
EIROnline opens for business
In our first issue of EIRObserver in 1998, we are very pleased to
announce that EIROnline, the database of the European
Industrial Relations Observatory (EIRO), is publicly accessible on
the World-Wide Web, as of 22 January 1998. EIRObserver
presents only a small edited selection of features and news
items, based on some of the reports supplied for EIROnline.
Now, however, EIROnline's comprehensive set of reports on
key industrial relations developments in the countries of the
European Union (plus Norway), and at European level, is
publicly available through our website. This issue starts with a
guide for readers on how to access and use EIROnline - the
core of EIRO's operations - and we would urge readers to try
the database out for themselves.

As usual, this issue of EIRObserver contains edited versions of a
number of EIROnline records - in this case, for November and
December 1997. Our comparative supplement, based on
contributions from the EIRO National Centres, examines the
implications for national law and practice in the 15 EU member
states (and Norway) of the EU parental leave framework
agreement and Directive. It gives an overview of existing
national provisions governing parental leave and leave for
family reasons, and of the perceptions among national
governments and social partner organisations of the parental
leave agreement/Directive. The supplement also assesses what
changes, if any, are necessary to bring national provisions into
line with requirements of the agreement/Directive, and how
this will be done, before going on to evaluate the impact of
existing national parental leave provisions in practice and the
likely impact of the agreement/Directive.

Our features and news are a ``mixed bag'' this month, covering
a great variety of subject areas and countries and indicating the
wide range of material which is available on EIROnline.

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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EIROnline, the European Industrial
Relations Observatory's database
is now accessible to the public.
Here we provide information for
EIRObserver readers on how to get
the best out of EIROnline

EIRObserver is merely the ``tip of an
iceberg'' - it contains a small edited
selection of the records supplied to the
European Industrial Relations Observa-
tory (EIRO) by its network of national
centres in the EU Member States (plus
Norway) and its European-level centre.
Each month, a comprehensive set of
reports on key developments in industrial
relations across Europe is submitted by
the network, edited technically and for
style and content, and loaded onto the

EIROnline database, which is the real
heart of EIRO's operations. Up until now,
while the database has been under
development, the contents of EIRObser-

ver have been the only information
made publicly available from the EIRO
project. However, as of 22 January 1998,

EIROnline is now generally available via a
site on the World-Wide Web. EIRObser-

ver readers, along with all other people
with an interest in industrial relations in
Europe, now have access to the wealth
of information and analysis which EIRO-

nline contains. Below, we provide some

information on using EIROnline, aimed at

helping EIRObserver readers get the best

out of the database.

Getting started

All that is required to make use of

EIROnline is Internet access (directly by

modem or indirectly by LAN) and

browser software - EIROnline is best

viewed with Netscape Navigator or

Microsoft Internet Explorer versions 3

and above. Simply go to the URL address

of our home page:

http://www.eiro.eurofound.ie/

This will bring you to the home page for

the current month (the month and year

are indicated in the top left-hand

corner). EIRO's central operation is based

on a monthly cycle, with national centres

submitting news and features on the

main issues and events in a calendar

month towards the end of that month.

These records are processed, edited and

then uploaded - this generally occurs

around the middle of the next month.

Thus, the records relating to events in

February, for example, will appear on the

website from mid-March. The home

page is always the ``editorial page'' for

the most recent month's records.

The home page provides a brief ``edi-
torial'' highlighting some of the present
issues and trends reflected in the records
for the month in question, and provides
direct links to a number of the relevant
records. These are designated as either
features, news or supplements, with the
titles in blue lettering, underlined.
Whenever you see such blue underlined
text in EIROnline, this indicates that
clicking on the text in question will link
you to further information.

In the top left-hand corner of the home
page, and of every page of EIROnline,
there is a blue and black eironline logo.
Clicking on this will always return you to
the home page for the current month.

To the left of the home page is a list of
additional facilities - about EIRO, regis-

ter, help, feedback, EIRObserver, con-

tacts and related sites. Clicking on
these will take you to the facility in
question - these facilities are detailed in
the box opposite.

Along the top of the home page there is
the EIROnline navigation bar contain-
ing four links: news connects to a list of
all the news items for the current month,
and features to a list of all that month's
feature items; site map connects to a
variety of useful ways of browsing

EIROnline records; and search connects
to a powerful search engine for finding
information on EIROnline. All of these
links aim to help users find the infor-
mation they are looking for, and we will
start with news and features.

Using EIROnline, the Observatory's

database on the Web

EIRO

Useful features within EIRO records

EIROnline records contain a number of features aimed at helping users and giving them access to further relevant information.
At the beginning of each record, to the left of the main text, the name of the country concerned appears - clicking on this link
will connect to the full list of EIROnline records for this country. All records also contain, at top and bottom, the EIROnline

navigation bar (see main text). At the left of the text at the beginning of each record, there is a link to information about this

record, which includes: the record ID; the title/subtitle; the name of the original author and of the national centre organisation;
the date of submission; and the language in which the record was originally composed. Usefully, for most countries, the title/
subtitle and abstract of the record are also provided here in the native language(s) of the country. Most EIRO records are
originally written in languages other than English, and in future it is planned that that users will be able to link to the full
original-language text, where available.

There are three types of link found within the text of EIRO records, all of which are identified as ``clickable'' links by appearing in
blue, underlined text:
. internal EIROnline links. These are the titles and IDs of other records on the EIROnline database, which appear in brackets.
Clicking on them connects to the relevant record. To return to the original record, click on the browser's back button;

. links to the EMIRE glossaries. Within records for a number of countries, there are links to EMIRE, the electronic version of the
European Employment and Industrial Relations Glossaries published by the European Foundation for the Improvement of Living
and Working Conditions. These links consist of relevant words in the text (``works council'' or ``minimum wage'', for example),
which connect to a definition of the organisation, structure, process etc concerned. To return to the original record, close the
box which has appeared with the EMIRE definition in it. Functioning EMIRE links are currently found in records for Belgium,
France, Ireland, Portugal and the UK, while the links found in records for a number of other countries are not yet working; and

. external links. Some records contain links to material on websites outside EIROnline which is relevant to the record. These
typically connect to a document or report (such as a Communication or White/Green Paper from the European Commission, or
an ILO Convention) or some other useful information. To return to the original record, close the page which has appeared with
the external material in it.

Finally, users will notice that many names of organisations, people, places etc appear in red text (not underlined). These are not
links, but indicate that the names in question have been ``tagged'' for indexing purpose - see under ``Site map'' in the main text.
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News and features

The basic content of EIRO is made up of
news and feature records. News items
are short factual articles, typically of up
to 400 words in length, providing the
relevant facts about a significant event
or issue in industrial relations in the
country concerned. Features are longer
articles, typically of around 1,000-2,000
words. Like news, features set out the
main factual elements of the events and
issues in question, though the greater
length means that more detail can be
included, and a commentary (``signed''
by the author(s)) is provided. Features
cover the most significant industrial
relations developments, activities and
issues, and those which can benefit most
from the greater degree of analysis and
background which the longer format
allows

From the home page, clicking on news
or features on the EIROnline naviga-

tion bar connects to lists of the news
and features for the most recent month.
This is an ideal form of browsing for
users who are interested in quick access
to the latest and most up-to-date
records - either news or features - loaded
onto the database. (Where the EIROn-

line navigation bar appears in other

EIROnline records - ie, not on the current
month's home page - the news or

features links will connect to the lists of
news and features for the month to
which the record in question refers.)

Site map

The site map - accessible from the

EIROnline navigation bar on the home
page or every EIROnline page - is
probably the most useful starting point
for browsing the contents of the data-
base.

Country

The site map provides a list of all the
countries covered by EIRO, plus the EU
level. Clicking on any of the country
names will connect to a full list of all the
records submitted to date for that
country, in reverse chronological order
with features and news distinguished.
This is of considerable assistance for
users interested in developments in a
particular country or at EU level.

Date

It is also simple to navigate the contents
of EIROnline by date. Each month since
EIRO started collecting data in February
1997 is listed on the site map, and
clicking on a particular month connects
to its editorial page. From there, the

news or features links on the EIROnline

navigation bar provide access to all the
month's records.

Record ID

For EIRObserver readers who wish to
follow up a story in EIRObserver, and
read the full text of the original record(s)
on which it is based, the most direct way
of finding the record on EIROnline is to
input its Record ID. Each record is
allocated a unique ID, such as
SE9704111F, made up of: a two-letter
country code (such as SE for Sweden);
the month to which it refers (eg 9704 for
April 1997); a national centre organisa-
tion identification number (1 in most
cases, but 2 or 3 in countries where the
national centre is made up of two or
three separate organisations); a sequen-
tial number (eg 11); and an N, F or S to
denote news, feature or comparative
supplement respectively. The relevant ID
is provided at the end of each item in

EIRObserver (along with the IDs of
related records). If the ID is typed into
the empty field alongside Record ID in

the site map, and the Search button is
clicked, this will connect directly with the
record in question.

Organisations

Users who are interested in information
on particular organisations (companies,
trade unions, employers' organisations,
industrial relations institutions etc) will
find the site map's Organisations facility
useful. Clicking on Index connects you
to a list of all the countries covered by
EIRO, plus the EU level, and an alpha-
betical list of letters. Clicking on any
country will connect to a list of all the
significant organisations mentioned in
records referring to that country, and
clicking on the name of any organisation
provides a list (with links) of all the
records in which it is mentioned. The
alphabetical list sets out all the organi-
sations mentioned in EIROnline, and
again provides links to records mention-
ing each. This feature is still under

Additional facilities
EIROnline's various additional facilities are best accessed from the list on the
left of the home page. They provide a variety of assistance and further
information on EIRO, and also in some cases help us better meet the needs of
readers.
. about EIRO provides further information about the EIRO project's operations
and purposes. It also provides a link to information on the people most closely
involved in the design, maintenance and production of EIROnline.

