
Preserving and creating jobs is at the top of the European Union
agenda at present, as evinced by the inclusion of the ``employment
chapter`` in the Amsterdam Treaty and the special Employment
Summit being held on 20-21 November in Luxembourg, and this topic
is also very much the theme of this issue of EIRObserver. Our
comparative supplement, based on contributions from the National
Centres of the European Industrial Relations Observatory (EIRO),
examines collective bargaining on maintaining and creating
employment across the 15 EU Member States and Norway. We find
that there has been explicit bargaining on employment - be it tripartite
between governments, trade unions and employers' associations, or on
a bipartite basis between the social partners - in almost all countries.
Agreements have been concluded at every level - national, regional,
sectoral and company - and the methods used have varied widely. Our
supplement concludes that collective bargaining can play a role,
alongside many other political and economic policies, in fighting
unemployment in Europe.

Many features and news items in this issue also focus on the subject of
employment, including: the decisions by the Governments of France
and Italy to move towards a 35-hour working week; the problems
besetting attempts to conclude a national agreement on employment
in Belgium; a pilot agreement on partial retirement, with jobs filled by
new recruits, in the German metalworking industry; the contribution of
the EU-level social dialogue in the cleaning sector to job creation; and
agreements to create jobs at Spain's BBK savings bank and preserve
jobs at Electrolux-Zanussi in Italy. Industrial relations, of course,
continue to cover many issues outside employment, and other features
and news items highlight a full range of themes.

EIRObserver presents an edited selection of features and news items,
based on some of the reports supplied for EIROnline, the EIRO database
- in this case for September and October 1997. The contents of
EIRObserver constitute just a small part of EIROnline'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. EIROnline, which is the core of EIRO's activities, is
now nearing readiness, and it is planned that our next issue in January
1998 will contain information for readers on the database's contents
and how to access it through the Worldwide Web.

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.

Mark Carley, Editor
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A recent major conference on
``New job opportunities in the
cleaning services'' has emphasised
the potential of the European
sectoral social dialogue to
contribute to employment
creation across the EU, in the run-
up to the November Jobs Summit.

The cleaning industry is a large and
growing sector in the EU economy with
approximately 45,000 companies, em-
ploying around 2 million individuals
(though the real figure may be much
higher). The sector's social partners at
national and European level have long
been keen to address the image of the
low-skilled, low-status ``invisible worker''
in the industry. It was partly to achieve
this that a European social dialogue
process in the sector was instituted in
1992 by the European Federation of
Cleaning Industries (EFCI) and the Eur-
opean Regional Organisation of the
International Federation of Commercial,
Clerical, Professional and Technical Em-
ployees (Euro-FIET). The dialogue fo-
cused initially on working time and
training, but in light of the increasing
emphasis on job creation at EU level, a
working party was set up in February
1995 to explore new sources of em-
ployment in the cleaning industry.

A study was commissioned from ECOTEC
Research & Consulting Ltd to look into
new employment opportunities in the
sector, which fed into the negotiations
between EFCI and Euro-FIET leading to
the conclusion of a joint memorandum
on new sources of employment in
October 1996.

The joint memorandum

The memorandum commits the social
partners to work together to:

. help meet new or unsatisfied cleaning
needs among private individuals;

. contribute to the creation of skilled
jobs; and

. improve the image of the profession
and of the firms and people providing
cleaning services to private individuals.

Because of high costs, the memorandum
claims, many individuals cannot pur-
chase cleaning services from private
providers, and the public authorities are
urged to help develop these activities
through demand subsidies and other
forms of assistance. The partners stress:
the importance of creating new, high-
quality, skilled jobs; their willingness to
embark upon a process whereby em-
ployees in the sector will be covered by
collective agreements; the importance of
training; and the role the public autho-

rities can play in supporting such efforts.
It was decided to organise a European-
level conference to highlight the sector's
employment-creation potential.

The conference

Over 200 representatives of govern-
ments, the European Commission, Eur-
opean and national social partner
organisations and the research commu-
nity attended the conference on ``New
job opportunities in the cleaning ser-
vices'', held in Brussels on 9-10 October
1997. The meeting aimed to deepen the
debate, disseminate further the memor-
andum's recommendations and launch
national tripartite round-table discus-
sions on how to use public assistance to
help create employment opportunities in
cleaning.

In light of the forthcoming Jobs Summit
in November 1997, the conference
attracted much high-level interest from
within the Commission, governments
and social partner organisations. The
conference was also timely in the light of
the current review of the social dialogue
and the consultations on the Green
Paper on Partnership for a new organi-
sation of work.

Speakers from Euro-FIET and EFCI
stressed the potential and importance
not only of job creation, but of good-
quality job creation and the ``professio-
nalisation'' of the sector. Public financial
and regulatory support is required,
particularly to tackle the detrimental
impact of compulsory competitive ten-
dering and VAT regimes which, it is
claimed, harm job creation and working
conditions.

The ECOTEC report on New employment
opportunities in the European cleaning
industry was presented. It found that
despite a growing demand for cleaning
services by private individuals, very few
enterprises are engaged in supplying
such services, mainly owing to prohibi-
tively high costs compared with the
underground economy. Existing de-
mand-subsidy schemes have met with
varied responses, but have on the whole
succeeded in generating employment.
The financial case for demand subsidies
is that the cost of unemployment to the
state is in almost all Member States
higher than the cost of the subsidy
required to make cleaning services
financially viable for individuals.

In his address to the conference, Padraig
Flynn, the Commissioner responsible for
employment and social affairs, wel-
comed the realism of the joint memor-
andum, which he believed translates the
December 1994 Essen recommendations

and the ``Confidence pact for employ-
ment'' into reality. He stated that the
conference and the launch of the
national round tables show the way for
the Jobs Summit, insofar as it proves the
very real possibility of moving from
empty declarations to real actions. The
Commissioner was particularly keen to
support the initiative, because the
cleaning industry is a ``sure bet'' for
employment creation, and can also help
in the labour market integration of long-
term unemployed people. The Commis-
sioner supported the partners' call for
public assistance to help generate de-
mand and support training.

Commissioner Flynn argued that the
memorandum fits very neatly with the
priorities of the Commission's new
Proposal for guidelines for Member
States' employment policies 1998. New
jobs are primarily being created in small
and medium-sized firms, particularly in
services - a goal seen as being at the
heart of the joint memorandum. To
achieve greater employability, the part-
ners can legitimately look towards na-
tional and local authorities and training
bodies for support, particularly where
this helps to integrate the unemployed
into the labour market. The cleaning
social partners have shown their will-
ingness to negotiate at national level on
modernising workplace relations - an
aim supported by the Green Paper on
work organisation. Commissioner Flynn
saw the achievement of equal opportu-
nities as inextricably linked with the
provision of quality cleaning services,
because their availability opens greater
avenues into the labour market.

Finally, Mr Flynn pointed to the impor-
tance of the memorandum and confer-
ence in the light of the current review of
the social dialogue: the memorandum
shows that industrial relations can be
European in scope, while at the same
time leaving room for national charac-
teristics.

Commentary

The joint memorandum on new sources
of employment in cleaning was the first
of its kind and, with the organisation of
the recent conference, has shown that
such European-level joint texts can go
beyond pure declarations of intent and
fruitfully engage national and European
social partner organisations, the Eur-
opean Commission and national gov-
ernments in the attempt to contribute
towards the goal of employment crea-
tion. The results of the national round
tables will be eagerly awaited, as they
will test the transferability of recom-
mendations framed at the European
sectoral level into national reality.
(Tina Weber, ECOTEC Research & Con-
sulting Ltd)

EU9710153F

17 October 1997

Sectoral dialogue contributes to the

European employment strategy

EU

2



Prospects for a new social pact on
employment, requested by the
Government, have been damaged
by a row over the funding for
employment measures and social
security in the 1998 state Budget.

Traditionally, the Belgian social partners
agree every two years on a national
intersectoral agreement, but they did not
manage to do so at the beginning of
1997. They therefore left the Govern-
ment to impose its own measures to
reduce unemployment and to fix the pay
bargaining framework for sectoral
agreements itself (EIRObserver 3 p.4 ).
Belgium, as a result, has no ``employ-
ment plan'' approved by the social
partners at national level. This situation
appears to have weakened the position
of Belgian Government with respect to
its EU partners in the run-up to the
Employment Summit to be held in
Luxembourg on 20-21 November.

New national pact proposed

To address this situation, Prime Minister
Jean-Luc Dehaene relaunched in June
1997 the idea of a national agreement
with four priorities: the reduction of
employers' social security contributions;
the redistribution of work on an indivi-
dual and collective basis; special mea-
sures for targeted groups (such as young
people and older unemployed people);
and the development of community
services through the ``active'' use of
unemployment benefits. The Prime
Minister's aim was to get the social
partners to meet again and restart their
abortive talks.

The lack of a national agreement has
had significant consequences: sectoral
collective agreements negotiated be-
tween January and June 1997 have had
only a very slight effect on employment.
They mainly included measures on early
retirement, career breaks and part-time
work as their contribution to job creation
and work redistribution.

On the other hand, the lack of a national
agreement has given new strength to
the existing trend in Belgium towards
regional employment agreements, which
are intended to divide the social security
budget between Flanders and Wallonia.
At the beginning of July 1997, 16 well-
known Flemish figures from the eco-
nomic, social and political spheres con-
cluded the ``Treaty of Leuven'', a pact
designed to halve unemployment in
Flanders by 2003. In Wallonia, such a
prospect arouses less interest, as the
Walloon social partners meeting in the

joint Economic and Social Council of the
Walloon Region prefer to keep the
debate at the level of national institu-
tions.

Social partners' response

The Prime Minister's initiative for a new
agreement did not arouse any great
enthusiasm amongst the interested par-
ties.

In September, Michel Nollet, president of
the FGTB/ABVV trade union confedera-
tion called for caution: an agreement
stressing the need to reduce employers'
social security contributions without any
guarantee of alternative financing to
preserve social security and without any
firm commitment to job creation would,
he maintained, create a negative social
climate.

It was the Government's responsibility,
Mr Nollet said, to find alternative finan-
cing for social security. However, the
FGTB/ABVV does not want households
to have to subsidise a reduction in
employers' contributions. Employers are
also reluctant, as they do not want to be
forced to guarantee the preservation or
creation of jobs in exchange for the
reduction, and they refuse to consider
new taxes as a means of balancing the
social security accounts.

Nevertheless, on 1 October the social
partners addressed a joint declaration to
the Prime Minister. They agreed with the
points that he had proposed, but insisted
that the success of this project depended
on the Government itself and on the
resources earmarked in its budget for aid
towards employment and rebalancing
the social security accounts. The social
partners also wanted programmes to
reduce unemployment to form the
subject of new agreements between
themselves, rather than having them
imposed by the Government.

The joint declaration included several
innovations that had not been aired in
the previous discussions:
. for the first time, the employers'
representatives acknowledged that
reducing social security contributions on
pay implied alternative means of
financing the system, which meant in
turn that they supported reinforcing
public funding; and

. for their part, the unions agreed to
accept the reduction as long as
households or people on benefits would
not have to bear the cost. It was up to
the Government to find the resources to
make up for the lack of revenue, but
without making the public pay directly.

The problem, according to some com-
mentators, is that the Government is
hindered by divisions amongst the par-
ties within the coalition and is thus
unable, at the time of the budgetary
debate in Parliament, to respond to the
demands of the social partners.

Has the social pact been buried?

When the Prime Minister delivered the
Government's budget declaration in
early October, the social partners were
disappointed. The BEF 5-6 billion (ECU
120-150 million) proposed to help the
social partners to carry out their propo-
sals to reallocate work is barely enough
to safeguard existing measures, or to
prolong them. The Government made
no proposals on ways to make up the
losses in social security revenue, but
simply referred the issue back to the
social partners.

Reflecting the position of both the main
union confederations - CSC/ACV and
FGTB/ABVV - the president of the latter
declared to the press that ``it would be
particularly difficult to carry out the
ambitions of the joint declaration in
support of employment: it was too easy
for the Government to ask the social
partners to do the job for them.''

For the FEB/VBO employers' organisa-
tion, the future of any pact was
compromised. Tony Vandeputte, its
managing director, was quoted in the
press as stating that FEB/VBO could not
force its sectoral affiliates to enter into
new commitments for jobs ``if they knew
that the reduction of social contributions
that they were counting on had been
postponed''.

Commentary

Even though the proposals made in the
Government budget declaration have
compromised the signing of a social pact
at national level, that failure could still
help to relaunch negotiations at regional
level and thereby enhance the role of the
regions in this respect. However, the
Government itself might undertake new
initiatives, in particular in a field that it
has been keen on in the past: the
``activation'' of unemployment benefits
and the use of ``odd jobs'' as alternatives
to unemployment. (Philippe Dryon and
Estelle Krzeslo, Point d'Appui Travail
Emploi Formation - ULB)

BE9710117F

10 October 1997
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In late September 1997, the
Finnish social partners, led by the
Prime Minister, started preparatory
talks over the upcoming incomes
policy negotiations. Trade unions
are stressing qualitative goals, but
employers do not look with favour
on these themes.

