the
workers within the group or

``outplacing`` them in other companies,
and will also organise special training
activities for all the workers involved in
the redeployment and outplacement
process in order to help develop their
skills and qualifications .

Within a three-year period (1997-9) Cor
must make at least one offer of work
within the Danone group to every
redundant worker or, alternatively, two
proposals of work in other companies. If
this is not done, a sum of ITL 60 million
(ECU 31,100) will have to be paid to
every worker left without work as an

``incentive to resign``.

The reorganisation foresees investments
of ITL 350 billion (ECU 180 million) - ITL
230 billion (ECU 117 million) in produc-
tion and ITL 120 billion (ECU 63 million)
in the distribution network. Within the
distribution network, 140 local ware-
houses will be closed and instead
distribution will be conducted by a single
main logistics centre. The direct sales
network will be maintained, and the
traditional sales staff will be retrained as
sales representatives through vocational
training initiatives.

The company emphasises that the re-
organisation plan aims at ``adapting the
company structure to new market
scenarios``. The three main trade unions
instead put the emphasis on the
innovative character of the agreement.
In a public declaration (reported in Il Sole
24 Ore) the general secretary of Fat-CISL,
Uliano Stendardi, observed that the
agreement ``is not only directed at the
1,200 surplus workers but involves all
5,300 employees in a positive reorganis-
ation of the company``. In particular, in
order to reduce the impact of redund-
ancy, the reoganisation process will also
take into consideration those workers
nearing retirement age within the entire
group and will encourage them to
accept early retirement, replacing them
with younger workers formerly employ-
ed in the warehouses and sites to be
closed. Mr Stendardi stressed the import-
ance of ``the concrete economic commit-
ment of the company to develop the
Italian subsidiaries of the group`` and the
objectives of the social plan to ensure
that ``everyone is given an opportunity
of having a new job``.
IT9707117N

25 July 1997

13



LUXEMBOURG/NEWS

36-hour week creates jobs at Sommer
Industrie Luxembourg

Sommer Industrie Luxembourg has in-
troduced a 36-hour working week in its
maintenance department, thereby
creating new jobs which will preferably
be filled by unemployed workers regis-
tered with the Employment Administra-
tion. The firm, part of the Sommer
group, is Luxembourg's 19th-largest
company and employs 730 people. On 3
June 1997, it signed an amendment to
its collective agreement for manual
workers in its maintenance department
with the Luxembourg Confederation of
Christian Trade Unions (LCGB).

In a country where the 40-hour week is
very firmly established, and where even
the smallest reductions in working time
are rare, the introduction of a 36-hour
week is a significant event - even if it
affects only a small number of workers.

The new four-shift scheme provides for
an eight-hour working day but with
weekly hours not exceeding an average
of 36 hours. The number of weekly shifts
has gone up from 15 to 18, thus making
it possible to create new permanent
posts and do away with temporary part-
time jobs. Monthly pay has also been
increased through higher night-shift
supplements. The agreement will be
tested for a year, and the social partners
will announce their conclusions on it in
April 1998.

The signatories also departed from
normal practice by keeping to the legal
obligation to declare vacant jobs at the
Employment Administration (ADEM). By
inviting an ADEM representative to the
signing, and by explaining the special
characteristics of the new jobs while at
the same time inviting ADEM to put
forward applicants who are registered as
unemployed, they demonstrated their
intention to combat national unemploy-
ment actively, instead of simply recruit-
ing from among the large numbers of
job-seekers in Luxembourg's adjoining
frontier regions.

LU9707116N

25 July 1997

NORWAY/NEWS

Strike hits mobile offshore oil units

At midnight on Sunday 24 August,
mediation between the Employers' Or-
ganisation for Ships and Offshore In-
stallations (ASO) and the Federation of
Offshore Workers' Trade Unions (OFS)
terminated without reaching a new
wage agreement. Strike action com-
menced in mobile offshore units on the
Norwegian shelf, covering in the first
instance approximately 350 of the

1,000-strong membership of OFS within
the area of the relevant wage agree-
ment.The strike, which has so far
affected five platforms, continues at the
time of going to press. It is expected to
be costly for the employers, but will not
stop Norwegian oil production.

The wage settlement for the mobile
offshore units on the Norwegian shelf
covers approximately 2,500 employees.
In addition to OFS, two other organisa-
tions have agreements covering em-
ployees on mobile offshore units - the
Norwegian Oil and Petrochemical
Workers' Union (NOPEF) and DSO (a
cooperation between the organisations
for ships' engineers and mates). ASO,
NOPEF and DSO reached agreement
during negotiations which took place in
summer 1997. The new agreements,
which provide for pay increases of
approximately 8%, were accepted by the
vast majority of members in separate
ballots. The fact that two out of three
employee organisations have reached
agreement complicates the present
conflict. In addition, the union rivalry
which has been going on for some time
between NOPEF, which is an affiliate of
the Norwegian Confederation of Trade
Unions (LO), and OFS, which recently
joined the competing Confederation of
Vocational Unions (YS), does not make
the bargaining situation any easier.