. register invites all users to provide us with information on themselves and the
countries and sectors which interest them. You are encouraged to register, not
least because it provides you with several benefits - automatic e-mail delivery of
the EIRObserver bi-monthly bulletin in PDF form (see below), and (in future)
automatic e-mail notification when new EIRO records, which meet your
relevance criteria are added to the database (this feature is not yet available).

. help provides some hints on how to make the best use of EIROnline in terms
of navigation and browsers.

. feedback enables users to tell us what they think about EIROnline. Still under
development, this feature will enable you to assess the content and design of
the databases, and make suggestions and comments.

. EIRObserver allows users to download electronic facsimile editions of each
issue of EIRObserver, for reading or printing from their own PC. As mentioned
above, by registering, users can have the electronic edition sent to them
automatically, as soon as it is available, thus avoiding the printing and delivery
delays inherent in paper publications (this can mean receiving EIRObserver two
weeks or more earlier). EIRObserver is available as an Adobe Acrobat (.PDF) file,
and reading it requires the free Adobe Acrobat Reader, which users can
download from the Adobe website via this EIROnline page if they do not
already have it.

. contacts gives the fax and telephone numbers of the members of the central

EIROnline team at the Foundation in Dublin and and allows e-mail to be sent
directly to them. Details of fax and telephone numbers, addresses and contact
persons are provided for each of the National Centres, along with direct e-mail
contact in most cases, and there are links to the Centres' own websites, where
available.

. related sites provides Worldwide Web links which may be of interest to

EIROnline users. The links (of which there are well over 500) are grouped by
country, and within countries under the categories of employers, trade unions,
government and ``other''. There are also links to: the EU institutions and
related bodies; other European and international organisations; and European
and international trade union and employers' organisations. Users are
encouraged to suggest additions to the list.
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development and revision, and may in
future be extended to other categories
of information (people, abbreviations,
places etc).

Comparative supplements

The final feature of the site map is a
chronological list (with links) of all the

Comparative Supplements produced
by EIRO. These comparative studies focus
on one particular topical issue in indus-
trial relations and its treatment across
the countries covered by EIRO. They
consist of a comparative overview, based
mainly on brief national reports drawn
up by each national centre. At present,
the comparative overviews are present
on the database, and it is planned that
the individual national reports will be
added and linked to the overviews in
future. Elsewhere in the database, the
comparative supplements are classified
as ``EU-level'' records.

Searching

The most sophisticated way of finding
information in EIROnline is to use the
search option - accessible from the
EIROnline navigation bar on the home
page or every EIROnline page. EIRO uses
the powerful Muscat search engine and
offers users three types of search - free

text, advanced and thesaurus (you can

navigate between the three by using the
icons for each on the left of the search

page). Before starting to search, it is

strongly recommended that you click on

help, which connects to useful tips on
how to conduct all three types of search.

Very briefly:

. free text is the simplest form of
searching. Type in the word or words

you are looking for (in lower case) and
click the find button; placing a + in

front gives words more emphasis, while

a - (minus sign) means less emphasis.
You can also decide on how narrow you

want your search to be - choosing

anywhere between 100% (an exact
match with all the words you are looking

for) and 0%. After clicking on find, you
will be returned a list of ``hits'' - the titles

and abstracts (with links) of all the EIRO

records that contain the words you are
looking for. For features, the terms used

to index the records are also provided.

The screen displays 10 hits at a time, and
buttons at the bottom of the page allow

you to move on to the next (or previous)
10;

. advanced search allows for searches to
be narrowed down in terms of countries

and dates, and also for the use of the
logical operators AND, OR, NOT (the

help screen is invaluable in advising on

how to use these); and

. thesaurus search will allow for
searching on the basis of a specially-
developed controlled list of index terms.
This option is currently under
construction, but when completed will
allow users to search the thesaurus for
search terms, select from the list those
terms they want to search for and then
search for EIRO records relating to the
issues concerned.

Feedback

A written guide to a website/database is
only ever of limited use. EIRObserver
readers are urged to gain access to

EIROnline itself, in order to experience
how it works and what it offers. EIRO-
nline is still being developed and im-
proved continuously (some features are
not yet fully operational), and we would
welcome the views, comments and
queries of users in order to feed into this
process. As well as the feedback form
available on the website itself. Please
send any such input about the content,
design or overall ease of use of EIROn-
line, by e-mail to eiroinfo@eiro.euro-
found.ie (or to the EIRO contact address,
telephone and fax numbers listed on the
back cover of EIRObserver).

EIROnline launched by Commissioner Flynn

On 22 January 1998 in Brussels, PaÂ draig Flynn, the European Commissioner responsible for employment, social affairs and
industrial relations, officially launched EIROnline. Mr Flynn said that: ``I am convinced that EIROnline will be an invaluable
resource for social partners, governments and EU institutions, not to mention all EU citizens with an interest in industrial
relations.'' The Commissioner added that ``in today's ever more integrated European economy, where employment is the
number one priority, industrial relations are increasingly important and practitioners and policy-makers need to keep up with
developments in this field in all the countries of the Union. EIROnline goes a long way towards meeting these needs.''

Other speakers at the launch of EIROnline represented important user groups and audiences. Bernie Malone MEP, vice-
president of the European Parliament's Employment and Social Affairs Committee, stressed the value of countries learning
from one another's experience, especially in the light of the forthcoming Economic and Monetary Union, and commended

EIROnline's usefulness in helping to meet the social and economic challenges ahead. TheÂ reÁ se de Liedekerke, the director of
social affairs at the Union of Industrial and Employers' Confederations of Europe (UNICE), underlined the value of the project
to her organisation and the favourable view UNICE had so far formed of it, while stressing the importance of the social
partners' involvement. This involvement was also highlighted by Willy Buschak, political secretary at the European Trade
Union Confederation (ETUC), who spoke of the appropriateness in this respect of the involvement of the European
Foundation for the Improvement of Living and Working Conditions, and went on to emphasise the worth of EIROnline as a
tool in bargaining and in the ``Europeanisation'' of industrial relations. Finally, Jytte Fredensborg, general secretary of the
European Centre of Enterprises with Public Participation and of Enterprises of General Economic Interest (CEEP) referred to

EIROnline as a major contribution to the development of social dialogue at all levels, allowing users to draw inspiration from
other countries.

Clive Purkiss, director of the European Foundation for the Improvement of Living and Working Conditions, which manages
EIRO, expressed the hope that ``EIROnline will be an important contribution to achieving greater understanding and
knowledge of this important area.''
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The results of the December 1997
elections to France's prud'hommes
industrial tribunals have confirmed
the trends observed for more than
a decade. The only new develop-
ment is the CFDT union confedera-
tion's victory in the management
staff electoral college.

Wednesday 10 December 1997 saw the
five-yearly elections of representatives of
employers and employees on France's
unique joint employer-employee Conseils
de prud'hommes, or industrial tribunals.
In the poll, 14,646 prud'hommes coun-
cillors, whose responsibility is to judge
individual employment disputes, were
elected under proportional representa-
tion by the private sector's 14.6 million
employees and 921,000 employers. The
prud'hommes tribunals have three sec-
tions for the main areas of employment -
``industry'', ``trade'' and ``miscellaneous
activities'' - and one section for ``man-
agerial employees''.

Employee turnout falls again

Since the election of prud'hommes
councillors by all employees and em-
ployers started in 1979, the turnout has
been steadily falling, and reached its
lowest level in 1997 at 34.05%, as
revealed by Table 1.

This lack of interest is partly due to
logistical problems in the way voting is
organised. The vote takes place during
working hours, in offices usually situated
outside the workplace and sometimes a
long distance from it. Other reasons
include the distribution of the electorate
between the different sections, which
has changed radically since 1992. The
``industry'' section has witnessed a
14.4% drop in the size of its workforce,
while the ``miscellaneous activities'' sec-
tion has grown by 34.6%. The compo-
sition of this latter section has also been
drastically altered by its extension to
include domestic workers and workers
who are also students in higher educa-
tion.

Whatever the reasons may be, main-
taining the turnout at its past levels was
one of the principal issues of the
campaign for all the unions involved, as
the elections - the only polls to encom-

pass the whole of the private sector -
constitute a test of their popularity in the
workforce. All union leaders regretted
the low turnout, with Marc Blondel,
general secretary of the FO confedera-
tion, calling it ``a real catastrophe''.

Sole surprise in the ``managerial
employees'' section

In 1997, the pattern of support for
French trade unions did not see any
major upsets and the number of
switched votes was very small, confirm-
ing earlier trends - see Table 2. Yet, due
to the rise in the rate of abstention, all
unions saw a drop in the number of
votes received.

The CGT remains the most popular
union confederation, with 33.2% of the
votes. Although the changes in employ-
ment have been unfavourable for it - the
CGT's historical base was the industrial
sector - it achieved virtually the same
results as in 1992 (33.3%), thus checking
the regular erosion of its vote since
1979. The increase in the vote for the
CFDT continued, reaching 25.3%, while
the FO has retained its position after
more than a decade's continuous

growth in support. The CFTC did not
manage to stabilise its falling vote, and
lost a further point, winning just 7.5%.
The only noteworthy change of position
took place in the managerial employees'
section, where the CGC lost the first
place that it had hitherto occupied to the
CFDT, which gained eight points on its
1992 vote, easily overtaking the CGC
(the specialist confederation for this kind
of staff).