The preliminary talks over a new incomes
policy agreement have so far focused
mainly on trade unions' ``qualitative''
objectives, rather than pay. The discus-
sions have already identified several
obstacles which may make a quick
resolution difficult.

Outsourcing

The negotiations have to date centred
largely on problems concerning ``out-
sourcing''. The Central Organisation of
Finnish Trade Unions (SAK) wants clear
rules on subcontracting - especially in
the light of the recent dispute over the
use of outside labour in the paper sector
(EIRObserver 4 p.11).

SAK wants to confirm the principle in
subcontracting that the collective
agreement to be obeyed is that con-
cluded in the user company's industry
(eg, subcontractors carrying out main-
tenance should be covered by the
collective agreement of the factory
where their employees operate). The
pressure for this approach comes espe-
cially from the Paperworkers' Union, in
whose sector this is a particular problem.
SAK has proposed a number of specific
regulations on the circumstances in
which outside labour may be used, and
the conditions that should apply.

The employers are unwilling to negotiate
outsourcing at all. The Confederation of
Finnish Industry and Employers (TT) sees
this mainly as a problem specific to the
Paperworkers' Union. TT refers to the
``basic agreement'' between SAK and
TT, according to which subcontractors
must apply their own industry's collective
agreement.

Working time

Another central theme has been the
reduction of working hours, with SAK in
favour of following the leading EU
countries. To improve the employment
situation, it believes that sectoral agree-
ments on working time are needed and
that the experimental ``job-alternation''
sabbatical leave scheme should be made
permanent. The compensation for those
taking this leave should be raised from
the present 60% to 75% of the level of
earnings-related unemployment benefit.

SAK wants company agreements allow-
ing older employees to switch to part-
time work and be replaced by unem-
ployed people. The age limit for receiv-
ing a part-time pension should be
lowered to 55 from 58, and everyone
over 55 should have the right to shorten
their working hours.

The Finnish Confederation of Salaried
Employees (STTK) has proposed that:
. working hours ``banks'' should be
created, enabling employees to save
some of their annual leave and other
time off, to be used for longer periods of
leave;

. the job-alternation scheme should
become permanent, and compensation
increased to 80% of earnings-related
unemployment benefit; and

. people over 55 should have the right to
work part time and receive a part-time
pension.

The Confederation of Unions for Aca-
demic Professionals in Finland (AKAVA)
has also stated its views in this area:

. issues concerning the ability to work
and the maintenance of working
capacity are crucial, since the working
week of AKAVA members is significantly
longer than that of other groups. It
demands a programme, developing both
job alternation and working time
``banks''; and

. it opposes any ``dogmatic'' reduction in
working hours, and any reduction must
be implemented by using several
methods. The job-alternation scheme
should be made permanent, the
maximum cash limit for compensation
removed, and the level of compensation
raised to 75% of benefit.

The employers are against any ``me-
chanical'' cut in working time. TT's view
is that annual and life-time working time
are already very short in Finland, and
working time should be thus used as
effectively as possible. General reduc-
tions in hours are thus not possible.
According to TT, the labour market is
being distorted by subsidies to help
reduce working hours in the municipal
sector and by the ``part-time pay sup-
plement'' scheme, whereby working
hours can be cut by 40%-60% and, if an
unemployed person is recruited to work
the hours vacated, those involved receive
a pay supplement of up to FIM 4,300
(ECU 730) per month.

Wage issues

More than previously, agreements on
the final pay rises in the forthcoming

bargaining round will be concluded at
sectoral and local level. Unions are
seeking a moderate wage increase,
combined with tax cuts - a solution
which supports a low inflation rate. SAK
will accept a flat-rate cash wage increase
and is hoping for solidarity from the
other union confederations. AKAVA is
instead insisting on a percentage in-
crease, and is prepared to widen pay
differentials, which have been narrowing
over the 1990s.

TT has stated that only wage issues
should be discussed in the forthcoming
talks. It hopes that the ``real'' negotia-
tions will begin with arguments over the
benefits of the outgoing incomes policy
agreement for wage earners and society
in general. TT is keen to develop local
bargaining, especially on pay issues

Prime Minister Paavo Lipponen has
pushed the social partners to reach an
solution before the end of 1997, stating
that only the necessary issues should be
on the agenda. Mr Lipponen wants to
ensure that there is enough time for the
parliamentary proceedings on the taxa-
tion part of the 1998 state Budget.

Commentary

The main reason why Finland is seeking a
centralised incomes policy solution is
probably EU Economic and Monetary
Union (EMU) The Government aims to
achieve a wage trend which ensures low
inflation, and it is calling for consensus in
the name of the national interest, so as
not to put joining EMU at risk. However,
we know from experience that a com-
prehensive incomes policy agreement
alone cannot guarantee moderation.

The present 1995-7 incomes policy
agreement has brought wage earners a
good increase in real wages, and this will
be used as an argument to persuade the
main unions to take part into the next
centralised settlement. However, the
conflicts between the social partners
seem to be rather severe and it will thus
be difficult to bring about a solution.

At this point the positions of the unions
still include many qualitative objectives
which seem problematic for the em-
ployers. The real negotiations start after
the wage development statistics are
completed in November, when the
unions' wage objectives are put on the
table. It remains to be seen for how long
objectives other than those related to
pay will be discussed in the negotiations,
because if the talks drag on, the
moderation of the solution is under
threat. (Juha Hietanen, Ministry of
Labour)

FI9710132F

17 October 1997
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At a tripartite conference in
October 1997, the Government
announced legislation to
implement a 35-hour working
week from the year 2000,
provoking a storm of controversy
among employers.

A historic ``national conference on
employment, pay and working time'',
bringing together Government, trade
unions and employers' organisations,
was held on 10 October 1997. Prime
Minister Lionel Jospin had announced
the conference, dedicated to the major
issues directly or indirectly concerning
employment, after his election in June
1997 (EIRObserver 3 p.6), and the sum-
mer saw extensive preparations and con-
sultations with employers and unions.

Mr Jospin announced a number of major
initiatives at the conference, including
the following:
. new financial assistance - subject to
social partner agreement - to allow some
older workers to retire early, if new jobs
are created in exchange;

. a reform of social security funding to
prevent charges on employers from
having a negative effect on
employment;

. measures to help increase employment
in small and medium-sized firms;

. the promotion of sectoral collective
agreements with quantified aims to
create jobs for young people and
improve their job security and training;

. a request to employers and unions to
restart sectoral negotiations on
upgrading the lower pay rates set by
bargaining, to produce ``precise results''
by 1998; and

. a review of the level of the ``special
solidarity benefit'' paid to unemployed
people reaching the end of their benefit
entitlement.

However, it was without doubt the
Government's working time proposals
(presaged in a joint Franco-Italian de-
claration on 3 October - see p.7) which
received most attention.

The 35-hour week

At the end of 1997, the Government will
put a ``guidelines and incentives'' bill
before Parliament, to be debated in early
1998. As a result, new legislation should
reduce the legal working week from 39
hours to 35 hours from 1 January 2000
for all companies with 10 or more
employees, and from 2002 for smaller

companies It will be up to the social
partners to negotiate, at company or
sectoral level, the way the reduction in
the working week should be introduced,
and to ``balance out the respective
interests''. To ease negotiations, the
Government will offer assistance - of
FRF 9,000 (ECU 1,400) per employee in
1998 - to companies which negotiate a
10% reduction in working time and
increase their workforce by at least 6%.
This assistance could be as high as FRF
13,000 (ECU 2,000) for companies
making a greater effort to create jobs,
primarily by pushing towards the goal of
a 32-hour week. A special measure will
cover companies which avoid redun-
dancies by reducing working time.

The Government and the social partners
will meet in the second half of 1999 to
evaluate the results of the negotiations
and the economic situation. Based on
this, the Prime Minister will present a
further bill, setting out the concrete
ways in which the new statutory work-
ing week is to be introduced and
stipulating the date of its introduction. In
particular, this bill will define a ``struc-
tural assistance scheme'' to prolong the
incentive measures after the new work-
ing week has come into effect. Mr Jospin
stressed that the reduction in working
time should not lead to cuts in pay or a
blow to competitiveness. He added that:
``the success of the reduction in the
working time depends on controlled
increases in pay.''

Social partners' reactions

The trade unions were very satisfied with
the Prime Minister's announcements. In
the words of Marc Blondel, secretary
general of the CGT-FO confederation:
``it is undoubtedly the first time that
unions have all been satisfied at the
same time. It is perhaps a good sign for
the future.'' After the conference,
statements made by a number of union
leaders all seemed to adopt the same
line, even if the unions are not all agreed
on the ways in which the 35-hour week
is to be introduced.

As soon as the conference ended,
employers' organisations protested ve-
hemently. CGPME, representing small
and medium-sized employers, declared
that a 35-hour week with no cuts in pay
would ``lead to an increase in unem-
ployment''. According to Jean Gandois,
the president of CNPF, the largest
employers' association: ``We have lost a
battle because ideology triumphed over
reason despite all our warnings.'' Within
CNPF there were stronger attacks, with

suggestions of a withdrawal from joint
employer-union organisations, or even
of a total halt to all national negotia-
tions.

Mr Gandois subsequently decided to
resign as of 16 December, when a
successor will be elected by CNPF's
general assembly. He declared that
employers had ``no other option than a
very hard and pitiless struggle [against
the 35-hour week]. All social dialogue
will be halted (...) We are going to have
to fight much harder. Others are much
more qualified to lead this battle than I
am.''

By December, CNPF plans to draw up
``an alternative programme to beat
unemployment in France by other means
than the authoritarian and general
reduction of working time'', and will
convene a general employers' confer-
ence.

Commentary

Will collective bargaining be halted as
result of CNPF's attitude? Jean Gandois'
announcement of ``putting a halt to all
social dialogue'' would lead us to think
so. Internal conflicts aside, we would
certainly have to go back decades to find
such an intransigent attitude from the
main French employers' association.

The Government's plan is, perhaps
temporarily, cut off from one of the
tactics on which it counted the most -
that of finding solutions through nego-
tiations to the problem of minimum pay
levels and the possibility of extending the
scheme promoting early retirement to
create new jobs. Above all, if the
employers continue to be intransigent,
then the aim of a negotiated move to
the 35-hour week, adapted to different
situations, is likely to be blocked at
sector level, where resistance to the new
working week seems to be greatest.

Dialogue could certainly take place
within companies and agreement could
be reached based on the principles laid
down by the Prime Minister. However, it
is clear that there has been a blow to the
structure of industrial relations in France
as it has grown up over the past few
years - a complicated ``game'' in which
the law and bargaining play an equal, if
not always satisfactory, role. The em-
ployers are now dissenting. Is their
position tenable in the long term or will
it in turn be seen as ideologically
motivated because employers are faced
with a Government that does not suit
them? (Alexandre Bilous, IRES)

FR9710169F

22 October 1997
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In September 1997, the social
partners in the NordwuÈ rttemberg-
Nordbaden metalworking industry
reached an agreement on the
contentious topic of partial
retirement, which is expected to
become the pilot agreement for
the whole of metalworking and
for other industries.

In order to reduce unemployment and
create jobs for younger jobseekers,
several legal regulations have been
introduced in Germany in recent years to
enable employees to retire early, and to
promote the gradual transition of older
employees to retirement. A new Partial
Retirement Law (Altersteilzeitgesetz)
came into effect on 1 August 1996,
under which the Federal Employment
Service financially supports the gradual
transition of employees aged 55 and
over to retirement. This applies if: the
employee voluntarily reduces his or her
working time to 50% of normal hours
over the period up until retirement; and
the resulting vacancy is filled by the
recruitment of an unemployed person or
a trainee.

The distribution of the remaining work-
ing time over the years until retirement is
up to the parties to the employment
contract. If the employer increases the
remuneration of employees in the
scheme to 70% of their former full-time
remuneration, and pays pension contri-
butions on the basis of 90% of former
full-time remuneration, the additional
expenses are borne by the Federal
Employment Service. The implementa-
tion of the new provisions requires either
a collective agreement, a works agree-
ment or an individual contract between
employer and employee.

The negotiations

Given the requirements of the new law,
the IG Metall metalworkers' union and
the Gesamtmetall sectoral employers'
association started negotiations on a
collective agreement on partial retire-
ment in October 1996. IG Metall de-
manded a single binding sectoral
agreement which would include a right
for workers aged 55 years and older to
switch to part-time work and be re-
munerated at 85% of former full-time
levels, with pensions calculated on the
basis of 100% of former full-time
remuneration. The expenses exceeding
the legal provisions should be borne by
the employers. The unions' demands
were rejected by Gesamtmetall, which
wanted to give companies the option to
introduce partial retirement schemes on
their own terms voluntarily, depending

on their financial situation. Furthermore,
Gesamtmetall demanded ``opening
clauses'' allowing for company-level
deviations from the industry-level
agreement.