The history of OFS goes back to the end
of the 1970s when several small inde-
pendent employee organisations within
the petroleum sector started to work
together. OFS and the employers have
on a number of occasions not been able
to reach agreement, and many bargain-
ing rounds have ended in strikes. The
Government has then generally inter-
vened with compulsory arbitration and
OFS has had to accept agreements
which are not significantly different from
those in the bargaining area of LO and
the NHO central employers' organisa-
tion.

OFS was previously one of the relatively
few Norwegian union organisations not
affiliated to one of the three main
confederations. However, it affiliated to
YS in March 1997 under the influence of
a number of factors. OFS has not been
able to win the right to negotiate wage
agreements for the oil-related industry
onshore, while the main employment
growth in the petroleum sector is
expected amongst groups which are not
covered by OFS agreements. In addition,
new technology has meant that fewer
workers are employed offshore.

Affiliation to YS may make it easier for
OFS to recruit new members which until
now have fallen outside its scope. OFS
has also experienced internal conflicts
and several of its affiliated trade unions
have considered leaving the federation.

NO9708120N, NO9703106N
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PORTUGAL/NEWS

Continuous working at Somincor re-
quires restructuring of working time

Somincor, a company which operates
the copper and zinc mining complex of
Neves Corvo in the Alentejo region of
Portugal, wishes to introduce continuous
working in the mines through a restruc-
turing of working time. The miners are
opposed to this change and, following a
strike in July 1997, a compromise

``preliminary agreement`` has now been
reached.

Owing to the progressive decline in the
richness of the ore, the management of
Somincor, which employs roughly 1,000
workers, wants to introduce continuous
working over the full seven days of the
week, which it sees as the only way to
ensure competitiveness in international
markets and guarantee financial stability.
Seven-day continuous working patterns
have already been introduced at other
European copper mines, such as AITIK in
Sweden and Rio Tinto Minera in Spain.

Work at the Neves Corvo mine is
currently organised in three daily shifts,
from Monday to Friday or from Tuesday
to Saturday, which means that miners
work five days per week with two rest
days. The management's scheme would
impose the introduction of a fourth shift
and mean that the mine would work for
seven days a week - which implies that,
on a fairly regular basis, miners would be
on duty for more than five consecutive
days. They would lose Sunday as a rest
day and have fewer days off each week.

Somincor miners at Neves Corvo did not
accept this. For the Southern Union of
Mine Workers, which is affiliated to the
CGTP-IN confederation, the plan repre-
sents a very intense form of shiftwork.
The union also believes that the pro-
posed increase in shift premia is very low
and does not compensate workers for
the change. However, for physical rea-
sons and because of the lack of space in
the galleries, it is possible to maintain
current levels of copper and zinc pro-
duction and profitability only by in-
creasing working time.

The opposition to the continuous work-
ing system and the demand for com-
pliance with the law on the 40-hour
working week led to a strike on 7 July
1997 - the first strike in eight years'
activity at the mine - which lasted for five
consecutive days with a significant
participation rate by the workforce, and
involved losses for the company.

The Government, miners and the man-
agement of Somincor have now reached
a ``preliminary agreement`` in which they
envisage the creation of 100 new jobs
and the revision of working hours.

Amongst other issues, the agreement
establishes that each shift will work 7.5
hours per day and, on average, 37.5
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hours per week. The agreement also
guarantees miners the 104 days off per
year that they had demanded (with 52 of
these rest days falling on Saturdays),
instead of the 91 that had been
proposed under the continuous working
system. The first Sunday shift is always a
day off and the shift crews are rotated
every 20 weeks. Every 20 weeks there
are 10 Sundays off for each shift crew,
which means that the number of days
off that coincide with a Sunday is raised
form 13 to 23.

PT9707130N

14 August 1997

SPAIN/NEWS

Unions campaign against Govern-
ment's industrial policy

The UGT and CC.OO trade union con-
federations have initiated a campaign
against the Spanish Government's in-
dustrial policy and its plans for privati-
sation. The campaign has so far been
carried out by the union federations in
the metalworking sector, which on 10
July 1997 called a strike across publicly-
owned industrial companies and orga-
nised a demonstration in front of the
Ministry of Industry. After the demon-
stration, the general secretaries of UGT
and CC.OO warned that the campaign
will continue in the autumn if the
Government does not change its policy.