None of the unions not affiliated to one
of the confederations, even new orga-
nisations, were able to make any sig-
nificant breakthrough. The CFNT
especially, an organisation with close
links to the far-right National Front,
received a low vote nationally. However,
in the 150 sections in which it ran
candidates, and especially those towns
where the National Front has relatively
high electoral support, it achieved an
average of 6.5%, according to early
estimates. After the elections, the Cour
de Cassation, the highest court in the
French judicial system, will make a
judgment on the validity of these
candidates' election. As for the employ-
ers, the Entreprise plus slate, in which
the main employers' organisations are
represented, won a decisive victory, with
88% of the votes. However this is lower
than the 1992 result, of 91%.

Commentary

All the research shows that the efficiency
of the prud'hommes courts is much
appreciated by employers and employ-
ees alike. The low turnout in the
elections in no way challenges the
legitimacy of the prud'hommes council-
lors or of this type of industrial tribunal.
However, the high abstention rate raises
questions over the lack of significant
impact made on the private sector
workforce by the unions. The unions are
increasingly fragmented, though they
campaign on similar themes - the
enforcement of employment law, for
example. They are unable to appear
sufficiently different from one another,
and have trouble reaping the benefits of
the work of their elected officials on the
prud'hommes tribunals. (Catherine Vin-
cent, IRES)
FR9712185F (related records: FR9710171F, FR9711175F,

FR9711181N)

12 December 1997

FRANCE

No upsets in industrial tribunal elections

Table 1. The abstention rate in prud'hommes elections, by
section 1979-97 (mainland France)

Year

1979* 1982 1987 1992 1997

Employees' electoral college
Total registered electorate
(in millions)

12.3 13.5 12.2 13.9 14.6

Total rate of abstention (%) 36.7 41.39 54.05 59.63 65.95
Industry section 28.4 32.09 43.02 48.25 52.33
Trade section 44.1 48.91 61.8 67.05 72.39
Miscellaneous activities section 49.2 52.91 62.09 67.52 71.65
Managerial employees section 36.1 41.16 58.55 60.76 66.37
Employers' electoral college
Total rate of abstention (%) 51.6 52.06 65.93 74.31 79.0

*The Alsace and Moselle deÂ partements did not take part in the 1979 elections, so the results are not strictly comparable with

those of other years.

Table 2. Results of the employees' electoral college (mainland France),
trade unions' share of the vote in %, 1997 (1992)

Union CGT CFDT CGT-FO CFTC CGC CSL Misc*
Total 33.11

(33.34)
25.34
(23.81)

20.55
(20.46)

7.52
(8.58)

5.92
(6.95)

4.22
(4.4)

2.67
(2.43)

Industry section 40.67
(41.31)

22.3
(22.58)

21.27
(19.84)

6.27
(7.02)

3.66
(4.56)

4.23
(4.13)

2.4
(0.52)

Trade section 32.78
(32.51)

24.16
(23.04)

23.31
(23.14)

7.39
(8.92)

7.97
(4.2)

4.94
(5.85)

3.1
(2.29)

Miscellaneous activities section 30.3
(26.28)

27.74
(26.8)

21.56
(22.4)

8.67
(11.35)

3.47
(3.82)

4.36
(4.11)

3.8
(3.19)

Management employees section 16.22
(13.96)

31.52
(23.54)

10.36
(13.55)

9.94
(10)

21.88
(27.2)

3.42
(3.58)

6.65
(8.13)

* Misc in 1997: UFT, CFNT, Groupe des 10, UNSA, miscellaneous (Misc in 1992: Groupe des 10, FGSOA, UFT).
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In November 1997, after six
months of talks, the Greek
Government, trade unions and
employers' organisations signed a
national agreement on
development, competitiveness and
employment.

The Confidence pact between Govern-
ment and the social partners on the way
to the year 2000 was signed on 10
November 1997 by the Government and
the Greek General Confederation of
Labour (GSEE), the Confederation of
Public Servants (ADEDY), the Federation
of Greek Industries (SEV) and the
National Confederation of Greek Com-
merce (ESEE). The General Confedera-
tion of Greek Small Businesses and
Trades (GSEVEE) refused to sign. The
``Confidence Pact'' represented the cul-
mination of a six-month process of
negotiation within the social dialogue
launched by the Government (EIRObser-
ver 4 p.4).

Public policy guidelines

The first part of the Pact, dealing with
``policies for development'', sets out the
general political guidelines of the Greek
Government in the areas of public
investments, efficiency of public cor-
porations and the public sector, and
industrial policy. These guidelines, which
had been published at the outset of the
social dialogue process, were mutually
accepted by the social partners once the
Pact was signed. The main points of the
first part of the agreement are as
follows.
. Public investments must be aimed at
creating the greatest number of jobs
possible. To achieve this goal, tripartite
committees may be formed in each
region, comprising representatives of
local authorities, enterprises and
employees.

. The Pact notes that public corporations
and organisations suffer from centralism,
bureaucracy, favouritism and lack of
infrastructure, and deems it necessary to
strive for radical reforms and accelerated
training for employees.

. Current industrial policy is considered
sound but it should be accompanied by
activity aimed at developing vocational
skills, linking initial training with the
production process, and ensuring a
process of continuous training, because
Greece ``can no longer base its long-
term competitiveness on cheap labour''.

Employment and competitiveness

The second part of the Pact, whose title
covers policies to support competitive-

ness and to increase employment, refers
mainly to employment, since conflicting
views were expressed on matters of
competitiveness. The main points are as
follows.
. It is accepted by all sides that to deal
with unemployment a long period of
economic growth is needed, but that
this alone is not enough. It is therefore
also necessary to adapt to new forms of
labour, that is, to ensure structural
changes in the labour market.

. The need to support active
employment policies is noted, and three
individual measures listed: promotion of
entrepreneurship aimed at the
establishment of small and medium-
sized enterprises, since they create many
jobs; upgrading the system of vocational
training in order to remedy the lack of
qualifications; and dealing with the
increase in unemployment associated
with the mismatch between new jobs
and the knowledge and skills of
unemployed people.

. The Pact mentions briefly the need to
support equal opportunities policies,
though it does not propose any specific
measures.

Pay and other issues

One of the questions that gave rise to
lively discussions during the process of
social dialogue was the level of pay
increases over the next two years, on
which the Pact finally included the
following agreement: nominal wages
should rise along with inflation, and
should also reflect part of the increase in
productivity (ie the average productivity
of the Greek economy).

The most important issues covered by
the social dialogue were changes in
labour relations and social protection.
. The Pact states that measures should
be taken to protect young people under
the age of 29 through an ``integrated
national entry into the labour market''
which by 2000 will cover all the
country's unemployed youth, and that
the reduction of non-wage labour costs
should be examined as an incentive for
hiring unemployed youth.

. For long-term unemployed people,
there will be medical and pharmaceutical
care, the cost of which will be covered
by the Manpower Employment
Organisation. Funds will be made
available either for the integration of
long-term unemployed people into
production or for providing them with
the insurance stamps they require to
receive a pension.

. It is recognised that labour inspection
in its present form cannot fulfil its

mission. The Pact proposes creating a
``special corps'' of labour inspectors to
be run by the Ministry of Labour and
monitored by the social partners.

. It is agreed that full-time employment
should be the main form of
employment. Part-time employment
should be used as a supplementary form
of employment leading to full time.
However all necessary measures will be
advanced for promoting part-time
employment on a voluntary basis in the
public sector, with guaranteed equal
labour, insurance and social rights.

. ``Unofficial'' forms of work, according
to the Pact, may be an answer to new
economic needs and activities, although
they should be subject to regulations
aiming at the social protection of
employees. This finding covers areas like
working at home, teleworking, work for
which ``receipts for services rendered''
are issued, all other forms of non-
dependent work, temporary work,
subcontracting and the ``lending'' of
workers.

. The Pact also contains an agreement
on the participation of the social
partners in`` local employment
agreements'' and a description of their
importance in combating
unemployment.

Commentary

Tripartite social dialogue is an unfamiliar
practice in Greece. From this standpoint,
the need - as perceived by all the parties
involved - to seek to reach well-argued
consensus on basic issues of concern to
Greek society is undoubtedly a plus.

However, the arguments and analyses
submitted did not yield the results
expected, because of strong opposition
registered in some quarters. As a result
of both this opposition and the varying
basic approaches of the parties, particu-
larly in relation to development and
competitiveness, agreements were
reached on separate issues whose im-
plementation will require more specia-
lised measures. As far as labour relations
are concerned, points of friction be-
tween the sides (for example over
working time) were avoided. Finally, it is
a fact that the Confidence Pact was not
accepted across the whole political and
trade union sphere, either with regard to
its content or to its anticipated results.
For example, the parliamentary opposi-
tion criticised the outcome of the
dialogue, whilst amongst the employers'
organisations, the GSEVEE did not sign
the Pact and the GSEE union confed-
eration took the decision to do so by a
marginal vote. (Eva Soumeli and Giannis
Kouzis, INE-GSEE)

GR9711138F (related records: GR9704112N, GR9710129F)
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Recent company agreements at
Telecom Italia Mobile and
Electrolux Zanussi have focused
attention in Italy on teleworking.

In recent years in Italy, teleworking has
begun to appear on agenda of com-
pany-level bargaining - with agreements
at Telecom Italia, Seat, Saritel, Italtel and
Digital - and, even more recently, of
sectoral bargaining - with agreements in
part of the telecommunications sector
and in commerce. In the majority of
cases, teleworking has been introduced
on an experimental basis, covering only a
marginal part of the companies' work-
force. However, despite the limited use
of telework (compared with many EU
countries), bargaining has provided quite
similar regulatory frameworks in each of
these companies. It should be noted that
the most significant case of teleworking,
that of IBM's Italian subsidiary, has not
gone through the bargaining process.