In April 1997, national talks between IG
Metall and Gesamtmetall failed. Subse-
quent regional negotiations in Nord-
wuÈ rttemberg-Nordbaden between the
regional section of IG Metall and the
regional metalworking employers' asso-
ciation, VMI, failed in July. In August, IG
Metall declared its determination to push
through the introduction of partial
retirement schemes in western Germany
and threatened to mobilise and call a
strike ballot. The talks between IG Metall
and the employers ended on 12 Sep-
tember, with the latter insisting they
could agree to a partial retirement
agreement only if the terms were not
imposed on employers.

On 15 September, the IG Metall regional
section announced that negotiations in
NordwuÈ rttemberg-Nordbaden with the
employers had failed and broke off talks.
It threatened to call a strike ballot if the
employers would not move from their
position. In the following week, several
thousand workers went on strike and
joined demonstrations. The joint dispute
resolution process for NordwuÈ rttemberg-
Nordbaden then started on 25 Septem-
ber. During the whole bargaining and
resolution procedure, VMI closely coor-
dinated its actions with Gesamtmetall.

The agreement

On 28 September 1997, the joint dispute
resolution board arrived at a compromise
proposal:
. introduction of partial retirement by
voluntary works agreement. All
employees in the scheme will receive
82% of previous net full-time wages
until the age of 65. Pension contribu-
tions will be paid at a rate of 95% of
previous gross full-time wages. Annual
pay bonuses will be reduced to 50% in
the period when the employee is work-
ing and to zero in the retirement period;

. voluntary opening clauses may be
concluded if the introduction of the
scheme would cause job losses, or if the
resulting alternative regulation of partial
retirement includes equivalent material
provisions; and

. if management and works council
cannot conclude a works agreement,
employees aged 61 and older have an
automatic right to switch to part-time
work. An employee choosing this option
has to sacrifice 2.5 gross full-time

monthly salary payments. Otherwise he
or she is eligible for legal entitlements
only.

The deal will be integrated into the
industry's framework agreement on
employment conditions and take effect
from 1 November 1997. The planned
agreement affects 550,000 workers but
is expected to serve as pilot agreement
for the other metalworking regions, as
well as other German sectors.

Walter Riester, IG Metall deputy chair,
said that by this deal the union had done
more to support job creation than the
Government over its entire period of
office. Werner Stumpfe, president of
Gesamtmetall, recommended that other
bargaining districts should adopt the
agreement. The agreement was also
welcomed by the central employers'
association, BDA, and the DGB trade
union confederation. The Federal Minis-
ter of Labour, Norbert BluÈ m, welcomed
the agreement as showing that the
bargaining partners were ``still able to
resolve even very contentious questions
with good judgment''.

Since the compromise was struck, it has
been announced that it will be applied in
the bargaining districts of SuÈ dwuÈ rttem-
berg/Hohenzollern, SuÈ dbaden and
Northrhine-Westphalia. On 8 October, a
works agreement on partial retirement
was signed at Siemens AG, largely
following the provisions of the compro-
mise proposal.

Commentary

The proposal from the joint resolution
committee represents a compromise
between the original positions adopted
by the bargaining parties. It ended nearly
one year of sluggish and tough nego-
tiations and avoided the catastrophe of
strikes which, on the union side, would
have been rather difficult to organise
since only a minority of metalworking
employees are affected and, on the
employers' side, could have driven small
and medium-sized companies to quit the
employers' association.

However, the impact of the agreement
exceeds sectoral boundaries. It addresses
the important question of who decides
on the conditions of employment in
German industrial relations. By this
agreement, the sectoral organisations
transfer further regulatory power to the
company level, where management and
works councils decide on the terms and
conditions of the employment relation-
ship. Thus the agreement represents a
further step in the decentralisation of
German collective bargaining. (Stefan
Zagelmeyer, IW)

DE9710133F

17 October 1997

GERMANY

Pilot agreement on partial retirement in
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The Italian Government has given
a commitment to reducing the
working week to 35 hours from
the year 2001, but the social
partners have responded
negatively.

In October 1997, the Government of
Prime Minister Romano Prodi reached an
agreement with the far-left Rifondazione
Comunista party, ending a government
crisis and allowing for the approval of
the 1998 Budget as negotiated with the
social partners. Part of the deal with
Rifondazione Comunista was a govern-
ment commitment to presenting a
framework law by January 1998, which
will provide - through consultation
procedures with the social partners - for
the reduction of the working week to 35
hours, from 1 January 2001. This will
apply to all companies with more than
15 employees and and across all sectors.

Although the immediate cause of the
move towards a 35-hour week was the
need to resolve the Government's pro-
blems and reach a compromise with
Rifondazione Comunista, the initiative is
consistent with other decisions made by
the executive in recent months. In its
enactment of the undertakings con-
tained in the tripartite Pact for Employ-
ment signed with the social partners in
September 1996, the Government has
opted for policies to reduce and flex-
ibilise working hours. Furthermore, the
35-hour week commitment reflects a
joint document on employment and
working hours agreed on 3 October by
the Italian and French Governments at
the summit in ChambeÂ ry.

The ChambeÂ ry document outlines a
common strategy between both Gov-
ernments, and in particular defines
guidelines to reduce working hours. The
reduction of working hours ``will have to
be agreed upon by the social partners, in
order for it to be effectively useful in
creating new jobs. The cost of this will
have to be met by the economic support
of both companies as well as workers
and with financial aid from the State''.
The French Government has itself issued
proposals for introducing a 35-hour
week from 2000 (see p.5).

Social partners' opposition

The government initiative to reduce
working hours by legislation was not
well received by the social partners, and
both the Confindustria employers' con-
federation and the three main trade
union confederations - Cgil, Cisl and Uil -
have announced their opposition and
taken a hard line against the decision.

Confindustria threatened to block ne-
gotiations, in particular for the industry-

wide agreements that are under discus-
sion at the moment, the most important
of which is for the chemicals sector.

Cgil, Cisl and Uil have protested over the
fact that the government decision de-
tracts from the role of social dialogue,

and insisted that negotiations over any
reductions in working hours should be
carried out directly between unions and

employers and without legislative inter-
ventions.

Following an announcement by Presi-
dent Romano Prodi, which confirmed
that the drawing up of a law to reduce
working hours will be subject to tripar-
tite negotiations, the Confindustria
board of directors decided on 16 Octo-
ber 1997 to suspend the blockade on
negotiations and to await the results of a
meeting with the trade unions and the
Government to be held on 28 October.
The unions have agreed on the necessity
to start new talks with Confindustria and
the Government over the reduction of
working hours.

IT9710133N,IT9710215F

24 October 1997

Government pledges 35-hour week

ITALY

Equal opportunities are
also an issue

An issue central to the debate on the reduction in working hours in Italy, France
and elsewhere is the effect on levels of employment. However, this is not the only
aspect of the problem, since increasingly large numbers of workers, both male
and female, are pressing for reductions in their working hours - or at any rate
their adjustment - so that they can devote themselves to caring tasks. This
tendency emerges very clearly from a recent report compiled by the Italian
Ministry of Labour's Equal Opportunities Committee, which reviews agreements
on working hours signed in Italian firms over the last five years. The study, Let's
redesign time, analyses company-level bargaining over the past five years, and
shows a substantial increase in bargaining on working hours, as well as a
continuing endeavour to reconcile working hours with the socio-familial
commitments of both female and male workers. Indeed, although the ``technical-
productive requirements of firms'' continue to be the paramount reason for
altering working hours, the ``needs of groups of male/female workers'' are cited
with increasing frequency. The issues covered by these working time agreements
include:

. flexible working time models, including new forms of part-time work, which
match the diversified needs of the workforce as well as the requirements of
production/service delivery;

. the possibility of self-managing ``overtime restitution'', whereby workers,
instead of receiving the full payment for overtime working, are entitled to take an
equivalent amount of time off and, in some cases, save the time in an ``hours
bank''; and

. ``leave for family and social reasons'', such as parental leave to look after
children, or leave and lighter working hours for those caring for ill or disabled
family members.

Commentary

The rules and practices that have promoted equal opportunities for men and
women in recent years now also involve working hours. The novelty and breadth
of company-level bargaining on these matters signal a major ongoing change in
the workplace, where women and men are increasingly able to reconcile their
work with family commitments. The growing legitimation of these needs, and
concrete experience of the negotiated solution to them, are entirely new features
which stand in marked contrast to the tone assumed by the debate on the 35-
hour week. The concrete experience of bargaining has pointed out an important
road to follow.

The enormous variety of measures to reduce and flexibilise working hours
introduced by company-level bargaining and their prevalent orientation towards
reconciling working time with socio-familial commitments (more, indeed, than
employment) suggest that: a possibly useful way to realise the occupational and
social potential of reduced working hours is company-level negotiation; and,
besides the technical and productive requirements of the company, the social
needs of male and female workers are also becoming increasingly relevant.
(Anna M Ponzellini, Fondazione Regionale Pietro Seveso)
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A public committee recommended
in October 1997 that all
Norwegian employees should have
a right to leave of absence for
educational and training purposes,
and that employees with under 10
years of education should have a
statutory right to upper secondary
education. Financing the reform is
likely to be a major issue in the
next collective bargaining round.

The question of further education and
training has been on both the national
political agenda and the agenda of the
labour market parties during the past
two years. One of the demands of the
LO trade union confederation in the talks
for the 1996-8 wage settlement was the
introduction of an arrangement to en-
sure further education and training. The
parties agreed that the question would
be more closely examined during the
period of the agreement, and it is
expected that it will be part of the
bargaining agenda at the next round of
negotiations. During autumn 1996, the
Government appointed a committee to
look into further education and training
and adult education. A broad group of
interests were represented on the com-
mittee, including employee and em-
ployer organisations. The committee's
recommendations were presented on 1
October 1997 and are now being
circulated for comment by interested
parties.

The training committee's
recommendations

The committee's report has looked into a
wide range of questions related to
further education and training, and most
of the recommendations presented
gained unanimous support. The main
recommendations are as follows.

. Right to leave of absence for

educational purposes. All employees
should have a statutory right to leave of
absence for educational and training
purposes. The committee discussed
whether the employer should have the
right to decide what type of training or
education the employees could take, but
found such a right impractical. It has,
however, pointed out that leave of
absence for educational purposes may
have adverse effects for the employer,
and that limits should be defined so that
employers can plan ahead. It is left to the
labour market parties to propose
guidelines on how the right to leave of
absence should be put into practice. The
proposal does not include a right to pay
during the leave of absence and the

question of how it can be made
financially possible for employees to
exercise their right has been left to the
labour market parties themselves. One
possible solution is to use wage
settlements to set aside funds.

. Statutory right to further education.
Adult employees should be given the
opportunity to achieve an education
within the present educational system.
All young people in the 16 to 19 age-
group have a right to three years of
further education, and adults with fewer
than 10 years of education should now
be given the same right. This right
should apply for a period of 10 years.

. The documentation of qualifications.
It is important to build up, in cooperation
with the labour market parties, a system
which documents employees' actual
qualifications. The system should include
information about job tasks, on-the-job
training, external courses and further
education and training, and should be
linked to the state school system, so that
adults without the required formal
qualifications may have access to schools
and colleges of further education.

. Educational materials. Financial
resources should be allocated to the
development of educational
programmes and teaching material
which is adapted to the needs of
enterprises and employees.

The committee estimates that its propo-
sals will cost the state between NOK
1,200 million (ECU 150 million) and NOK
1,800 million (ECU 220 million) a year.

Positive response

Both LO and the NHO employers'
organisation have stated that they are
satisfied with the committee's recom-
mendations. LO is particularly pleased
with the fact that all adults should have
a right to further education, and believes
that a system to document actual
qualifications is a step in the right
direction. However, LO emphasises that
it is important that employees who want
to proceed to higher education should
also be given the financial means to do
so.

NHO is also mainly positive about the
recommendation, which it sees as a
reasonable compromise, considering the
different interests. NHO emphasises that
the committee has brought to the fore
the need to improve the link between
supply and demand of education and
training, and is pleased with the propo-
sal to relax the admission rules for adults
to the educational system.

The Confederation of Vocational Unions
(YS) supports the recommendations, but
is disappointed that the committee did
not go further on the question of
financial means, and has suggested that
a ``time account'' system should be
established, whereby employees can
accrue a right to paid further education
and training. The Confederation of
Academic and Professional Unions (AF)
emphasises that all employees should
benefit from the reform, including those
who have already undergone further
training or who hold a degree, but who
nevertheless need to replenish their
knowledge.

Commentary

The proposed reforms should be seen as
moderate, and they are to be introduced
gradually. Significant parts of the reform
are also left to the parties themselves to
define and implement, and the question
of financing the reform will thus be on
the agenda during the next round of
wage bargaining. Further education and
training will therefore be coupled with
wage growth, the choice between other
``welfare goods'' and the state's incomes
policy. This has meant that several
employee organisations are disappointed
that the committee has not gone further
in committing the employers to finance
the reform.