The rejection of the Government's in-
dustrial policy by the trade unions has
become stronger in the last few months
as the result of various factors. The first
of these is the dispute over the publicly-
owned Astander shipyard and the Stra-
tegic Competitiveness Plan (PEC) for the
naval sector. The unions maintain that
the Government has unilaterally mod-
ified the agreement reached on the PEC
by reducing the activity of Astander and
enforcing its privatisation. By mid-June,
alleged harsh police repression of a
protest by the workers at this shipyard
escalated the conflict, forcing the Gov-
ernment to reconsider its position.
However, negotiations have only just
begun at the time of writing and the
future of Astander is still uncertain.

The second factor that has contributed
to the growth of conflict is the unions'
rejection of the privatisation plans for
two of the most important public
companies in the metalworking sector,
CSI and INESPAL.

CSI is the only complete steelworks in
Spain and employs about 12,000 people.
In 1996 it had a turnover of about ESP
300 billion (ECU 1.8 billion) and earned
profits amounting to ESP 15 billion (ECU
90 million). The Government plans to
privatise it totally by the end of 1997.
The unions accept the entry of private
capital into CSI, as long as the state
keeps a majority shareholding. They
consider that steel production is a

strategic sector with a great importance
for the Asturias region and that it must
not be totally privatised. Because of this,
the unions have demanded participation
in the company's privatisation process,
proposing as an alternative that CSI
should establish strategic alliances with
other steel groups but remain under
public control. Because of the lack of
response by the Government, which is
continuing with its plans, the campaign
began with strikes in CSI plants at the
end of June.

A further dispute was caused by the
privatisation of INESPAL, a public alumi-
nium manufacturing company. In this
case, the unions claimed once again that
they were not allowed to participate in
the privatisation process, which in its
current form does not guarantee either
present employment levels or the future
of all the workplaces. The Government's
refusal to negotiate led to strikes at CSI
and INESPAL in July 1997.

The third dispute between unions and
Government concerns the wage nego-
tiations for the workers of the public
companies belonging to the Industrial
Agency of the State (AIE). The unions
and the AIE had reached an initial
agreement for the next three years: an
increase equivalent to 90% of the
increase in the retail prices index (RPI) for
companies making losses, and an in-
crease of up to 1.5% above the RPI for
companies making profits, as long as the
increases were linked to an increase in
productivity.

In June, the Government made public its
refusal to respect this preliminary
agreement, freezing agreed wage rises
that exceeded the RPI, in line with the
repeated call for wage moderation by
the employers' organisations and the
Government itself. This decision led to
great dissatisfaction amongst the unions,
which converted the strike at CSI and
INESPAL on 10 July into a strike across all
the companies of the AIE and the State
Industrial Participation Society (SEPI),
which employ about 50,000 workers.

The unions believe that the current
disputes at Astander, CSI, and INESPAL,
and the conflict over wage settlements,
are only the tip of the iceberg of the
growing disagreement with the Gov-
ernment's industrial policy and its refusal
to enter into a dialogue with the unions.
They claim that the privatisation policy
has so far led to a loss of employment of
between 55,000 and 60,000 jobs. They
also feel that this policy involves the
erosion of the country's industrial heri-
tage and the absence of an active
industrial policy. The unions have there-
fore announced further campaigns for
the autumn if the Government does not
change its position.

ES9707117N, ES9706113N

29 July 1997

UNITED KINGDOM/NEWS

Government to repeal ``check-off''
ballots

The Government announced on 8 July
1997 that it is to end balloting over the
check-off system for trade union mem-
bers, whereby members can have their
union subscriptions deducted directly
from their wages by the employer, who
then passes them on to the union.

In 1993 the Conservative Government
introduced legislation which meant that
unions were required to ballot their
members every three years to obtain
written consent authorising the auto-
matic deduction of subscriptions from
their pay. This system not only cost the
unions millions of pounds in administra-
tion, but also involved costs for some
employers which have funded facilities
for unions to mount pre-ballot cam-
paigns, in order to maintain stable
industrial relations within the workplace.
The unions have recently been lobbying
ministers to have the legislation chan-
ged, before they spend large sums of
money on the next round of campaigns.

Margaret Beckett, the President of the
Board of Trade, said that the require-
ment to reauthorise check-off arrange-
ments every three years was ``unnecess-
ary and burdensome for employers and
unions``. However, the Government
wants to retain those parts of the
legislation which provide freedoms for
individuals to choose whether they want
to pay their subscription directly or not.
According to the Trades Union Congress
(TUC) general secretary, John Monks:

``Of course union members should give
their written consent before
subscriptions are deducted from their
pay, but there was never any justification
for making them reauthorise those
deductions every three years``

The new arrangements are not likely to
come into force until some time in 1998.
Interested parties will be consulted
during summer 1997, and the parlia-
mentary stages for the repeal should
then begin in the autumn.