The most complete bargained definition
of teleworking is in the commerce sector
agreement, which identifies four types:

homeworking, when the work is per-
formed in the worker's own home; out-

working, when the work is performed at
a distance from the company's premises
in a variety of locations (eg maintenance
services or on-site assistance to clients);

remote working, when the work is
performed at a collective company-
owned work-station at a distance from
the company; and ``hoteling'', when
work-stations are made available in the
company for workers who usually oper-
ate off-site. The two forms of telework
most frequently resulting from company
bargaining are homeworking and out-
working, and two new company agree-
ments illustrate well the differences
between the two types.

Tim agreement

An agreement on teleworking was
concluded at the Telecom Italia Mobile
(Tim) mobile phone company on 14
November 1997, which provides a sig-
nificant example of the Italian experience
of out-working. The Tim experiment is to
be conducted in the company's technical
sector for network maintenance work-
ers, and in its commercial sector for sales
personnel, with the aim of achieving a
significant improvement in the quality of
the service.

In maintenance services, the innovation
has reduced the amount of time spent
on the company premises, given that a
number of operations (including clocking
in and out) can now be performed using
a computer provided by the company.

There is no change in the working hours
of maintenance staff or in the places
where they perform their tasks, which
remain the same as those of their
colleagues working ``traditionally''.
However, controls on their work activity
have changed. The sales personnel will
be given apparatus which will enable
them to ``hook up'' to the company's
information system and thus work in
constant contact with headquarters. The
aim is to increase the personnel's
response capacity when dealing with
clients, by enabling constant on-line
consultation with the company.

If, on completion of the experimental
period, the system is extended to all the
maintenance and sales staff, around
35% of the company's personnel might
be involved in telework.

Electrolux Zanussi agreement

The Electrolux Zanussi agreement,
signed on 6 December 1997, fits the
homeworking category. The agreement
was based on a proposal drafted by the
company's equal opportunity committee
and forms part of Zanussi's wider
commitment to equal opportunities.

The agreement provides for a two-year
experiment involving up to 40 volunteer
female workers. The declared purpose is
to enhance the work experience, pro-
fessional development and career ad-
vancement of pregnant women and
women with young children. Its actual
purpose is to forestall recourse to
parental leave when this is not neces-
sary. Although the project was conceived
especially for female workers, it can also
involve male workers, under the provi-
sions of the Italian law on parental leave.
The system has the following features:

1) a work area separate from those
normally devoted to everyday family life
must be made available in the telewor-
ker's home;
2) this work area must comply with
health and safety regulations;
3) working hours are distributed at the
worker's discretion. However, the work-
er must be present at certain times of
the day to receive communications from
the company;
4) since working hours can be organised
as the worker wishes, extra payments for
overtime, night and weekend work are
not envisaged;
5) the necessary equipment is installed
by the company, and at the company's
expense. The worker may use this
equipment only for company purposes,
and must guarantee access to it for
maintenance;

6) the worker receives a lump-sum
payment to cover the costs arising from
telework, like the occupation of space,
electricity, and telephone charges; and
7) the experiment will be monitored by
the equal opportunities committee, with
a view to extending the scope of the
system.

Commentary

Italy has limited experience of telework-
ing as regards both bargaining and the
actual implementation of this kind of
work. Nevertheless, it is possible to
identify a number of interesting trends.

Firstly, agreement-based experiments
have concentrated on homeworking and
out-working. The former type of tele-
work tends to be associated with a
better management of working hours by
both male and female workers, and with
a better conciliation of family commit-
ments with work. The latter provides a
certain amount of freedom in the
management of working time, but
above all it makes more free time
available by eliminating or reducing
commuting between home and work.
However, out-working's main purpose is
to increase flexibility and productivity by
reducing the need to travel into the
office for routine bureaucratic proce-
dures. In a certain sense, homeworking
and out-working represent two oppos-
ing tendencies. In the former case, a
worker previously integrated into the
corporate bureaucratic structure acquires
autonomy in the management of work-
ing hours and family commitments. In
the latter, employees who habitually
work off-site have greater opportunities
to integrate with the central information
system.

Secondly, the opportunities offered by
remote working - ie the shifting of
labour demand to the areas of greatest
supply - have apparently been neglected
both by firms, except in cases of
restructuring, and by trade unions.
Perhaps the job-creation potential of this
form of telework could be better
exploited by setting up specific projects.

Finally, it seems that the tendency
towards out-working is relatively clear,
and that it stems from the application of
technological innovations to off-site
work. Some improvements in living and
working conditions might be made
possible by further developments in
homeworking, although it is still too
early to say what form these might take.
As regards remote working, one might
expect this system to have some positive
job-creation effects in areas of high
unemployment (Roberto Pedersini, Fon-
dazione Regionale Pietro Seveso)

IT9712218F (related records: IT9707118N, IT9706206F)
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A recent orientation debate on
employment policy in
Luxembourg's Chamber of
Deputies has prompted a motion
urging the Government to work
towards an agreement between
the social partners that contains
guidelines for a framework law on
working time and for gradually
reducing working hours by means
of collective bargaining

An orientation debate on employment
policy in Luxembourg took place in
Parliament's Chamber of Deputies on 13
November 1997. The competent parlia-
mentary commission, covering labour
and employment, had previously held
hearings with all the social partners.
Much of the debate focused on working
time - in Luxembourg, legislation cur-
rently provides for a standard 40-hour
week and eight-hour day, and collective
agreements rarely differ from these
provisions.

The positions of the social
partners

The LCGB and OGB-L trade union
confederations hold complementary
views on employment policy, so when
they were interviewed by the parlia-
mentary commission on 15 October
1997, they opted for a joint approach.
The main pillars of this approach are in
three stages:
1) the complete across-the-board imple-
mentation of the eight-hour day/five-day
week, and the abolition of all excep-
tions;
2) a transitional period to enable the
social partners to negotiate flexible
arrangements or shorting working
hours; and
3) a reduction in the working week to 35
hours over the next five years.

The employers are strongly opposed to
shorter working hours on the grounds
that the Luxembourg labour market is
beset by ``over-employment''. They also
point out that the number of jobs has
risen steadily over the last decade and
that cross-border workers account for
over a third of the total workforce: ``a
unilateral reduction in working hours
would not create jobs, and would be
particularly ineffective in the specific
context of the Luxembourg labour mar-
ket.''

Debates in the Chamber of
Deputies

After listening to all the social partners
and representatives of the various Min-
istries involved, the parliamentary com-

mission noted that at present there is
effectively no dialogue between the
social partners on new ways of organis-
ing working time. The Commission's
conclusion was that such dialogue was
essential if there was to be any progress
in the direction of creating jobs. In this
connection, the commission's president
appealed to the social partners to use a
future tripartite meeting to agree on
new ways of adjusting working time; if
they are unable to reach a solution by
consensus, new guidelines will have to
be introduced by law.

In the course of the discussions, the
Minister of Labour and Employment
stated that he would be ``allergic to
infections coming in from abroad''. He
could therefore think of no reason why
Luxembourg should go down the road
of reducing the working week from 40
hours to 35 (as has recently happened in,
for example, France and Italy - EIRO-

bserver 5 p.5 and 7). The Government
would, however, agree to drafting a
``framework law on the reorganisation
of working time''. Consideration could
only be given to reducing working time if
the labour market situation improved.
The Government would be prepared, for
a transitional period, to cover social
charges in respect of jobs created by
reductions in working hours fixed by the
social partners in a collective agreement.

Motions put forward in the
Chamber of Deputies

The orientation debate on employment
closed with the adoption of seven final
motions. In the most important of these,
the Chamber of Deputies:

. urged the government to instruct the
National Service for Statistics and
Economic Studies and the General Social
Security Inspectorate to come up with a
study on the structure of employment
creation;

. called on the Government to use an
early tripartite meeting to evaluate
current measures aimed at reintegrating
job-seekers into the labour market (some
of the instruments may have to be
adapted as appropriate);

. pressed the Government to extend the
basic training provided for those who
have benefited least from the education
system, and maintain and re-examine
the Certificate in Training in Technical
and Vocational Training;

. wants to see legal backing given to the
establishment of a pool of educators to
train unemployed people; and

. invited the Government to set up an
interministerial unit to ensure permanent
cooperation between the services of the
Ministry of National Education and
Vocational Training and those of the
Ministry of Labour and Employment, and
collaboration between these two
Ministries and the Ministries of the
Economy and the Middle Class.

In its seventh and final motion, the
Chamber of Deputies argued for the
introduction of a framework law pro-
viding for the following:

. implementation of the 40-hour
working week across the board;

. a positive flexibility in working time,
together with a reduction in working
hours to be negotiated by the social
partners in collective agreements,
providing that this reduction leads to the
recruitment either of insured
unemployed people or of job-seekers
registered with the Employment
Administration;

. new ways of adjusting and organising
working time;

. state aid in the event of the social
partners reaching an agreement
whereby working hours are reduced and
either new workers are taken on or
staffing levels are maintained at their
current level; and

. instruments for monitoring and
evaluating the impact that negotiations
involving the social partners have on
employment and payroll costs.

Lastly, the Chamber of Deputies asked
the Government to ensure that the issue
of adjustments to, and reductions in,
working time appears as an item on the
agenda of the next meeting of the
Tripartite Coordinating Committee. De-
puties also called on the Government to
work towards an agreement between
the social partners on the outline of a
framework law and on ways of gradually
reducing working hours, to be nego-
tiated through collective agreements or
company-level agreements.