Increased attention is being given to
meet qualification needs in the econo-
my. In several cases, the committee's
recommendations mean that training
and education will be placed outside the
formal educational system, and they are
based on the presumption that the
public educational system will have to be
modified to meet the needs of the
business community. The labour market
parties will have significant influence on
how the documentation system, courses
and teaching material are designed. A
substantial amount of the state funds
will go to measures that presuppose
participation from the labour market
parties. Increased weight will be placed
on actual qualifications, and when these
qualifications are documented it will be
possible to deviate from the formal entry
requirements of the institutions of higher
education. (Kristine Nergaard, FAFO
Institute for Applied Social Science)

NO9710127F

17 October 1997

Committee recommends right to time off

for training

NORWAY
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For some time, trade unions have
been protesting about
employment insecurity and lack of
safety in the construction industry,
which has Spain's highest rate of
industrial accidents. The dispute
has intensified recently, and strikes
were called in October 1997.

Spain has the highest rate of industrial
accidents in Europe, but the situation is
particularly serious in the construction
sector, as the table below indicates.
Construction has traditionally suffered a
very high number of industrial accidents,
especially serious and fatal accidents. Of
every 1,000 construction workers, over
100 suffer an accident each year, and
the accident rate in construction is not
only the highest, but is also increasing in
comparison with other sectors. The
proportion of serious and fatal accidents
is also higher in construction (and
agriculture) than in other sectors.

Insecure employment and
industrial accidents

Trade unions have for some time been
claiming that the high rate of industrial
accidents in construction is closely re-
lated to working conditions in the sector.

Outsourcing and subcontracting are far
more widespread in construction than in
other sectors, with the objective of
reducing labour costs and fixed infra-
structural costs. Large construction
companies have thus tended to become
service companies that subcontract the
successive stages of their work. Small
companies and self-employed workers
are those who finally carry out the
building work.

This management model has led to a
sharp increase in precarious employ-
ment. Temporary employment has al-
ways been high in the sector due to the
cyclical nature of the activity and its
geographical dispersion. On top of this,
construction has traditionally been a
``transitional'' sector with a high demand
for unskilled workers, and in the past it
helped labour to move from agriculture
to industry. However, there has been an
extraordinary increase in labour turnover
and temporary employment over the
past few years, due to outsourcing and
subcontracting: 54% of construction
workers in 1996 had been working in
the sector for less than a year and 47%
had a temporary contract (according to
the EPA labour force survey). This lack of
experience - and qualifications - is not
conducive to safety at work.

In such a fragmented production struc-
ture with such a high level of temporary
employment, there is very little legal and
trade union protection. According to
observers, competition in the sector
makes it necessary to work against the
clock and to pay little attention to safety
at work. Staged subcontracting dilutes
the employers' responsibilities in this
area: in some firms existing safety
regulations are not applied, whilst in
others they are observed only formally
because in practice the workers are
forced to ignore them in order to get the
work done on time. All this helps explain
why the accident rate is so high.

Action taken

Employers and trade unions adopted
several measures to deal with this
situation over recent years.

In 1992, the employers' association, the
National Federation of Construction, and
the UGT and CC.OO unions signed the
first general collective agreement in the
construction sector. This agreement
committed the signatories to create a
joint organisation to prevent industrial
hazards and to promote training in the
sector. The bipartite Labour Foundation
of the Construction Sector was set up to
pursue these aims, and is doing impor-
tant work in the area of health and
safety at work.

At present, a new general agreement for
construction is being negotiated and
health and safety at work is one of the
central topics. Negotiations are being
carried out along two lines: the promo-

tion of measures to secure a greater
degree of security in employment and
training; and the establishment of me-
chanisms to apply the Law on Prevention
of Industrial Hazards to the sector, which
will involve greater participation of the
workers in this area. However, the
process of negotiations is difficult, since
the complexity of the situation requires
measures to be taken across a great
variety of areas.

At the same time, the unions have been
demanding greater involvement of the

public administration to deal with the
problem. UGT and CC.OO have reached
an agreement with the regional admin-
istration of the Community of Madrid to
give priority in the awarding of public
contracts to companies that have stable
workforces and a commitment not to
subcontract. In Catalonia, CC.OO has
also begun negotiations with the ad-
ministration, after an intensive campaign
against precarious employment and its
effects on the accident rate in the sector.

A sharp increase in industrial accidents
recorded in August 1997 has focused
attention on the situation. UGT called a
construction sector strike in Catalonia on
20 October and for the rest of Spain on
22 October, to coincide with a rally on
health and safety at work and preven-
tion of industrial hazards that had
previously been called by all sectors. The
aim of the strike was to protest against
the situation in the sector and to
persuade both the social partners and
the administration to take measures in
the short term.

Commentary

Over the last few years, the relationship
between insecure employment and the
accident rate has become increasingly
clear. This explains why the industrial
accident rate is higher in Spain than in
other European countries, and why it is
higher in the construction sector. The
agreements reached in the construction
sector are a proof of this: not only the
unions, but also the employers and the
public administration are increasingly
inclined to adopt measures to counter
the risks.

Health and safety at work is becoming
one of the main areas of negotiation in
the sector as well as one of the main
sources of dispute, and this involves

facing up to the problem of precarious
employment. The solutions, however,
are not easy. It is necessary to take
action across a great variety of areas
which requires a degree of consensus
amongst the social partners and public
administration that is still far from having
been reached. (Maria Caprile, CIREM
Foundation)

ES9710126F

17 October 1997

SPAIN

Health and safety is key industrial relations

issue in construction

Industrial accidents involving absence from work
per thousand workers

Agriculture Industry Construction Services

1988 27 100 102 25

1996 37 86 105 31

Source: BoletõÂ n de EstadõÂ sticas Laborales and EPA (annual average).
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EU/NEWS

Social partners in textiles sign first
European Code of Conduct

The European Trade Union Committee:
Textiles, Clothing and Leather
(ETUC:TCL) and EURATEX, the European
employers' organisation for textiles and
clothing, signed the first ``European
Code of Conduct'' on 22 September
1997 in the presence of Allan Larsson,
director general of the the European
Commission's Directorate General V for
employment, industrial relations and
social affairs. The signing of the Code of
Conduct marks the successful outcome
of over a year of sometimes strenuous
negotiations as part of the sectoral social
dialogue at European level.

In a preamble, the Code underlines the
social partners' determination and com-
mitment to comply with and promote
basic human rights in the workplace - as
established by the International Labour
Organisation (ILO), as well as their desire
to work towards a highly productive and
internationally competitive industry
which respects equally the rights of
employers and employees.

In Article 1, the social partners call on
their members actively to encourage
enterprises and workers in the sector to
respect the following ILO Conventions:
. prohibition of forced labour
(Conventions 29 and 105) - this includes
slavery and forced labour carried out by
prisoners;

. freedom of association and

negotiation (Conventions 87 and 98) -
this includes the right of workers to
organise in trade unions and the right of
employers to organise, as well as free
and independent negotiation;

. prohibition of child labour
(Convention 138) - this applies to
children of 15 years or younger, or
younger than the school leaving age in
force in the countries covered; and

. the principle of non-discrimination in
employment (Convention 111) - this
lays down the principle that workers
should be employed on the basis of their
ability rather than their race, religious
convictions, individual characteristics,
political opinion or social background.

In Article 2, EURATEX and ETUC:TCL
commit themselves to distribute the
Code of Practice in the appropriate
languages and at the appropriate levels
by 31 December 1997. They also call
upon their members to include the Code
of Conduct in all sectoral or company-
level agreements.

Article 3 lays down an annual follow-up
process to monitor adherence to the
Code, within the framework of the
sectoral social dialogue. The first of these

annual reports is to be presented no later
than 10 July 1998.

Speaking at a press conference orga-
nised to launch the code of conduct,
representatives from ETUC:TCL and
EURATEX stressed the importance of
reaching agreement on the Code of
Conduct, because of the difficulties in
getting these issues on the agenda. They
underlined the importance of the Code
of Conduct for third countries, where
problems such as child labour are more
marked.

EU9709150N

26 September 1997

AUSTRIA/NEWS

Wage round off to a good start

The 1997 pay bargaining round in
industrial enterprises in the metalwork-
ing sector achieved an early success on 7
October 1997 when employers finally
agreed to the working time model
thrashed out last winter (EIRObserver 2
p.10). It now takes effect from 1
November 1997, six months later than
originally planned.

On 20 October, the bargaining teams
concluded the wage and salary negotia-
tions. Minimum wages will be raised by
2.7% and actual wages by 2.1%. This
compares with 2.6% and 2.0% respec-
tively last year, and applies to 162,000
waged and 92,000 salaried employees,
about 8.5% of total employment in
Austria.

A degree of flexibility was inserted into
the collective agreement by means of a
so-called ``option clause''. Until the end
of 1997, works agreements can be
concluded raising actual wages by only
1.9% but distributing a further 0.5% of
the total wage bill on grounds of
efficiency criteria, outside the usual
seniority considerations. The Metals
Mining and Energy Trade Union (GMBE)
means to target the additional 0.5%
primarily at workers with lower incomes,
especially younger workers. If a works
agreement is not concluded, the agreed
2.1% raise falls due from 1 November.
The Association of Metals Industrial
Enterprises sees the option clause as a
first step in decentralising actual wage
agreements to the plant level. It is
generally recognised that the step away
from the seniority principle was neces-
sary and may be complemented in future
bargaining rounds. There are some
doubts as to whether the option clause
will actually be implemented at company
level.

Elsewhere, minimum salaries in the
chemicals industry have been increased
by 2.6% and actual salaries by 2.1%, and
an option clause also applies. In the glass
industry minimum salaries were raised by

2.0% and actual salaries by 1.7%. Once
again there is an option clause, providing
for a 1.5% general rise plus 0.4% for
distribution at company level. No option
clauses were agreed: in the paper and
cardboard processing industry, where
minimum salaries are being raised by
2.35% and actual salaries by 1.8%; in
the stone and ceramics industry, where
rates are being raised by 2.35% and
1.6%, respectively; and in the food
industry where actual monthly salaries
below ATS 36,000 (ECU 2,590) are
being raised by 1.7%, those above this
figure by 1.6%, and minimum salaries by
1.8%-2.0%. These agreements cover
close to 45,000 employees. Wages in all
these industries, as well as wages and
salaries in trades and crafts establish-
ments in these sectors, will be nego-
tiated later.

AT9710138N

24 October 1997

DENMARK/NEWS

Dansk Metal favours more flexible

working time

In September 1997, the president of the
National Union of Metalworkers (Dansk
Metal), Max Bñhring outlined the un-
ion's views prior to the 1998 collective
bargaining round. Dansk Metal occupies
a prominent place in the CO-Industri
negotiating cartel, which, together with
the Confederation of Danish Industries
(DI), concludes collective agreements for
a large part of industry. This bargaining
unit often sets the norm for other sectors
during the bargaining round. Mr Bñhr-
ing is also president of CO-Industri and is
therefore the main trade union nego-
tiator within the industrial sector.

Dansk Metal is prepared to introduce a
greater degree of flexibility in working
time, as the bargaining level shifts from a
national industry-wide basis to company
level. Previous bargaining rounds in this
leading sector had already witnessed
more flexible working time arrange-
ments.

When Mr Bñhring put forward the idea
of more flexible working time arrange-
ments at the Dansk Metal congress in
1994, he was strongly criticised by many
delegates. In the 1995 industry collective
agreement, new rules on variable weekly
working time were introduced, and
these rules are now seen by Mr Bñhring
as an important innovation: ``We [Dansk
Metal] ensured that if a company wished
to alter working time arrangements it
had to do so by agreement rather than
imposing it unilaterally. The 1995 col-
lective agreement gave employees a new
right to negotiate and conclude agree-
ments on working time.'' As far as Dansk
Metal is concerned, this represents
considerable progress. Experience shows
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that many working time agreements
have been concluded in a number of
companies, both small and large. Hence
it refutes the view that the provisions
would merely allow smaller workplaces
to impose worsened conditions.

There is still one obstacle that has to be
overcome in the 1998 negotiations in
industry. The sector is lagging behind
others on occupational pension
schemes, which were begun elsewhere
in 1991. Dansk Metal has therefore
made it clear that the gap between this
sector and others must be closed before
any real bargaining can proceed. This
issue might yet prove to be a major
stumbling block to a peaceful conclusion
of the 1998 negotiations.

DK9709131N

26 September 1997

FRANCE/NEWS

Social partners react to 35-hour week

Since the 10 October 1997 tripartite
conference on employment pay and
working time (see p.5), employers, trade
unions and the Government have been
reflecting on the implementation of the
Prime Minister's decisions and on ways
to continue their dialogue.