According to a report in the Financial
Times, the Confederation of British
Industry said that it thought the repeal
was an helpful development, as it did
not support the legislation when it was
introduced. John Monks of the TUC,
added that ``the employers will welcome
this news as much as the unions do.``

There are benefits to the check-off
system - which was operated in 47% of
workplaces with more than 25 employ-
ees in 1990, according to Department of
Trade and Industry figures - for both
unions and employers. For employers,
the system cuts down on the need for
union representatives to take time off for
collecting subscriptions. For the unions,
the check-off ensures that subscriptions
are paid regularly and on time.

UK9707148N

25 July 1997
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ECOTEC Research and Consulting, Priestley House, 28-34 Albert Street, Birmingham B4 7UD.
Contact: Tina Weber, tel: +44 121 616 3658, fax: +44 121 616 3699, e-mail: Tina_Weber@ECOTEC.co.uk

Austria
Institut fuÈ r HoÈ here Studien, Stumpergasse 56, A-1060 Vienna.
Contact: August GaÈ chter, tel.: +43 1 599 91-189, fax: +43 1 59991-171, e-mail: gachter@wsr.ac.at

Belgium
Steunpunt WAV, KU Leuven, E van Evenstraat 2B, 3000 Leuven.
Contact: Hans Bruyninckx, tel: +32 16 323239, fax: +32 16 323240, e-mail: hans.bruyninckx@hiva.kuleuven.ac.be

Point-d'appui Travail-Emploi-Formation, CSER, UniversiteÂ Libre de Bruxelles, Rue de Bruxelles 39, B-1400 Nivelles.
Contact: Philippe Dryon, tel: +32 2 650 9117, fax: +32 2 650 9118, e-mail: appuitef@ulb.ac.be or Estelle Krzeslo, tel: +32 2 650 3433,
fax: +32 2 650 3335, e-mail: appuitef@ulb.ac.be

Denmark
FAOS, Dept of Sociology, University of Copenhagen, Linnesgarde 22, 1361 K Copenhagen.
Contact: KaÊ re FV Petersen, tel: +45 35 32 39 42, fax: +45 35 32 39 40, e-mail: faoskfvp@sociology.ku.dk

Finland
Ministry of Labour, PO. Box 524, Etelaesplanadi 4, FIN 00130 Helsinki. Contact: Pertti Linkola, tel: +358 9 1856 8950,
fax: +358 9 1856 8961, e-mail: pertti.linkola@PT2.tempo.mol.fi

France
IRES, 16 boulevard du Mont-d'Est, 93192 Noisy le Grand Cedex.
Contact: Alexandre Bilous, tel: +33 1 48 15 19 02, fax: +33 1 48 15 19 18, e-mail: bilous1@msh-paris.fr

Germany
Institut der deutschen Wirtschaft, Gustav-Heinemann-Ufer 84-88, 50968 KoÈ ln.
Contact: Stefan Zagelmeyer, tel: +49 221 4981 778, fax: +49 221 4981 594, e-mail: Zagelmeyer@iwkoeln.de

WSI in der HBS, Bertha-von-Suttner-Platz 3, D-40227 DuÈ sseldorf. Contact: Thorsten Schulten, tel: +49 211 77 78 239,
fax: +49 211 77 78 250, e-mail: Thorsten-Schulten@boeckler.de

Greece
INE-GSEE, Emm. Benaki 71A, 10681 Athens.
Contact: Eva Soumeli, tel: +30 1 33 04 472, fax: +30 1 33 04 469, e-mail: inerech@otenet.gr

Ireland
CEROP, Graduate School of Business, University College Dublin, Carysfort Avenue Blackrock, Co. Dublin.
Contact: John Geary, tel: +353 1 706 8974, fax: +353 1 706 8007, e-mail: geary_j@blackrock.ucd.ie

Industrial Relations News, 121-123 Ranelagh, Dublin 6.
Contact: Brian Sheehan, tel: +353 1 497 2711, fax: +353 1 497 2779, e-mail: irn@iol.ie

Italy
IRES Lombardia, Via Filizi 33, 20124 Milano.
Contact: Marco Trentini, tel: +39 2 6671 4973 / 6698 24 41, fax: +39 2 6698 0834, e-mail: iresl@galactica.it

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

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

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

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

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

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

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

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

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

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

Other Relevant European Commission Observatories
Employment Observatory
Contact: IAS, Novalisstraûe 10, D-10115 Berlin, Germany, tel: +49 302 82 10 47, fax: +49 302 82 6378

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