Commentary

Given its healthy position in labour
market terms, Luxembourg could well be
one of the last countries in which the 40-
hour week bastion will fall and normal
hours drop below this limit. However,
there is every hope that the social
partners will be able to reach an
agreement in the near future on funding
shorter working time through greater
flexibility or annualised hours. (Marc
Feyereisen, ITM)

LU9712134F (related record: LU9711133N)

12 December 1997

Employment policy debate focuses on

working time

LUXEMBOURG

8



The 40-hour statutory working
week finally came into force in
Portugal on 1 December 1997,
after a one-year implementation
phase. The simultaneous
introduction of a reduction in
working time and new forms of
flexibility have led to conflict in a
number of sectors.

Although some headway has been made
through collective bargaining, contro-
versial issues in Portugal - such as the
length of the working week - continue
to be decided by law. Working time is
currently governed by the ``40-hour law''
(Law No. 21/96, dated 23 July 1996), the
second phase of application of which
came into effect on 1 December 1997.

The law stated that in December 1996
weekly hours should be shortened by
two hours towards the limit of 40 hours,
and that no enterprise could exceed the
40-hour limit - without loss of pay for
workers - by December 1997.

Interpretation of the law

The two principal trade union confed-
erations have stated that hundreds of
thousands of workers - perhaps up to a
million - have reaped benefits during this
first year of application of the new law.
The Secretary of State for Labour also
believes that the law is being widely
applied - to an even greater extent than
other labour laws. However, December
1997 had for some time been viewed as
a landmark date because of several
issues that had arisen regarding the way
in which the law was to be implemen-
ted. Putting the law into practice has not
been a peaceful process, due to the
various interpretations of its wording.

The law had been approved in Parlia-
ment as part of the tripartite ``short-term
agreement'' of 1996. Immediately
doubts arose that were to lead to a
number of expert opinions on the
interpretation to be given to the terms
``actual working hours'' (trabalho efec-
tivo) and ``normal working time'' (perõÂ -
odo normal de trabalho), or time of
employment in the enterprise. A dispute
arose regarding breaks, which are not
considered as part of actual working
time. The central discussion is over the
fact that short breaks have not been
counted as part of normal working time.
Another issue focuses on meal breaks for
shiftworkers, for whom some breaks are
covered and others not.

The transposition of the 1993 EU
Directive on certain aspects of the
organisation of working time, currently

being debated in Parliament, includes an
interpretation of the term ``break''. The
results of this interpretation may help to
overcome these difficulties of definition.
The Directive, which should have been
transposed by 23 November 1996, had
still not been transposed at the end of
1997, and the delay is at least partially
explained by the disputes over the
interpretation of the 1996 legislation.

Positions adopted by social
partners

The General Workers' Union (UGT) has
called attention to those cases in which
the 1996 law has not been enforced and
has requested intervention by the Gen-
eral Labour Inspection. It has also
underlined the need to clear up doubts,
imprecision and incorrect interpretations
that have led to dispute. These doubts
are currently being cleared up. The UGT
has also been working toward its next
objective: a further reduction to the 35-
hour working week.

The General Confederation of Portu-
guese Workers (CGTP), in an overall
interpretation of the term ``working
time'', has stated that nearly 300,000
employees are being short-changed be-
cause the working week is not being
reduced according to the spirit of the
law. This union confederation has filed a
complaint with the ombudsman and has
headed several protest initiatives in areas
such as Braga and Oporto.

The protests have in some cases included
a ``directed application strike'' - in other
words, one in which workers strike
directly against what they consider to be
excess working time. For example, some
shiftworkers in the textile industry took
strike action on every Saturday
throughout 1997. They also held de-
monstrations and press campaigns over
the whole year. It is stated that growth
must also be reflected in better condi-
tions for workers.

The CGTP rejects the interpretation of
the meaning of the term ``break'' that
the transposition of the Directive will
introduce into Portuguese legislation.
The Directive does not deal with Satur-
day working, nor does it safeguard or
guarantee rights regarding breaks ac-
quired in previous agreements which are
more beneficial than those set down in
the law. The law transposing the Direc-
tive would safeguard only those breaks
and stoppages that are beyond the
worker's control, that is, those that
come about as a result of health and
safety conditions, cleaning up or lack of
materials.

The employers' interpretation of how to
calculate time is different. In the em-
ployers' view of shiftwork, for example,
there are periods such as lunch breaks
that should not be counted as working
time. The hotel industry claims that there
will be a 2.8% cost increase and that
hiring more employees and extra hours
will jeopardise the industry's competi-
tiveness.

Commentary

Debate in the national media over the
application of the 40-hour law has been
considerable. However, it has been
centred around generic issues and ways
to apply - or not to apply - the law and
the concept of a ``break.'' A skirmish of
interpretations has substituted for rea-
sonable discussion, which, in turn, has
blurred the complex nature of the
reduction of working time.

In Portugal, the model of working time
organisation and limitation has been
until recently highly regulated and un-
diversified, with legislation being the
only tool to define issues. The legislation
dealt primarily with the duration of
working time and one of its most
important related aspects - the reduction
of the hourly working week.

In 1990, the tripartite Economic and
Social Agreement stipulated that a
reduction in working hours should be
negotiated. It stated that agreements
should, as a rule, be more beneficial than
the law. Analyses have proved that
sectoral collective bargaining introduced
some innovation into the reduction of
working hours as far as flexibility and
limiting working hours were concerned,
but that the greatest changes have taken
place at the enterprise level. (Maria Luisa
CristoÂ vam, UAL)

PT9712154F (related records: PT9703110N, PT9712156N)
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There has been an increase in the
number of Spanish collective
agreements with ``special
clauses'', as a result of the labour
reforms of 1994 and 1997,
according to reports on bargaining
published in late 1997. The latest
topics covered by these clauses are
functional and geographical
mobility, controlling overtime,
secure employment and pensions.

Towards the end of 1997, as is custom-
ary, trade unions and employers' orga-
nisations, the Economic and Social
Council and the Ministry of Labour
reported on the year's trends in the
content of collective agreements. The
bargaining reports highlight important
new aspects in Spanish industrial rela-
tions, including the growing importance
of the so-called ``special clauses'' on:
geographical and functional mobility;
controlling overtime, converting tem-
porary jobs into permanent jobs; and
supplementary social security.

Geographical and functional
mobility

Provisions on functional and geographi-
cal mobility are new and may indicate
the progress of technological and orga-
nisational changes in companies. The
two labour market reforms, in 1994 and
1997 (EIRObserver 3 p.10), paved the
way for the introduction of functional
and geographical mobility in order to
facilitate flexible management of the
workforce. In 1994 only 8.9% of agree-
ments included a clause on geographical
mobility, affecting only 664,000 work-
ers; by 1995 this figure had increased to
14%, affecting 1,067,000 workers; and
by 1996 to 21.6%, affecting 1,579,000
workers. That is to say, such clauses now
affect one out of five wage earners
covered by collective agreements.

Clauses on functional labour mobility
within the workplace and the definition
of the responsibilities of each occupa-
tional grade are also becoming increas-
ingly widespread. In 1994 only 12.3% of
agreements had such a clause. By 1995,
this figure had risen to 17.2% and by
1996 to 23%. In other words, the
number of workers affected has risen
from 925,000 to 1,680,000.

Furthermore, the definition of responsi-
bilities, which was for many years
considered as a ``rigid'' point in the
management of the workforce, is also
following the same trend. The number
of workers affected by new clauses on
this point rose from 756,000 in 1994 to

1,484,000 in 1996. In most cases, the
redefinition of the responsibilities of
occupational grades is linked to the
introduction of new technology or new
forms of work organisation.

Controlling overtime

With regard to working hours, collective
agreements have been aimed particularly
at controlling overtime. This is a parti-
cular concern of the trade unions that is
included in the intersectoral agreement
for employment security (acuerdo inter-
sectoral para la estabilidad en el em-
pleo), one of the three agreements
concluded in April 1997 reforming the
labour market. Recent figures show that
the percentage of agreements contain-
ing clauses dealing with a reduction in
overtime had increased from 2.3% in
1994 to 3.5% in 1996. The number of
agreements containing clauses dealing
with the elimination of overtime was
more variable: 10.5% in 1994, 12.9% in
1995 and 9.9% in 1996. On this point,
the trend is rather erratic, particularly
bearing in mind that in 1997 there was
an increase in the amount of overtime
worked. Only 1.9% of workers are
affected by reductions that fall below
the maximum legal limit.

Temporary into permanent jobs

Turning temporary jobs into open-ended
ones is without doubt one of the major
points in Spanish collective agreements
and its importance is increasing. In 1996
only 2.9% of agreements established a
commitment to create jobs and 4.6% to
maintain jobs, but 8.1% accepted the
conversion of temporary jobs into per-
manent jobs. Since 1994, agreements
have led to the conversion of 164,456
temporary jobs into permanent jobs. This
phenomenon has taken place mainly in
industry and amongst men, who took up
68.4% of these converted contracts,
compared with 31.6% for women.

The trade unions intend to demand
compensation for workers on temporary
contracts to force their conversion into
secure contracts. They therefore have a
very specific calendar for the introduc-
tion of conversion clauses, which would
begin with the collective bargaining
round in 1998. To a certain extent, this
involves the introduction of a ``punish-
ment'' for hiring temporary staff in order
to avoid abuses and to reap the greatest
possible benefit from the conversion
agreement that forms part of the April
1997 agreement.