The resignation of Jean Gandois as
president of the CNPF employers' con-
federation provoked varied reactions on
the part of unions, which fear a
toughening of the employers' stance
during the coming months, and above
all the ``breaking off of dialogue be-
tween employers and unions'' referred
to by the ``bosses' boss'' during the press
conference in which he explained his
reasons for leaving. The Government's
plans on reducing working time - an
``incentive'' law to be enacted in 1998,
the opening of talks between employers
and unions, an assessment of advances
made towards the 35-hour week in
1999, and the implementation of the
law relating to this in 2000 - hinges on
the progression of negotiations between
employers and unions. However, this
may well be compromised.

Louis Viannet, general secretary of the
CGT union confederation considers that
``the influence of CNPF hard-liners will
now be strengthened'', and calls for a
greater degree of ``workers' mobilisa-
tion''. Nicole Notat, the CFDT general
secretary ``would like to think that the
CNPF will be able to remain the nego-
tiating partner it ought to be'', while
Alain Deleu, director of CFTC, criticises
``a conception of industrial relations in
which power relations play an excessive
role''.

On the employers' side, varying attitudes
can be detected. Some, like Denis
Kessler, the deputy director of CNPF
responsible for economic affairs, ques-

tion the notion of joint representation -
``the successes and failures of joint
representation must be looked at care-
fully after 50 years' of operation, in the
light of the choices being made in other
countries'' - and claim that state inter-
ference makes such joint representation
meaningless. However, other employer
representatives, like Arnaud Leenhard,
the president of the UIMM metalworking
and mining federation, think that ``a lot
depends on what the bill contains''. Yet
none of the employers' leaders foresee
national sectoral negotiations on the 35-
hour week.

Martine Aubry, Minister for Employment
and Solidarity, indicated on 20 October
that the threshold workforce size of the
businesses to which the 35-hour week
would apply initially could be 20 or 25
employees, rather than the 10 employ-
ees announced the Prime Minister during
the 10 October conference. She thinks
the negotiations will involve companies
which ``have the time and scope neces-
sary for negotiation, in the conditions
most appropriate to their situation''.

FR9710174N

24 October 1997

GERMANY/NEWS

Environmental agreement signed at

Deutsche Telekom

On 21 August 1997, Deutsche Telekom
AG and the DPG posts and telecommu-
nication trade union concluded a collec-
tive agreement concerning the
environment - the first such agreement
for a large company in Germany. The
accord, whose duration is unlimited, will
come into force on 1 January 1998.

An essential part of the collective
agreement is the involvement of em-
ployees in all the company's environ-
mental protection measures. The parties
to the agreement also decided to make
environmental protection a more im-
portant element of vocational training.
Six environmental committees will be
formed at regional level with equal
numbers of members from both sides.
They will meet at regular intervals to
discuss initiatives aimed at improving
environmental protection within the
company. Individual employees will have
the right to complain to their superior if
they have reason to suspect the danger
of damage to the environment. Further-
more, Deutsche Telekom will appoint
one central and 24 regional full-time
environment commissioners who will
promote the company's environmental
programme. Their tasks will be to check
that environmental protection regula-
tions are being complied with, to provide
information on questions regarding en-
vironmental protection in the company,
and to elaborate proposals for new
environmental targets.

According to Heinz Klinkhammer, the
member of Deutsche Telekom's man-
agement board in charge of the per-
sonnel and legal affairs division, the
intention of Deutsche Telekom is further
to reinforce environmental awareness
among its employees. Veronika Altmeyer
and GuÈ nter Heidorn, both members of
DPG's central executive committee, said
that the agreement pointed the way
ahead.

DE9709132N

26 September 1997

GREECE/NEWS

Pay disagreements heighten tensions

The current tripartite social dialogue
process has made clear the strong
disagreement between, on one side, the
Government and the employer's asso-
ciations and, on the other, the trade
unions, regarding the scope for real
wage increases in the coming years.
With little agreement between the
parties, and with the start of negotia-
tions for the next National General
Collective Agreement (EGSSE) imminent,
the conditions for an escalation in
tensions are in place.

During the social dialogue process, the
Government and the employers claimed
that labour costs in Greece must be
decreased, in order to increase profit-
ability, investments and competitiveness.
However, the unions stated that the
1996 purchasing power of the average
wage was at the same level as 1983,
while unit labour costs in national
currency and constant prices did not
exceed 1976 levels. According to an
analysis by the GSEE union confedera-
tion, the real average wage in Greece
has been fluctuating during the last 15
years around the purchasing power
corresponding approximately to 1983
levels. Periods of increasing real wages
are followed by periods of decreasing
real wages, so that in the long term,
increases are counterbalanced by de-
creases. The long-term stability of aver-
age real wages, it is claimed, leaves all
the benefit from productivity increases to
businesses, which can decrease unit
labour costs and improve their profit-
ability. Moreover, average gross hourly
earnings in Greece are the lowest in the
EU, with the exception of Portugal.

Within the dialogue process, the ques-
tion of pay has been linked with
competitiveness, investment and unem-
ployment. The Government and the
employers consider the preservation of
the average real wage at its current level
as a prerequisite for: the continuing
increase of profitability in the private
sector and the consequent increase in
investment; the improvement of the
Greek economy's competitiveness; and
the further reduction of inflation. The
unions however, claim that:
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. profit increases over the past 10 years
have given companies a capability to
make investments which they do not
exploit adequately, and that investments
depend on changes in demand;

. the competitiveness of Greek
companies has not increased despite the
major decrease in real unit labour costs,
owing to the substantial overvaluation of
the national currency;

. the reduction of inflation depends only
partly on wage increases and should in
future be accomplished through
increases in productivity, which remains
extremely low; and

. household real income has remained
constant for a long period of time while
living standards have converged to those
of the more developed countries of the
EU. There is thus a rapid growth of the
labour force, which exceeds increases in
employment and results in increased
unemployment.

The diverging positions on the scope for
increases in real wages have made it
clear to all sides that the margins for an
agreement are extremely limited imme-
diately prior to the negotiations for the
new EGSSE. Tensions increased when
the Government publicised its intention
to set 1998 wage increases in the public
sector at 3% - the anticipated inflation
rate. Although this decision concerns
public sector wages, it is also a reference
for increases in the private sector. GSEE
called a 24-hour general strike for 23
October, apparently in an attempt to
strengthen its hand in seeking above-
inflation pay increases in the EGSSE.

The GSEE's one-day stoppage has added
to a wave of strikes which started at the
beginning of October. The action has
apparently been prompted by: the major
differences which have emerged from
the social dialogue process; the Gov-
ernment's announcement that it will
make every effort to ensure that pay
increases do not exceed inflation; and
the imminent negotiations over the
EGSSE for 1998. The public sector union
confederation, ADEDY, called a four-
hour stoppage for 23 October, and is
planning a 24-hour strike during the
second half of November. Elsewhere
strikes have been held, or are planned, in
education, public transport and con-
struction, and in the Piraeus area.
Although employee demands vary from
sector to sector, most of them include
the ending of austerity measures, the
redistribution of income and an equita-
ble reform of the social security system.
It seems that 1997's strike figures may
reverse the declining trend that started
at the beginning of the 1990s.

GR9710129F, GR9710132F

17 October 1997

IRELAND/NEWS

Largest union sets out minimum wage
and tax demands

The Services Industrial Professional and
Technical Union (SIPTU), Ireland's largest
union with almost 200,000 members,
held its biennial conference on 7-10
October. Among the major issues dis-
cussed by the 500 delegates were union
recognition, the national minimum wage
and taxation policy.

Despite a booming economy with strong
employment growth, SIPTU has been
able to secure only modest increases in
membership levels in recent years. A
particular problem faced by unions is
that many incoming multinational com-
panies, especially those from the USA,
tend to have firm non-union policies.
SIPTU will be aiming for 5% membership
growth over the next few years, and is
strongly backing a demand by the Irish
Congress of Trade Unions for some form
of mandatory union recognition. The
issue is currently being examined by a
``high-level group'', made up of the
social partners, Ministries and the state's
job-creation agencies. The initiative was
promised in the current Partnership 2000
three-year economic and social pact
(EIRObserver 1 p.6), and a report is due
at the end of 1997.

Delegates backed a motion calling for a
minimum wage of IEP 5 (ECU 6.60) an
hour. The coalition Government elected
in June 1997 (EIRObserver 3 p.13) is
committed to ``the introduction of a
national minimum hourly wage, follow-
ing early consultation with the social
partners''. A special commission on this
issue is set to report at the end of 1997.
The main employers' body, IBEC, remains
firmly opposed to any statutory national
minimum wage, insisting that existing
mechanisms, such as the Joint Labour
Committees - which cover 10% of the
workforce - provide adequate protection
for lower-paid workers.

On taxation, SIPTU's vice-president, Des
Geraghty, called for a substantial in-
crease in tax-free allowances in the next
Budget, rather than the cuts in income
tax rates proposed by the Government.
He suggested that an IEP 900 (ECU
1,190) increase in annual personal
allowances would be of greater benefit
to the majority of workers, arguing that
any extra resources should be used
either to widen the 27% tax band or
reduce the 27% tax rate. At the
moment, the first IEP 3,450 (ECU 4,550)
of a single person's wage is exempt from
tax, with 27% tax then payable on
earnings up to IEP 9,400 (ECU 12,380)
For anything above this figure, a 48%
rate applies, and workers thus enter the
top tax band in Ireland on very modest
incomes.

Mr Geraghty called the Government's
approach a ``scandalous squandering of
resources'' and stressed the importance
of having sufficient tax revenue to pay
for public service provision and anti-
poverty measures. In particular, he
claimed that cutting the top rate of tax
from 48% to 40% would exacerbate
existing inequalities: the level of income
inequality in Ireland is currently the
second highest amongst OECD coun-
tries. SIPTU is thus in favour of major
shifts in the tax burden in order to
enhance social inclusion, rather than an
overall reduction in income tax revenue.
SIPTU has threatened that, unless there
is significant reform of the tax system, its
support for future national pay agree-
ments cannot be counted upon.

IE9710232N, IE9710104F

24 October 1997

ITALY/NEWS

Deal protects employment in
Electrolux-Zanussi's Italian plants

An important initial agreement on pro-
tecting employment levels in the Italian
operations of the Electrolux-Zanussi
``white goods'' group was signed on 30
September 1997 in Rome, by manage-
ment, the sectoral trade unions - Fim-
Cisl, Fiom-Cgil and Uilm-Uil - and the
Ministry of Trade and Industry. The deal
was negotiated following the an-
nouncement by the Swedish-based
Electrolux of a worldwide reorganisation
plan, which was discussed in the group's
European Works Council.

The group presented figures showing a
serious competitive deficit in some of its
Italian plants, and thus proposed the
transfer of these activities to other
countries as a means of regaining
competitiveness. The trade unions in-
stead proposed joint restructuring mea-
sures in the companies concerned, with
the aim of avoiding the transfer of
production abroad and thus safeguard-
ing employment levels in Italy.

The negotiations have so far led to an
initial agreement. This provides for the
closure of two electrical-goods produc-
tion lines at the Comina plant in
Pordenone, with a workforce of 70
employees. The workers will be moved
to other production lines where the
social partners have agreed a reorgani-
sation of working hours, in order to
guarantee maximum use of equipment
and a reduction of costs. For the dish-
washer sector of the Valleloncello plant,
also in the province of Pordenone, which
employs 110 workers, the social partners
have agreed to increase average per
capita productivity by at least 10%, in
order to avoid the closure of the plant,
and to guarantee flexibility on hours
when production needs require it. Simi-
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lar initiatives will be adopted for the
tumble-dryer production line at the
Porcia plant (also in Pordenone), which
employs 35 workers.

Following this first agreement, the trade
unions and Electrolux have decided to
continue negotiations over the position
of all of the Italian companies in the
group, in an effort to foster a significant
improvement in productivity. This nego-
tiation process should be completed by
30 November 1997.

According to a joint press release from
the management and the three unions,
these first results and the effort made by
the company have been made possible
by the positive industrial relations climate
following the conclusion in July 1997 of
agreements on the group's industrial
relations and participation system, and
by the willingness of the company to
reach a compromise solution.

IT9710134N

22 October 1997

LUXEMBOURG/NEWS

Bargaining difficulties in insurance and
brewing

The three representative trade unions at
national level - OGB-L, LCGB and FEP -
have recently rejected the employers'
proposals for the renewal of the collec-
tive agreement for white-collar employ-
ees in the insurance sector. The
insurance agreement has always had
strong parallels with the banking sector
agreement, and it is only since 1993,
when banking opted for a collective
agreement with pay based on criteria
related to employees' work perfor-
mance, that a fundamental divergence
has opened up between the two sectors.
The unions have now turned down the
insurance employers' proposals because
they too want to introduce performance-
related pay, along with a ``transitional''
agreement for 1998. While only one
bonus would be tied to performance in
the initial phase, the second phase -
starting on 1 January 1999 - would
involve altering the entire salary system
to mirror that in the banking agreement.

The three unions rejected the employers'
proposal, claiming that there have been
negative experiences associated with this
type of performance-related pay system.
They have announced their intention to
draw up a list of joint claims to be
presented to the employers' federation.
Industrial action threatens if the issue is
not resolved in the near future.

Meanwhile, bargaining has also broken
down in the brewing industry. The
collective agreement in this sector ex-
pired in June 1997, but a series of
meetings between the employers' fed-
eration (which groups the five main

breweries, with around 300 workers)
and the three representative trade un-
ions at national level - OGB-L, LCGB and
FEP - have failed to come up with a
resolution. The employers are not pre-
pared to offer any more than a one-off
payment of LUF 1,500 (ECU 40), but this
has been turned down by the unions,
which have demanded not only pay rises
but also extra holiday, the introduction
of compassionate leave and early retire-
ment, and extension of the ``13th
month'' salary payment to blue-collar
workers. Following the failure of talks in
late September, the union negotiating
team has now authorised its member
unions to submit the dispute to the
National Conciliation Office.

LU9710123N, LU9710124N

24 October 1997

NETHERLANDS/NEWS

Union seeks investment contracts to

promote job security

Job security based on ``investment con-
tracts'' is a key bargaining issue for
Industriebond FNV, the industrial work-
ers union affiliated to the FNV confed-
eration (EIRObserver 4 p.7), which
recently published a document contain-
ing 18 proposals for use by negotiators
to promote such deals.

The aim of investment contracts is to
increase job security for workers within
the company and on the labour market.
They include training and education
arrangements and address medium-term
organisational changes within the com-
pany. Industriebond FNV wishes to
develop the concept further by mon-
itoring good practices, and then to apply
these to each sector of industry, com-
pany, department or individual worker.
These contracts, by their very nature,
form part of a collective agreement,
including the conditions for individual
contracts. At a company level, such
contracts are to be implemented in
conjunction with works councils and
trade union representatives. The latter
will be provided with extra facilities to
enable them to act either as consultants
or as mediators for union members
within the company.

According to the Industriebond FNV
document, the employer must conduct a
training policy for all employees that is
based on training needs and medium-
term organisational adjustments. The
proposals include rights of initiative for
employees, such as putting forward their
own five-year development scheme, and
the right of appeal. Workers may be
required to attend certain courses.
Annual paid days off for training may be
saved for five years. Training pro-
grammes are financed by employers, and
payment is based on a percentage of
total paybill. Each worker may also be

assigned a personal development budget
by his or her employer, and the worker
may consult career development experts
in this regard.

Industriebond FNV is also striving to
promote multi-skilling and the mobility
of workers. With reference to the
example set by a recent initiative at
Stork, the engineering company, ``mo-
bility centres'' will be encouraged, com-
bining both internal and external
mobility, and offering good terms and
conditions of employment. Remunera-
tion clauses will need to be adapted to
reward workers with multiple skills, and
those who successfully complete certifi-
cation programmes.

Since Industriebond FNV makes a col-
lective approach its priority, individual
investment contracts must be within
frameworks set out in collective agree-
ments. The individual investment con-
tract will be a combination of an
indefinite employment contract, a train-
ing contract and a temporary job-place-
ment contract. The union is currently
discussing this type of proposal with
Philips.

Finally, other proposals aim to enhance
job security for various target groups. An
innovative approach advocates the
creation of funds to supplement the
income of workers who have been
obliged to take on simpler (and lower
paid) jobs due to age, health or other
circumstances. Job creation and training
schemes are recommended for unem-
ployed or redundant workers. Temporary
workers should have access to educa-
tional facilities and, in time, also to
employment contracts for an indefinite
period.

NL9710143N

24 October 1997

PORTUGAL/NEWS

Difficult run-up to tripartite

negotiations

Negotiations between the Government,
trade union confederations and em-
ployers' confederations are soon to
begin to determine pay policy (and
possibly other matters) for 1998. The
negotiations will naturally involve analy-
sis and discussion on how the Portu-
guese economy is developing, and the
Government has disclosed its growth
forecasts for 1998, which are as follows:
GDP - 3.75%; private consumption -
2.8%; public consumption - 1.0%;
employment - 1% to 1.25%; productiv-
ity - 2.5% to 2.75%; inflation - 2%; and
investment - 8%.

The UGT trade union confederation has
already announced its demands, which
are as follows:
. an average increase of 3.5% in pay
scales, a figure which is based on a
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projected increase in the annual rate of
inflation of 2.2%, GDP growth of 3.5%,
productivity growth of 2.5% and a 1%
increase in employment;

. a 4.9% increase in the national
minimum wage for agriculture, industry,
commerce and services, and 9.8% for
the national minimum wage applied to
domestic work;

. increases of 4.6%, 6.8% and 7.1%
respectively for the minimum state
retirement pension, farming pension and
social pension; and

. an increase of between 3.5% and 7.5%
in family allowances for children and
young people, depending on income.

The three employers' confederations -
CIP, CAP and CCP, representing industry,
agriculture and commerce/services re-
spectively - have not yet formally out-
lined their positions. However, in
statements to the press, both CCP and
CIP have implied that they are not willing
to stray from an average guideline for
wage increases of 2.6%. They are also
insisting on tripartite negotiations to
discuss labour legislation covering
working time flexibility and multifunc-
tional flexibility. CAP usually follows the
lead of the other two employers' con-
federations when it comes to pay and
working conditions.

The CGTP union confederation is not
expected to propose a guideline for
average pay. It has never before signed
social concertation agreements covering
pay policy, and its current strategy seems
to favour sectoral collective bargaining
where pay increases are not laid down or
determined by any recommended
guideline.

The climate underlying the run-up to this
year's social concertation bargaining is
marked by two conflicting elements:
. macroeconomic indicators show that
the Portuguese economy has definitely
been improving (above average growth
for EU countries, sustained decrease in
inflation, evidence of a drop in the
unemployment rate and public debt
under control); and

. many of the social partners are
displeased with the fact that few of the
issues agreed upon in the current social
concertation agreement - the 1996-9
Strategic Social Pact signed by the
Government, UGT and the three
employers' confederations - have
actually been carried out. Both CAP and
CCP have already declined to take part in
that agreement's monitoring committee
and have demanded that the
Government put into action, quickly and
in full, the measures that they believe are
not being carried out.

The CGTP, which does not belong to the
Strategic Social Pact's monitoring com-
mittee (since it did not sign the agree-
ment), has protested, alleging that it has
been deliberately left out of the decision-

making process by the Government and
the other social partners.

In mid-August, there was something of a
stir when when it was reported that the
Minister of Finance had set a guideline
figure of 2.6% for 1998 pay increases,
for the purposes of determining the
state Budget for the forthcoming year.
Both union confederations condemned
this announcement.

The run-up to the tripartite negotiations
is showing signs of variation from the
past in terms of the overall political and
social context and social partner strat-
egy. It is in particular contrast with 1995
and 1996, when tripartite agreements
were signed by the Government, UGT
and the three employers' confederations
in an atmosphere of greater flexibility
and mutual trust. It is therefore likely
that bargaining this year will be more
difficult, though that in itself does not
mean that failure is in store for a 1998
social agreement.

Separate negotiations are underway
between the Government and the main
public service trade unions over pay and
conditions for 1998, with a third round
of talks being held in October 1997. The
most contentious issues - which have
already prompted several unions to hold
strikes - have been career paths, pre-
carious employment and, above all, pay
increases. On 10 October, the Govern-
ment increased its initial pay offer from
2% to 2.15%, which it claims represents
a real growth in wages, given the
forecast 2% inflation rate for 1998.
Trade unions' pay claims have varied
from 3.5% to 6.5%.

PT9709139N, PT9710145N, PT9709135F

24 October 1997

SPAIN/NEWS

Agreement at savings bank focuses on
job-sharing

In October 1997, after 10 months of
intermittent bargaining, a new three-
year agreement, covering 1997-9, was
signed at the Bilbao Bizkaia Kutxa (BBK)
savings bank by management and the
CC.OO, UGT, ELA trade unions. In
addition to a 2% pay increase, better
conditions for staff loans and the setting
up of commissions to study the applica-
tion of legislation on equal opportunities
and the prevention of industrial acci-
dents, the agreement contains notable
provisions on the regulation of working
time and job creation.

BBK, like some other Spanish banks, has
extended work rosters in a number of its
offices, opening in the afternoon four
days a week and on Saturday mornings.
The new agreement reduces the number
of branches that will have the extended
opening hours from 60 to 37, and fixes
the extended opening hours at 16.45 to
19.45 instead of 15.00 to 18.00. On
weekdays these new opening hours
must be covered as before by staff from

the same office using their normal
working hours; on Saturdays, the
branches will be staffed on a voluntary
basis by employees who will also use
their normal working hours and receive a
monthly bonus in compensation. For the
first time, the agreement also regulates
the special opening times for branches in
busy areas such as airports or hyper-
markets.

Other features of the agreement include
the bank's commitment to create 100
jobs over two years through part-time
temporary contracts and by converting
30 temporary contracts into open-ended
contracts. This is in line with the April
1997 labour reform (EIRObserver 3
p.10).

Another important point is the setting
up of a joint commission to develop
work-sharing policies. The workers' re-
presentatives propose that some workers
should voluntarily relinquish part of their
working time (currently 1,530 hours per
year), which would then be covered by
part-time workers with fixed-term con-
tracts. The possibility of extending
opening hours in more branches in
exchange for the creation of permanent
jobs is also being considered, as is
voluntary early retirement. Finally, staff
should be dissuaded from working
voluntarily on Saturdays and from
working overtime due to extraordinary
circumstances. The objective is to reverse
the banking sector's traditional practice
of not hiring part-time staff.

Management is favourable to some of
these proposals, as they would provide
greater flexibility. They would also allow
the bank to recruit staff with higher
levels of training, selected through
temporary contracts, who adapt more
easily to the requirements of the com-
pany and involve lower labour costs.

The regulation of opening hours by
agreement and the creation of the joint
commission have opened the door to a
discussion of work-sharing, which until
recently was merely theoretical. The
workers' representatives will now have
to study the options and their imple-
mentation, which in some cases requires
a major change in mentality. It is now
not merely a question of creating jobs
and security, but also one of creating job
with the best conditions.

ES9710229N

24 October 1997

SWEDEN/NEWS

Blue-collar unions focus on low-paid

On 16 September, negotiations started
on pay and conditions for 1998 on
behalf of around 80,000 salaried em-
ployees in trade, commerce and services,
and other sectors have since followed.

Pay bargaining for 1998 in the private
sector has started earlier than usual,
which is a reflection of the fact that
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negotiations are being conducted under
changed circumstances. For the first
time, all trade unions have declared their
ambition to keep pay increases within
the level of inflation. Furthermore, this
bargaining round will be the first test for
two new procedural agreements - one
covering around 800,000 workers of all
categories in industry, the other covering
salaried employees in the commerce and
service sectors. Both aim to speed up
negotiations, so that a new agreement
should be reached before the existing
one runs out. The parties have therefore
indirectly committed themselves to avoid
industrial action, since such action is
prohibited by law as long as an existing
agreement is in force. Although it has
not entered into any formal procedural
agreement, the Handels union, repre-
senting blue-collar workers in com-
merce, has the same goal and has
started talks with employers six months
before the present agreements expire.

The new situation has created tensions
between unions representing low-paid
groups and other unions whose mem-
bers are in a better position. Following a
number of difficult years, there now
seems to be some room for increases in
real pay. Handels and Kommunal, re-
presenting municipal workers, are advo-
cating a return to a policy of wage
solidarity, levelling out wage differentials
within and across sectors, as conducted
during the days of centrally coordinated
negotiations for the whole private sec-
tor. During talks among the blue-collar
unions affiliated to the LO confederation
on coordinating their pay claims, the two
unions suggested that highly-paid
workers in industry should accept an
increase of 2%, while workers in, for
example, retail and the municipalities
should receive 4%-5%, giving them an
equivalent cash increase. Many of the
industrial unions also advocated a claim
that would favour low-paid workers, but
the unions representing metal and paper
workers threatened to back out if this
group was given ``too much''.

On 13 October, the unions agreed a
compromise, whereby they would de-
mand a monthly increase of SEK 300
(ECU 35) for every worker, plus 1.5% of
the total paybill to be distributed in
negotiations at sector or company level.
In addition the minimum holiday pay
entitlement should be increased to SEK
750 (ECU 97) per day, which would give
SEK 2,000 (ECU 230) extra per year for a
typical member of Handels or Kommu-
nal, but nothing to workers with higher
incomes. According to LO, the claim
would cost the employers 3.75% of the
total pay bill.

A majority of LO unions also wanted to
unite in a joint demand for a general
reduction in annual working time, the
cost of which should be deducted from
the eventual pay settlement. However,
they were unable to reach agreement
and individual unions will decide how
they should handle this matter.

The employers' reaction to the wage
claim was negative. According to GoÈ ran
Trogen, head of the Almega Industrial
and Chemical Association, experience
shows that claims of this kind unques-
tionably force up wages to unacceptable
levels. He pointed out that the newly
appointed Economic Council for Industry
has stated that pay increases of 1.5%-
2% require increases in productivity,
which is not always possible in many
sectors. He also stated employers' ob-
jections to any reductions of working
hours.