Clauses on pensions

Despite the recommendations of the
CEOE employers' confederation, collec-
tive agreements are increasingly includ-
ing clauses related to supplementary
social security benefits. Some 53% of
agreements contained such clauses in
1994, and 64% in 1996. The most
important benefits are retirement sup-
plements, which appeared in 25% of
agreements in 1996. This is associated
with an organisational policy aimed at
promoting early retirement, which ap-
pears in 34% of agreements, covering
2,530,000 workers.

Clauses related to invalidity are second in
order of importance: 23% of agree-
ments in 1996 included invalidity sup-
plements, and 48% provided
supplements for industrial accidents.
These two clauses are related to the
increase in the number of industrial
accidents over the last few years (EIR-
Observer 5 p.9). This is at the same time
associated with the high rates of tem-
porary employment and the lack of
training and occupational experience
caused by insecure employment.

Commentary

We are now seeing the clear emergence
of certain trends that had begun to build
up since the labour market reforms of
1994 and 1997. Their general charac-
teristics include the strengthening of the
autonomy of the social partners, a
greater degree of freedom to negotiate
and extend the content of agreements,
and a reinforcement of the role of
collective bargaining as a procedure for
regulating labour relations. This is shown
by the increasing importance of ``special
clauses'' which introduce a new dyna-
mism into collective bargaining and will
be a focus of attention over the next few
years.

However, the model of negotiation
based on the autonomy of the social
partners and less intervention by the
administration involves new risks. One
such risk is the lack of protection for
workers in small companies in which
there is hardly any union representation
and labour relations are subject to de
facto unilateral management regulation.
This is a topic that is particularly
important in a country such as Spain
with a high proportion of small compa-
nies. (Antonio MartõÂ n Artiles, QUIT)

ES9711231F (related records: ES9706211F, ES9712137F)
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Trade union representatives are
expressing concern over the
spread of ``personnel
secondment'' - when persons
under an employment contract
with one firm are leased to work in
another firm. Unions fear that this
might lead to new groups of
employees falling outside the
scope of collective agreements.

``Personnel secondment'' (persona-
luthyrning) is the Swedish term for the
situation whereby persons under an
employment contract with one firm are
leased to work in another firm. It covers
arrangements known in other countries
variously as hiring-out of labour or
temporary agency work. The practice
was deregulated in Sweden in 1991 and
has since increased considerably. Legis-
lation in 1993 removed the requirement
that a firm had to be licenced to lease
workers - such licences had been given
to very few firms. The new law con-
tained only two restrictions: the em-
ployee must not be restrained from
accepting employment in the client
enterprise; and people who have left
their employment to work for a leasing
firm must not be leased to their previous
employer for at least six months. In July
1996, the current Social Democrat
Government appointed a commission to
evaluate the consequences of the 1993
legislation.

The results of the study

The commission presented its final report
in March 1997. It showed that the
leasing companies expanded rapidly
after the new law was passed. However,
they still employ only 9,400 people
(0.2% of the labour force) and 20% of
the 9,400 are self-employed without any
employees, which makes it doubtful
whether they should be included. The
study also found no signs that the
activities of the leasing firms threaten
ordinary jobs at the client enterprises.

According to the report, the greatest
problem is the situation of the employ-
ees themselves, whose income varies
with the job. Parts of the sector were
covered by collective agreements be-
tween a service employers' organisation,
TjaÈ nstefoÈ retagens ArbetsgivarfoÈ rbund,
and HTF, a trade union organising white-
collar workers in commerce, transport
and services. Those covered by the
agreement were guaranteed at least
50% of their salaries every month, even
if they had not been leased for as many
hours.

To solve the problems of the sector, the
commission suggested that firms leasing
their employees should be registered by
a council consisting of representatives of
the sector's unions and employer orga-
nisations and three independent legal
experts. For a leasing firm to be
registered: it must have a satisfactory
financial base; its book-keeping and
accountancy must follow good practice;
personnel who are regularly leased
should have permanent employment
contracts; the leasing firms should
follow the rules of the regulated labour
market in other respects, and follow
good business ethics in their promotional
activities.

New conditions

Since the commission reported, two new
collective agreements for employees in
leasing firms have been concluded. The
first was reached in May 1997 between
the Transport Workers' Union and TjaÈ n-
stefoÈ retagens ArbetsgivarfoÈ rbund, guar-
anteeing employees 50% of monthly pay
even if they are not leased at all during
this period. The second agreement was
reached in October 1997 when the same
employers' organisation and HTF agreed
on an increase in guaranteed pay to 75%
of a full-time salary.

The leasing of personnel is still domi-
nated by the office and financial ad-
ministration sector, which means that
the agreement between HTF and the
service employers has been thought
sufficient to secure employment condi-
tions for the whole sector. However, at a
seminar at National Institute for Working
Life in November 1997, union represen-
tatives reported that leasing firms are
now increasingly also leasing blue-collar
workers, a trend which was not ob-
served by the commission. The HTF
agreement does not cover this category
and is not a good model for blue-collar
jobs. Among blue-collar unions, only the
Transport Workers' Union has an agree-
ment. The strong growth in the blue-
collar sector is a result of current
management strategies whereby firms
concentrate on their core activity. Thus
they have a narrow core of permanently
employed staff, usually highly qualified,
while they seek to ``outsource'' periph-
eral activities wherever possible, eg to
personnel-leasing companies.

Another problem related to the bar-
gaining system is that only one national
union signs an agreement for all blue-
collar workers in an enterprise, namely
the union organising the workers in the
firm's central activities. A cleaner at a

building site comes under the building
workers' agreement, while the pay and
conditions of cleaners in an engineering
company are regulated by the agree-
ment between the Metalworkers' Union
and the Association of Swedish Engi-
neering Industries. The almost total
absence of collective agreements to
cover the leasing of workers other than
office and financial administration staff
means that large groups of workers in
the leasing field are either without a
collective agreement, or covered by an
agreement other than that covering the
other workers in the client firm. In other
words, people doing the same job at the
same workplace can have very different
pay and conditions .

Problems could also arise when leasing
companies, which typically do not have
any real production of their own, lease
personnel to enterprises covered by
differing collective agreements. Then the
question would arise as to which union
should sign an agreement with the
enterprise, when the individual employ-
ee could be leased to different firms
under different agreements from day to
day. A theoretical solution would be to
follow the agreement covering each
client workplace. However, such a solu-
tion is less likely since it would involve
the change of agreement whenever the
workplace is changed.

Commentary

The Ministry of Labour is now studying
the positions adopted on the commis-
sion's report by unions and employers
and other organisations and authorities,
and plans to submit a bill to Parliament
in May 1998.

If the leasing firms continue to take an
even larger share of the labour market
and broaden their activities to new
economic sectors, the blue-collar unions
will be forced to decide how to bargain
collectively for the new workers. The LO
union confederation will not accept that
an increasing number of workers are not
covered by collective agreements, and is
working on a solution for the whole
area. It will still take some time before
the unions decide how to deal with the
issue. (Jonas BergstroÈ m, National Insti-
tute for Working Life)

SE9711152F (Related records: SE9706128N, DE9711138F,

NL9711144F)

21 November 1997
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EU/NEWS

Employment Summit agrees measures
to combat unemployment

On 20-21 November 1997, European
heads of state and government met in
Luxembourg for the much anticipated
Employment Summit - the first ever such
European Council meeting dedicated to
the issue of how to address the problem
of persistent unemployment in the
European Union. The main decisions
reached by the summit (which fell short
of what some participants had hoped
for) were as follows:

1) The employment provisions of the
draft Amsterdam Treaty (EIRObserver 4
p.2) are to be put into effect immediately
and guidelines for Member States'
employment policies for 1998 adopted
by the end of 1997.
2) A twice-yearly meeting between the
social partners, the Council ``troika'' (the
political leaders of the past, present and
future Council Presidencies) and the
European Commission is to be instituted
to review employment policy and the
implementation of the 1989 ``Social
Charter''.
3) High-level expert working groups are
to be set up to analyse industrial change
and anticipate and guard against detri-
mental economic and social conse-
quences.
4) An additional ECU 10 billion of Euro-
pean Investment Bank (EIB) funding is to
be made available to support small and
medium-sized enterprises (SMEs), new
technology and trans-European net-
works.
5) An ECU 450 million ``European Em-
ployment Initiative'' to aid innovatory
and job-creating SMEs is called for.
6) Member States are called on to
strengthen their economic policy coor-
dination.
7) Specific targets are recommended for
the 1998 employment policy guidelines
in terms of youth and long-term un-
employment and of training.
8) The social partners are invited to
negotiate agreements on modernising
work organisation, covering flexibility
and working time.

Specifically on the role of the social
partners, the Presidency Conclusions
stated that, as part of the necessary
strengthening of the social dialogue, the
partners at all levels will be involved in all
stages and will have their contribution to
make to the implementation of the
employment guidelines. In addition to
the abovementioned meetings between
the social partners, the Council ``troika''
and the Commission, the European
Council called on the social partners to:

. conclude as soon as possible
agreements with a view to increasing the
possibilities for training, work
experience, traineeships or other

measures likely to promote
employability; and

. negotiate, at the appropriate levels,
agreements to modernise the
organisation of work, including flexible
working arrangements, ``with the aim of
making undertakings productive and
competitive and achieving the required
balance between flexibility and security''.
Such agreements may, for example,
cover ``the expression of working time as
an annual figure, the reduction of
working hours, the reduction of
overtime, the development of part-time
working, lifelong training and career
breaks''.

The European Trade Union Confedera-
tion (ETUC) and the Union of Industrial
and Employers' Confederations of Eur-
ope (UNICE) have both welcomed the
outcomes of the Luxembourg Employ-
ment Summit.

EU9711168F

28 November 1997

AUSTRIA/NEWS

Schemes aim to encourage hours cuts
and job creation

In late 1997, a number of measures
aimed at encouraging various form of
working time reduction and reorganisa-
tion were agreed in Austria - notably
introducing part-time work for older
workers and encouraging workers to cut
their working hours to create jobs.

In conjunction with the pension reform
package which was enacted in late
1997, an entitlement for older workers
to work part-time has been introduced.
This complements and reforms an exist-
ing entitlement to a part-time pension.
The part-time pension was formerly
available only when all the requirements
for early retirement were fulfilled, but
from 1998 this is no longer necessary. It
will now be sufficient to have accumu-
lated 300 months (25 years) of pension
insurance contributions, of which 108
months (nine years) must have been
made within the last 15 years.

If employees are entitled to a part-time
pension and are aged over 50, they can
demand to have their normal working
time reduced. If the employer does not
comply and has more than 10 employ-
ees, the employee can sue in court for a
reduction of working time. The Govern-
ment originally planned that no consent
by the employer would be necessary but
employers' organisations insisted that
management should have some say,
fearing that it might be especially the
more highly trained and hard-to-replace
older workers who would choose to
reduce working time. The beginning,
duration and extent of the reduction in

working time will have to be set at least
six months in advance.

The Government and the social partners
also agreed in November 1997 to create,
by law, the so-called ``solidarity premium
model''. This is a scheme whereby
groups of workers can reduce their
working time in order to create an
additional part-time position. If a worker
receiving unemployment benefits is re-
cruited for this new position, all involved
will receive a ``solidarity premium''. The
amount to be distributed will be equal to
the savings in unemployment benefits
from the creation of the new part-time
position. In addition, the company re-
ceives an ``integration subsidy''. Collec-
tive agreements will be required for the
introduction of the scheme, probably at
sectoral level and specifying conditions
for the applicability of the scheme and
for concluding works agreements. The
Government expects additional employ-
ment of about 1,000 people through
this model in 1998, half of whom, it is
hoped, will be recruited from the pool of
long-term unemployed people.

AT9711145N, AT9711146N (related record: AT9711144F)

28 November 1997

BELGIUM/NEWS

35-hour week debate reopened

Echoing the French Government's deci-
sion in October 1997 to reduce the
working week to 35 hours by the year
2000 (EIRObserver 5 p.5) and similar
plans in Italy (EIRObserver 5 p.7), pro-
minent trade union and academic figures
issued a call for a massive reduction of
working hours in Belgium later in the
same month. The appeal is entitled The

35-hour week in Belgium too.

The trade union signatories of the call
included G Debunne, the former pre-
sident of the Belgian General Federation
of Labour (FGTB/ABVV) and several
branch officials of FGTB/ABVV and the
other main union confederation, the
Confederation of Christian Trade Unions
(ACV/CSC), from all three regions of the
country. Among these was Karel Ga-
coms, secretary of the FGTB/ABVV-
affiliated Federation of Metalworkers,
who dealt with the closure dispute at
Renault-Vilvoorde in 1997 (EIRObserver
2 p.2), and company union delegates.
About 10 academics from Brussels and
Leuven universities and representatives
of pressure groups and political parties
have also signed this appeal.

The appeal, which seeks to build up
public opinion behind the campaign for
a reduction in working hours, has been
distributed widely and calls on everyone
to sign it. Its aim is to extend the debate
beyond the negotiations between social
partners.
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This initiative forms part of a widespread
reawakening of interest in working time
reductions in Belgium in late 1997. A
number of firms (plus the insurance
sector) have recently introduced hours
cuts, as at Volkswagen and Cockerill
Sambre, while at others - notably Elec-
trabel - unions have been conducting
long-running campaigns for reductions.
Developments in France and Italy would
appear to have given new impetus to the
debate, with trade unions calling for a
four-day week and the demand for
hours cuts forming part of widespread
industrial action which gripped the not-
for-profit social and care services sector
in December 1997. However, employers'
organisations and the Government re-
main opposed to any generalised re-
duction in working hours.

BE9711124N, BE9711123F (related records: BE9711125N,

BE9712127N, BE9712225N, FR9710169F, IT9710133N)

19 December 1997

DENMARK/NEWS

Tripartite talks on the 1998 bargaining
round

At a tripartite meeting held on 17
December 1997 to discuss the spring
1998 collective bargaining round, Danish
government representatives advised the
social partners to keep pay increases at a
moderate level in order to stimulate job
creation. However, the government re-
presentatives were reluctant to specify a
precise figure for pay increases, stating
that it was not the aim of government to
tie the social partners to a certain figure
or to intervene in the collective bargain-
ing process, which they regarded as the
sole prerogative of the social partners.

The Danish Employers' Confederation
(Dansk Arbejdsgiverforening, DA), ar-
gued that lower pay increases in Ger-
many and Sweden meant that
Denmark's current 4% increase in pay
per year would have to be cut by half in
order to maintain the competitiveness of
Danish companies. The main trade union
confederation, the Danish Confederation
of Trade Unions (Landsorganisationen i
Danmark, LO), agreed that pay increases
should be kept at a moderate level, but
according to its calculations, this meant
an increase of the present level of 4%.

Prior to the tripartite talks, LO proposed
the replacement of a 1987 joint state-
ment with a new and broader social
contract. Whereas the existing joint
statement focuses on keeping cost
increases lower than those abroad, the
proposed social contract would seek to
commit the social partners to a broader
set of overall policies, in areas such as
tax, vocational training and the labour
market. DA responded by stating that
there was no need to revise the existing
joint statement. In a press release, the

social partners stated that they were
both willing to continue their talks after
the completion of the 1998 collective
bargaining round.

According to DA, the forthcoming col-
lective bargaining in the private sector
will be the toughest for a number of
years and it believes that industrial
conflict could well break out. Most of
the collective agreements within in the
private sector are due to expire on 1
March 1998.

DK9712145N

19 December 1997

FINLAND/NEWS

Incomes policy agreement concluded

Finland's central social partner organisa-
tions reached a new national incomes
policy agreement on 12 December 1997
in Helsinki (EIRObserver 5 p.4). The
agreement covers the period from 1
January 1998 to 15 January 2000, and is
probably one of the most comprehensive
in Finnish history, covering over 98% of
the country's wage-earners. The agreed
rises in wages and salaries will increase
average labour costs in Finland by about
2.6% in 1998 and 1.7% in 1999.
Following the previous 1995-7 accord,
the new deal is being referred to as the
second incomes policy agreement for
employment, due to its emphasis on
creating new jobs.

The deal required approval by the
member organisations of the signatory
confederations, and a deadline of 11
December was set for the completion of
this ratification process. Despite fears to
the contrary, nearly all the organisations
approved the agreement. The settlement
was for a time threatened by the failure
of the Paperworkers' Union - which is
considered a key union in the incomes
policy deal - to meet the deadline, as it
sought the resolution of outstanding
sectoral issues (EIRObserver 4 p.11).
However, a truce was later achieved in
the paper industry, with the union
prevailing on employers to maintain the
current position on ``outsourcing'', al-
lowing the ratification of the central
agreement. The Paperworkers' Union is
an affiliate of the Central Organisation of
Finnish Trade Unions (SAK).

The main unions which did not sign the
new national agreement are several
affiliates of the Confederation of Unions
for Academic Professionals in Finland
(AKAVA), including the Finnish Medical
Association (SLL). SLL is involved in a
dispute concerning doctors' working
hours. The income of doctors will
decrease significantly in 1998 if they
become fully subject to the new Work-
ing Hours Act (which transposes the EU
working time Directive), which forbids
long sessions of emergency duty. The

doctors want the resulting loss of
income to be compensated by increasing
wages for normal working time. Pre-
viously, a large part of the pay of
hospital doctors consisted of remunera-
tion for emergency duties.

Fuller details of the 1998-2000 incomes
policy agreement will be provided in a
forthcoming issue of EIRObserver.

Related records: FI9712143N, FI9712144N, FI9710132F,

FI9709132F

19 December 1997

GERMANY/NEWS

Monitoring of works councils by data
protection officer ruled inadmissible

On 11 November 1997, the first Senate
of the German Federal Labour Court
(Bundesarbeitsgericht, BAG) ruled that
the monitoring of works councils by a
company's data protection officer is
inadmissible (Decision 1 ABR 21/97 of
11 November 1997).

In the case in question, the BAG had to
decide whether an employer could
require the company works council to be
monitored by the company's data pro-
tection officer, appointed according to
the Federal Data Protection Act (Bun-
desdatenschutzgesetz, BDSG). The
works council in the case uses electrical
data-processing (EDP) facilities for pro-
cessing information on company per-
sonnel. It resisted the monitoring of their
EDP by the data protection officer on the
grounds of its independent position. The
first-instance Labour Court ruled against
the employer, while the second-instance
Regional Labour Court ruled against the
works council.

The main reason that the BAG gave for
its ruling was that the monitoring and
control of the works council by the data
protection officer was not in conformity
with the independence of the works
council required by the Works Constitu-
tion Act (Betriebsverfassungsgesetz). The
data protection officer does hold a
neutral position between employer and
works council, but has to be classified as
related to the employer. The Federal
Data Protection Act should not be
interpreted in a way that it tacitly gives
the data protection officer monitoring
rights which would restrict the indepen-
dence of the works council.

DE9711139N

28 November 1997

GERMANY/NEWS

New employers' association will not
participate in industry-level bargaining

According to information published in
late 1997, the regional metalworking
sector employers' association Nordmetall
- which represents 350 enterprises in the
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German states of Hamburg, Schleswig-
Holstein and Mecklenburg-Vorpommern
and is a member of the federal sectoral
employers' association Gesamtmetall -
has founded an employers' association
called Arbeitgeberverband Norddeutsch-
land which will neither conclude, nor be
bound by, industry-level collective
agreements.