SE9710145F

17 October 1997

UNITED KINGDOM/NEWS

Unions call for compulsory training
levy

The leaders of two of the UK's largest
trade unions are calling for the Govern-
ment to impose a compulsory training
levy of 2% of paybill on employers to
boost the skill levels of the UK work-
force.

The Labour Government recognises that
the UK's training provision has shortfalls
- especially in the current climate where
intense competition makes high-quality
training a prerequisite for the success of
most companies - and aims to promote
an atmosphere where training is top of
the agenda. The need to make this a
priority was underlined by the findings of
a 1996 government ``skills audit'', which
found that workers in the UK with low
or intermediate levels of schooling re-
ceive substantially less training than their
counterparts in countries like Germany
and the USA. This situation is made
worse by the fact that some UK
companies have a tradition of ``poach-
ing'' skilled staff, rather than training
their own.

However, the Government has rejected
the route of imposing a levy on em-
ployers to pay for industrial training, and
has instead decided on two options:

. for individuals, there are ``individual
learning accounts'' aimed at improving
basic skills such as numeracy and
literacy. These are one-off lump-sum
training subsidies of GBP 150 (ECU 220),
awarded if the individuals concerned are
willing to pay the first GBP 25 (ECU 37)
themselves. The Government is hoping
to fund one million such grants; and

. for companies, the Government
expects employers to make a
commitment by investing in training and
learning through either individual
training plans or the attainment of
specific standards such as the ``Investors
in people'' programme. There may be
requirements on companies to publish
details of training plans and budgets.

The two general workers' unions, the
TGWU and GMB, are sceptical about the

role of the individual learning accounts,
arguing that they are not very well suited
to workers who are attempting to learn
new skills. They are also worried that
these accounts will widen the training
gap between those in receipt of training
and those who receive little or none.
Those most in need of skills - low paid or
unemployed people - are those least
likely to be able to afford the GBP 25
required. Both unions also feel that to
leave the provision of training to a
voluntary approach is inadequate ``when
experience has shown that too few are
ready to do so of their own accord''.
While they agree with the Government
on the need to create a ``skill culture'',
they suspect that the overwhelming
majority of companies will ignore the
pleas of the Government to move
towards such a culture on a voluntary
basis. The unions feel that this will be
especially the case in small and medium-
sized enterprises, where the need for
training may be greatest.

UK9710174N

24 October 1997

UNITED KINGDOM/NEWS

CBI eager to avoid EU employment
legislation

Adair Turner, director general of the
Confederation of British Industry (CBI)
told the Trades Union Congress (TUC)
conference, held on 8-11 September
1997, that the CBI and the TUC should
seek joint commitments where possible
over a wide range of policy areas,
including education and training and
European social policy. He said that he
did not support the previous Govern-
ment's proposals for further legislation
to limit trade union rights, but equally he
did not favour moves by the present
Government towards introducing a
statutory basis for union recognition. The
CBI would clearly prefer voluntary
agreements, and Mr Turner stated that it
did ``not think partnership is best
fostered when one partner feels that
they have been forced to deal with the
other''.

The majority of the speech concentrated
on the CBI's policy towards EU social
policy. Mr Turner confirmed that British
employers can no longer ``hide'' behind
the UK Government's previous opt-out
from the ``social chapter'', instead pre-
ferring a role in influencing EU policy.
The CBI clearly feels that there should be
a change of direction in EU social policy.
Mr Turner went on to say that in the
past, unions demanded EC legislation
because they had no say in policy
matters within UK government circles,
and that the CBI supported the opt-out
because it was appropriate for the
climate of the time. Now, because there
is a different climate, social partnership is
a better means of progressing than the
legislative route.
UK9709167N

26 September 1997
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EU.COUNTRIESUnemployment is widely regarded as the

European Union's number one problem,
with the average unemployment rate
standing at around 10.5% across the
Union. The Member States have ac-

knowledged that the unemployment
crisis is Europe's main challenge, and
have included a new ``employment

chapter'' in the Amsterdam Treaty,
signed in October 1997, which commits
them to promoting employment and

coordinating their actions. The European
Commission's new role in this field
includes proposing guidelines for the
Member States' employment policies. A

special European Council meeting has
been called to discuss the employment
situation in the light of the new Treaty

provisions - the Employment Summit,
which will take place on 20-21 Novem-
ber 1997 in Luxembourg.

The European-level social partners have
become increasingly involved in the fight
against unemployment. Notably, in No-

vember 1996, the European Trade Union
Confederation (ETUC), the Union of
Industrial and Employers' Confederations
of Europe (UNICE) and the European

Centre of Enterprises with Public Partici-
pation and of Enterprises of General
Economic Interest (CEEP) adopted a joint

statement on the Commission's Action
for employment in Europe - a confidence
pact initiative. This joint contribution
emphasised the need for a cooperative
approach to fight unemployment, and
called for joint action. The Commission
clearly expects the social partners at all
levels to play a growing role in this area
in future. For example, its Proposal for
guidelines for Member States' employ-
ment policies 1998, to be discussed at
the Employment Summit:

. emphasises the importance of local
employment initiatives and territorial

pacts, bringing together all involved at

local, regional and national levels;

. urges the social partners to ``conclude
as soon as possible a framework

agreement to open workplaces across

Europe for training, work practice,

traineeships and other forms of

employability measures and to agree on

the terms and conditions and to

continue the impressive contribution

which they have made over the past five

years to the wage moderation''; and

. calls on the social partners to
``negotiate, at the appropriate levels,

particularly in economic sectors

undergoing major structural change,

agreements on work organisation and

flexible working arrangements, including
where appropriate reductions in working

time, with the aim of making enterprises
productive and competitive, and achiev-
ing the required balance between flex-

ibility and security.''

The idea that agreements between the

social partners can contribute to redu-
cing unemployment is not new. The rise
in unemployment has been accompa-

nied by a controversial discussion on the
role of collective bargaining in contri-
buting to, and fighting, unemployment.

In general, the social partners have
rather different views on how bargaining
could help to improve the employment
situation. Employers and their associa-

tions focus mainly on supply-side poli-
cies, labour market flexibility and labour
costs, which they consider too high.

Therefore, a moderate wage policy and
deregulation of the labour market are
regarded as the best ways to create new

employment. For their part, trade unions
focus very much on macroeconomic
demand management and the redistri-
bution of the available pool of work.

They focus on demands for various
forms of working time reduction which
should create a better distribution of

existing work and thus bring about
opportunities for new jobs.

In recent years, collective bargaining in
many European countries has explicitly
taken on the issue of creating and

preserving employment. Collective
agreements at all levels have come up
with new ways of avoiding or reducing

planned job losses, or even of increasing
employment levels. These have ranged
from national or regional tripartite or
bipartite ``employment alliances/pacts''

to company-specific agreements be-
tween management and works councils/
trade unions.

With the role of the social partners in
fighting unemployment high on the EU

agenda, this comparative supplement
examines the action that the social
partners in the EU Member States, plus

Norway, have taken themselves - occa-
sionally together with governments - to
preserve and create employment

through new forms of collective bar-
gaining (the focus is on specifically
employment-oriented bargaining,
though of course bargaining on many

issues can affect employment in some
way). The supplement is based on
contributions from the national centres

of the European Industrial Relations
Observatory.

Bargaining on employment: an
overview
The general picture across Europe in the

1990s is that in many countries the rise
of collective bargaining on employment
has been closely connected to the

cyclical downturn that hit the Member
States in varying degrees at the begin-
ning of the decade, and the structural

and adjustment problems of European
economies and societies. At macro level,
this led to the rise in unemployment. At
micro level, many companies were

forced to restructure and adjust to the
changing conditions - often with nega-
tive employment effects.

Against this background, governments
and social partners have been searching
for policies to remedy the situation. With

few exceptions, European countries have
witnessed explicit bargaining on em-
ployment - be it tripartite between

governments, trade unions and employ-
ers' associations, or on a bipartite basis
between the social partners. The extent
to which collective bargaining on em-

ployment is an issue in the various
national industrial relations systems dif-
fers widely, as do the forms, contents

and impact of collective agreements on
employment. Obviously, these differ-
ences are conditioned by the shape of

national industrial relations systems, a
description of which is beyond the scope
of this supplement.

Where employment has been an explicit

bargaining issue, the aim depends lar-
gely on the bargaining level.

. At national and regional level (as in

Belgium, Denmark, Finland, France,

Germany, Ireland, Italy, theNetherlands,

Portugal and Spain), in the vast majority
of cases the general aims have been,
either explicitly or implicitly, to reduce
unemployment as well as to maintain
and increase employment. In the
relatively centralised collective
bargaining systems of Norway and

Sweden, the social partners have aimed
to conclude agreements in a way that, in
the first instance, furthers productivity,
competitiveness and growth of
companies, to the indirect benefit of
employment and job security.

. At sectoral level, bargaining on
employment has mainly aimed at
avoiding redundancies and lay-offs and
fixing the level of employment, and in
just a small number of cases at creating
employment (Austria, France and

Germany). Only a few agreements
provide for job creation for certain
groups (Denmark, France, Germany and
the Netherlands), especially for young,
unskilled and long-term unemployed
people.

. As regards bargaining on employment
at company level, in all cases (Belgium,
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Finland, Germany, Ireland, Italy,

Luxembourg, the Netherlands, Portugal
and the United Kingdom) but two
(France and Spain), it has been used as a
means to avoid redundancies. A number
of French agreements seek to create
jobs, while in Spain one case is reported
where job creation was agreed in
exchange for longer opening hours.

In general, only very few agreements or
alliances include target numbers for job
creation. Methods and types of agree-

ments are quite diverse. The main
methods used for employment mainte-
nance and creation are:

. working time reduction/reorganisa-
tion;

. increased working time flexibility;

. introduction or extension of part-time
work;

. partial early retirement;

. wage moderation (including wage
freezes and reductions);

. ``opening'' and ``hardship'' clauses in
sectoral collective agreements, as well as
specific clauses for small and medium-
sized companies; and

. introduction of ``entrance wages'' for
special target groups, such as long-term
unemployed people.

Although in many countries and at many
levels employment has emerged as an

important collective bargaining issue, the
extent to which it has become a central
topic is not yet clear. In most cases,

employment is closely connected with
other bargaining issues like pay or
working time. More systematic research

on the coverage and the impact of
bargaining of employment is needed.
Table 1 provides an overview of collec-
tive bargaining on employment in the 16

countries examined.

Bargaining at national level
In recent years the majority of European
countries have witnessed social partner
action on employment at national level.

However, there exist many differences
regarding the content, scope and legal
form of these national initiatives.

The most frequent form of national
agreements on employment are the so-
called ``Pacts for Jobs'' (as in Italy and
Portugal) which have been concluded
between the social partners and the
national government, and which contain
a wide range of economic, industrial and
labour market policy measures with the
explicit aim of creating new employ-
ment. Another form of tripartite agree-
ment can be found in Ireland, which
does not focus explicitly on labour
market policy but, nevertheless, covers a
broad spectrum of macroeconomic ac-
tivities including wage moderation which

aims to strengthen competitiveness and
thereby indirectly promotes employ-
ment. A policy of national wage mod-
eration also exists in Finland, in Norway -
which still has a centralised model of
wage bargaining - and more indirectly in
the Netherlands, where there is informal
tripartite employment policy and bipar-
tite agreements on various issues are
concluded within the national Labour
Foundation.

Furthermore, in many countries the
national social partner organisations

have signed intersectoral agreements on
employment with a strong emphasis on
either training in order to improve the
employability of employees (Finland,

France, Greece, the Netherlands and
Spain), or other labour market measures
(the Netherlands and Spain).

Finally, in recent years there are two
cases in which a national initiative has
explicitly failed. The first case is Germany
where in 1996 the trade unions left the
``Employment Alliance'' after the Gov-
ernment decided on various cuts in social
benefits and a deregulation of dismissals
legislation. The second is Belgium, where
in 1997 - for the first time since the
1960s - the social partners failed to
reach an intersectoral agreement, and
instead accepted government imposition
of measures on employment and max-
imum pay increases.
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Table 1. Overview of collective bargaining on employment

Austria Since the social partners mainly use legislative channels as a means to influence labour
market policy, collective bargaining on employment at sectoral and company level,
while it exists, is rare and usually seeks to maintain rather than create employment.

Belgium Beginning in the mid-1970s and throughout the 1980s and 1990s, employment
creation - in general and for special target groups - has remained an important topic in
collective bargaining at tripartite national, and bipartite sectoral and company levels.

Denmark Although government has the primary responsibility for employment, the social partners
have addressed the question of employment in collective bargaining since the mid-
1990s.

Finland Although there are occasionally agreements at national and local level, employment is
rarely an issue in collective bargaining. Since the early 1990s, employment has been an
objective of the country's bipartite incomes policy agreements. Notably, in 1995, a very
moderate and extensive agreement was concluded, aimed at lowering unemployment.

France Since 1993-4, there has been an increase in negotiating activity on job creation, mainly
due to the success of numerous intersectoral negotiations and the growth of in-house
negotiations on job creation.

Germany During the 1980s and more explicitly since the early 1990s, German collective
bargaining has taken on the issue of employment. Tripartite and bipartite employment
alliances and pacts exist at national, regional, sectoral and company level.

Greece Creating and maintaining employment, as a specific issue, is a key theme neither in
government policy nor in collective bargaining.

Ireland Since 1987, there have been several tripartite national agreements, all of which give
particular prominence to employment. Although there are some examples, employment
has yet to emerge as a significant issue in sectoral and company agreements.

Italy Collective bargaining on employment has become increasingly important since the
1980s. In the 1990s, it has acquired top priority in national-level tripartite bargaining
and has become an important issue in collective bargaining at all other levels.

Luxembourg Although collective agreements do not see the creation or maintenance of employment
as their main aim, there are some cases at sectoral and company level.

Netherlands At national level, regular tripartite talks on employment and bargaining issues have led
to the Government reducing labour costs in exchange for wage moderation. The
bipartite Labour Foundation frequently publishes recommendations for the bargaining
agenda at lower levels of the sector and the company. The 1990s have seen
recommendations and resulting collective agreements for the employment of special
target groups.

Norway Employment/unemployment issues have been a central feature of the collective
bargaining rounds of the 1990s, though specific employment targets are seldom
included in the texts of collective agreements.

Portugal Although a tripartite pact signed in 1996 included a specific chapter on the promotion
of employment, there is hardly any formal collective bargaining on employment.

Spain From the late 1970s until 1986, some bipartite and tripartite bargaining on employment
occurred at national level. Since the beginning of the 1980s, employment has become
an issue of increasing importance in collective bargaining at regional, local and company
level. From the 1990s, there has been ``offensive'' action on employment, leading to the
bipartite labour reform of April 1997, which has been implemented in legislation.

Sweden Collective agreements explicitly aimed at creating or maintaining employment in a direct
way are not frequent.

UK Although there were a few such agreements in the early 1980s, collective bargaining on
employment, usually at company level, plays a minor role.



Bargaining at regional level
Regions are increasingly gaining impor-
tance in the political system of the
European Union. One of many reasons
for this might be that the increasing use
of the programmes of the European
Structural Funds enhances the status of
regional authorities. To make a better

use of the Community Structural Funds,
the European Commission has proposed
the conclusion of so-called ``Territorial
Employment Pacts'' which aim at estab-
lishing regional or local partnerships in
order to enable more effective coordi-
nation of actions.

In recent years, a growing number of

regional tripartite employment agree-
ments have been concluded between
the social partners and regional govern-

ments. Examples include ``territorial
pacts'' in Italy or Portugal as well as the
regional ``pacts for jobs'' in Andalucia
(Spain) and Bavaria (Germany).

Bargaining at sector level

In many European countries, sectoral
collective bargaining is still the most
important bargaining level, setting at

least basic wages and standard working
time. Since the 1980s, however, most
countries have seen a continuing de-

centralisation or even erosion of sectoral
bargaining (the latter is particularly true
for the UK). Growing unemployment has
certainly had an impact on these ten-
dencies. On the one hand, increasing
international competition may result in a
growing number of companies which
have problems accepting the collectively
agreed industry-wide standards. On the
other hand, growing unemployment
weakens the bargaining position of the
unions and thus makes them accept
lower standards in return for job guar-
antees.

In some countries, the social partners
have included so-called ``opening

clauses'' in sectoral collective agree-
ments, which usually allow the social
partners at company level to agree on

standards of pay and conditions below
the collectively agreed rate for a limited
period of time, in return for job guar-
antees. This type of opening clause can

be found in particular in Germany
(various sectors), to a lesser extent in

Austria (metalworking), and in a similar
form in Finland's municipal sector.

Furthermore, in some countries sectoral
collective agreements include lower

standards of pay and conditions for
special target groups, such as long-term
unemployed people, (Denmark, Ger-
many and the Netherlands). In many
European countries, collective agree-
ments on partial or early retirement are
regarded as a major contribution of the
social partners to the unemployment
problem (Belgium, Denmark, France and
Germany). An interesting approach has
been chosen in Denmark with the
introduction of so-called ``social chap-
ters'' in sectoral collective agreements.
The sectoral social partners seek to
improve employment opportunities for
groups such as long-term unemployed,
disabled and older people, asking the
partners at company level to establish
working groups or committees which
will develop ideas on how to secure jobs
or even create new employment.
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Table 2. Selected company and workplace-level
agreements on employment

Belgium In 1997, a collective agreement was concluded between management and unions at the Ford

car assembly plant at Genk. The workforce committed itself to moderate wage increases and

increased work flexibility. In return, management declared its commitment to maintain

employment at the plant, although this was not included in the text of the agreement.

Finland In 1995, management and staff representatives at the Otava printing house concluded a

workplace-level agreement which provided for a reduction in working hours and a new shift

pattern in order to avoid the dismissal of professional workers. In return, the company made

significant new investments to ensure competitiveness.

Germany In December 1993, VW and IG Metall signed a ``collective agreement to secure production

locations and employment'', at a time when a dramatic decline in sales threatened mass

redundancies. The most important provisions of the ``new deal'' agreement were a no-

redundancy clause, the introduction of a four-day, 28.8-hour working week (instead of 36

hours) and a package of additional measures to allow employees to maintain their previous

monthly gross wage. Weekly working hours were thus reduced by 20% and the average

gross income by 16%. The agreement ran from 1 January 1994 to 31 December 1995, and

was renewed and modified in 1995 and 1997.

Ireland In 1992, a local collective agreement was concluded at the semi-state public gas utility Bord

Gais in order to maintain employment in the context of a restructuring programme, whereby

the company agreed to redeploy and retrain skilled manual employees for clerical and

administrative positions. As part of a deliberate attempt to avoid redundancies and maintain

employment amongst existing employees, this initiative resulted in the redeployment of 40

fitters to clerical positions.

Italy By the use of a combination of early retirement, job security agreements and outplacement,

the Fiat Arese collective agreement signed in 1994 aims at reducing staff from 9,000 workers

to about 4,000 by June 1998. The most innovative part of the agreement refers to the

outplacement of personnel made redundant, which should take place through the sale of the

premises vacated by Fiat: companies can acquire spaces at very advantageous conditions, but

have to commit themselves to hire workers dismissed by Fiat proportionally to the space that

they buy.

Luxembourg In 1994, Electrolux, which manufactures refrigerators, threatened to sack 145 employees

following loss of market share. A collective agreement was struck on a reduction in working

hours together with an increase in basic pay for the remaining hours. In return, the employer

undertook not to carry out planned dismissals.

Netherlands In June 1997, the Dutch branch of Heineken Brewery and the trade unions concluded a

collective agreement on the deployment of employees, in the face of a company

restructuring process. The agreement includes a five-year guarantee of employment,

education and training for all 2,000 production workers, and provisions regarding the regular

consultation of the trade unions and works council during the reorganisation process.

Portugal While formal negotiations regarding employment are not expected to play a part in

bargaining, some negotiations are underway between unions and enterprises to resolve

issues of imminent redundancies on a case-by-case basis (eg at Grundig, Lisnave and

Renault).

Spain The 1997 agreement between management and the worker's committee at the Caja Madrid

savings bank forms a framework of reference for other banks that are negotiating working

time and employment. The unusual feature of this agreement is that new working hours,

involving the opening of 20 branches in the afternoon, were agreed in exchange for 60 new

jobs in the branches that will open in the afternoons. It was also agreed to convert 28

temporary contracts into permanent ones.

UK A five-year job security agreement was signed in 1997 at Blue Circle Cement covering 124

distribution drivers, with a further three-year agreement covering 1,800 craft, process and

staff workers. The agreements reassured workers that there would be no compulsory

redundancies and that work would not be contracted out. In return, employees agreed to

complete job flexibility within competency/skill levels. Employees must also be prepared to be

redeployed and trained for suitable jobs anywhere within the business unit and/or volunteer

to relocate to other units. Further elements of the agreement were a inflation-plus pay deal

and a reduction of working hours.



Collective bargaining at company
level

In most of the 16 countries, bargaining
on employment has increasingly been
taking place at company level, between

management and either trade unions or
works councils. In almost all cases,
bargaining on employment is aimed at

avoiding redundancies or guaranteeing
the current level of employment in
situations of company restructuring,

investment decisions on production lo-
cations, or falling demand for the
company's products. In the vast majority
of cases, management and the work-

force representatives have negotiated
employment and substantive issues (such

as pay and working time) together in

packages, which include a kind of trade-
off of job security for concessions on the
employees' side. Methods to preserve

employment vary from company to
company, and, in most cases, the aims of
the agreements have been achieved.

France is notable as a country where,
since the early 1990s, company-level
bargaining on employment has been
growing. Since 1995, there has been
considerable emphasis in such agree-
ments on jobsharing and working time
reduction, and the 1996 ``Robien law''
has given the process increased impetus.
This legislation provides for reductions in
employers' social security contributions
for companies which, on the basis of a

sectoral or company agreement, intro-
duce a new collective working time
organisation, along with a minimum
10% reduction in working time. This is
on the condition that more employees
are recruited or that redundancies are
avoided. In March 1997, the Ministry of
Labour put the number of agreements
concluded under this legislation at 344.
Of these, 207 were deemed ``positive''
(creating jobs) and 137 ``defensive''
(with no jobs being lost).

Table 2 on p. iii provides brief details of a
number of notable company and work-

place agreements on employment.
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Commentary
In the 1990s, many European countries
have witnessed the increase of bar-
gaining on employment at various

levels. The overall picture which
emerges from the reports and com-
ments of the EIRO national centres on
the success of agreements on employ-

ment preservation and creation is as
follows.
1) The positive impact of agreements on
employment which were concluded at
national, sectoral or regional level is
rather limited.
2) At company level, company or works
agreements on employment have in-
cluded concrete, and in some cases even
legally-binding, provisions on job guar-
antees for a certain period of time, or
even on the creation of a specific
number of new jobs. In most cases, the
aims of company-level agreements have
been achieved.

The possibilities for the social partners to
create jobs by collective bargaining and

agreements are, at best, limited. When
the parties to tripartite or bipartite
agreements at national, regional, and

sectoral level conclude agreements or
alliances on employment, there is no
possibility of directly binding individual
employers to certain employment activ-

ities. At best, the social partners can
establish a certain framework which
might indirectly influence the employ-

er's attitude towards creating new jobs
or giving up plans for redundancies.
However, if management and the re-

presentatives of the workforce negoti-
ate over employment and substantive
bargaining issues at company level, it
seems possible that the agreements on

avoiding redundancies or creating jobs

can be made to stick.

In practice, however, a number of
potentially problematic issues associated

with company agreements on employ-
ment may arise:
1) most of these agreements are mainly
defensive in guaranteeing the existing
work places rather than creating new
jobs;
2) employers usually accept binding
employment measures only in ex-
change for certain employee conces-
sions - on wages or working time, for
example;
3) in cases where agreements on
employment are concluded by works
councils, the relationship and balance of
power between the works councils and
the trade union(s) may be affected;
4) employment agreements at company
and establishment levels lead to a
further decentralisation of collective
bargaining and a greater differentiation
in working standards; and
5) even if employment agreements have
positive effects regarding the level of
employment at micro level, this need
not necessarily imply positive employ-
ment effects at macro level.

Furthermore, monitoring and evaluation
of the agreements on employment

remain a serious problem. Only in a few
cases have agreements been subject to
systematic and thorough evaluation

procedures. This may be due either to
the short time since the conclusion of
some agreements, or the lack of suffi-

cient research.

Those searching for best practice on
fighting unemployment by collective
bargaining on employment will be

disappointed by the results of this

comparative study. The scope for

``benchmarking'' as an instrument for

the effective monitoring and evaluation

of employment and labour market

policies and the identification of good

practice appears in this case to be, at

best, rather limited. Even in the few

cases where the impact of some agree-

ments has been positive, any transfer of

policies between countries should be

accompanied by careful examination of

the institutional and economic context.

By agreeing the Employment Title in the

draft Treaty of Amsterdam, European

national governments recognise the

(un)employment challenge as a key issue

of European concern. As regards the

responsibility of the actors in labour

market, they can neither be blamed

exclusively for the extent of unemploy-

ment in Europe, nor are they able solve

this problem themselves. As the execu-

tive summary of the Commission's 1997

Employment in Europe report states:
``While in the short term, net job
creation depends mainly on the rate of
output growth, in the longer term it also
depends on institutional structures and
societal choice on the priority given to
employment and how possible conflicts,
between this and maintaining produc-
tivity growth and competitiveness are
reconciled.'' Collective bargaining policy
can be just one element among others
in a broader political and economic
framework (social policy, fiscal policy,
monetary policy and economic policy) to
fight European unemployment. (Stefan
Zagelmeyer, IW, and Thorsten Schulten,
WSI)