The intention of Nordmetall is to
strengthen the position of those of its
members which are not bound to the
industry-level collective agreements for
the metalworking sector, and to stop the
decline in its membership. Since the
beginning of the 1990s, membership of
Nordmetall has declined from 400 firms
(with 180,000 employees) to 350 firms
(100,000 employees) in 1997, mainly
due to an increasing rate of bankruptcies
and the dissolution of enterprises. Ac-
cording to Nordmetall, new enterprises
especially are not willing to join. Never-
theless, many of them would be inter-
ested in the association's other services.

There are currently 18 members of
Nordmetall registered as being ohne

Tarifbindung (OT) - that is, not bound to
multi-employer collective agreements.
The legal permissibility of this status,
however, is disputed and has been
brought before the Federal Labour
Court. Nordmetall fears that the Federal
Labour Court might not rule in its favour.
In order to provide its OT members with
a legally undisputed solution, it founded
the new employers' association. Similar
associations in the metalworking sector
exist in Hessia and Baden-WuÈ rttemberg.
Up to now, 13 of Nordmetall's 18 OT
members, three-quarters of which are
from Mecklenburg-Vorpommern, have
declared their intention to become
members of the new association. A
further interesting feature of the new
association is that, while in Hamburg
and Schleswig-Holstein only enterprises
from the metalworking sector are al-
lowed to join, there are no sectoral
restrictions for companies from Meck-
lenburg-Vorpommern.

DE9712142N

19 December 1997

IRELAND/NEWS

Howmedica concludes partnership
deal

Members of Ireland's SIPTU trade union
at Howmedica International, a manu-
facturer of surgical implants owned by
the USA-based Pfizer Group, concluded
an innovative agreement with manage-
ment in mid-September 1997. The deal
provides for improved benefits, a more
direct form of employee participation
based on partnership and active em-
ployee support for ``continuous im-
provement'' measures. Some 200 SIPTU
members are employed at the plant,

which is located in the mid-western city
of Limerick.

The agreement must be seen in the
context of the current Partnership 2000
agreement at national level (EIRObserver
1 p.6), which broadly encourages the
extension of partnership arrangements
at enterprise level so as to ``enhance the
competitiveness of firms, the quality of
the work environment and the access of
employees to lifelong learning''.

The immediate benefits of the Howme-
dica agreement for the workforce in-
clude a once-off ``partnership premium''
of IEP 1,000 (ECU 1,310) for each
employee and the upgrading of general
operatives to a new multiskilled rate for
which they receive a 4% pay increase.
Those who are already on this rate
receive a lump sum of IEP 750 (ECU 980)
instead. Meanwhile, a joint manage-
ment/union reward and remuneration
task team is to explore an ``appropriate''
gainsharing scheme, subject to improved
performance indicators. Other additional
benefits include a new share purchase
scheme and improved health cover
provision.

A ``partnership forum'' is to be estab-
lished, made up of representatives of
senior management and SIPTU. A re-
presentative of the Irish Productivity
Centre - a neutral state-run body which
advises employers and unions on pro-
ductivity issues - will act as a ``partner-
ship facilitator'' to the forum and
provide ``impartial and professional ad-
vice'' on the design and implementation
of a continuous improvement pro-
gramme.

The agreement defines partnership as an
active relationship ``based on recognition
of common interests to secure the
competitiveness, viability and prosperity
of the enterprise ... the common own-
ership of challenges, involving the direct
participation of employees/representa-
tives and an investment in their training,
development and working environ-
ment''.

While the union has agreed to actively
support and encourage employee invol-
vement in continuous improvement, the
agreement clearly states that its role in
the negotiation of terms and conditions
``is in no way diminished''.

IE9711236N (related record: IE9702103F)

28 November 1997

NETHERLANDS/NEWS

Large-scale merger leads to formation
of ``super union''

The merger of four large unions af-
filiated to the Dutch Trade Union
Federation (Federatie Nederlandse Vak-
beweging, FNV), was to be finalised at a
conference on 29 January 1998. The
four unions - the Industrial Union

(Industriebond FNV), the Services Union
(FNV Dienstenbond), the Transport Un-
ion (Vervoersbond FNV) and the Agri-
culture and Foodstuffs Union
(Voedingsbond FNV) - had decided to
merge in September 1996. The merger
will result in the formation of the the
Allied Unions (FNV Bondgenoten), the
largest union in the Netherlands, with
almost 500,000 members.

The merger aims at achieving two goals.
First, combining forces is expected to
help promote the interests of the
members. The new union is thought to
be better equipped to address the
question of changing labour relations,
including the decentralisation of nego-
tiations on terms and conditions of
employment. To this end, the new union
intends to strengthen its position within
companies and to work closely with the
works councils.

The second goal is to improve the quality
of service provided to union members.
Up to now, these services have been
fragmented, with each FNV union having
its own service department. Combining
forces will enable the unions to set up a
network of local ``advice shops'' on
issues such as employment contracts or
social security Moreover, seven regional
offices will be established for questions
that cannot be solved at a local level and
to provide legal aid.

The members of FNV Bondgenoten are
to be divided into branches according to
sector and location. There are ``resident
branches'' that will usually cover several
municipalities and areas of about 30
kilometres in diameter. The tasks of the
residential branches are to provide
services to members, involve them in
union activities and influence the socio-
economic policies of the municipalities
within each branch's region.

In addition, members are to be classified
in 15 different industrial groups accord-
ing to their economic activities. Members
of the same group will usually be
covered by the same collective labour
agreement. The novelty is that a sepa-
rate industrial group has been created
for those receiving social benefits and
older people. Totalling approximately
100,000 members (20% of the total
membership), this is also the largest
group in the new union. Each year,
union activists in the industrial groups
will elect a board responsible for union
policies within the sector. Special boards
may be instituted if the activities span
several different sectors.

Mergers and reorganisations are also
occurring in the other Dutch trade
unions and confederations, while some
employers' organisations have also been
engaged in a similar process

NL9711145F

21 November 1997
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NORWAY/NEWS

Some uneasiness in run-up to 1998
wage settlement

During the spring of 1998, Norway's
two-year pay agreements will be rene-
gotiated. A tight labour market, in-
creased public spending and reports of
high wage increases amongst manage-
ment have led to a certain uneasiness
prior to the private sector pay settle-
ment. The trade unions' strategy and
claims for the 1998 settlement will not
be decided upon before the general
council of the Norwegian Confederation
of Trade Unions (LO) meets in February
1998. At this meeting, both the type of
settlement and the main claims will be
decided upon.

In late 1997 estimates from Statistics
Norway and the Central Bank of Norway
indicated that price and wage growth in
Norway will be higher than at first
expected. In its inflation report for the
third quarter of 1997 the Central Bank
expected 1998 wage growth to be 5%.
In a commentary on these figures, the
governor of the Central Bank, Kjell
Storvik, stated that the way economic
policy is shaped will determine whether
or not the Norwegian economy will be
faced with a recession. The governor
emphasised that the labour market
parties have a significant responsibility in
ensuring that this will not happen.

So far, LO has signalled a wish to
continue the current moderate incomes
policy in line with the existing so-called
``Solidarity Alternative'' (the 1992 un-
derstanding that traded pay moderation
for measures to fight unemployment).
Recent reports have indicated significant
pay increases for management, and in
late 1997 LO requested that the Tech-
nical Calculating Committee on Income
Settlement - the joint body whose
statistics form the basis for bargaining -
should also provide estimates indicating
the increases in pay of top management.
Such estimates have previously not been
produced, and top management's sal-
aries are not included in the wage
statistics collected from firms within the
private sector. The 1997 figures must
therefore be collected from other
sources. However, the collection of pay
statistics in Norway is under revision, and
from 1998 data regarding top managers'
salaries will also be collected.

Rights related to further education and
training (EIRObserver 5 p.8) are expected
to be included as a central element in
the claims put forward by the LO-
affiliated unions. In late 1997 most of
the unions had not decided on what
type of settlement they wanted - ie if the
negotiations are to take place centrally
between LO and the Confederation of
Norwegian Business and Industry (NHO),
or if they are to take place at branch

level. Even though the type of settlement
is traditionally decided by LO's general
council, the vice-director of NHO, Lars
Christian Berge, has signalled that he
sees it as natural that the settlement will
be centralised if significant social reforms
are on the agenda.

NO9712141N (related records: NO9711137N, NO9710127F)

19 December 1997

SWEDEN/NEWS

Action against ethnic discrimination

Sweden's present act against ethnic
discrimination in working life is ineffec-
tive and should be replaced by a new act
as from 1 January 1999. This is the
conclusion of a committee appointed by
the Government to review the legisla-
tion, which issued its proposals on 1
December 1997.

According to the committee, the new
act should consist of rules on active
measures promoting ethnic diversity at
workplaces, and rules forbidding discri-
mination in individual cases. Employers
would be obliged to: promote ethnic
diversity at all times; ensure that work-
ing conditions are suitable for all em-
ployees regardless of ethnic
background; and ensure that persons of
different ethnic origins apply for vacant
jobs. The act would also create oppor-
tunities for positive action in training and
employment. Harassment on ethnic
grounds or because of a person's
complaint about ethnic discrimination
would have to be prevented.

Two important novelties in the rules
banning discrimination are proposed:
the protection would cover the whole
recruitment process and not - as cur-
rently - only cases where someone is
passed over by the recruitment decision
itself; and discriminatory action would
be prohibited, irrespective of whether
the employer had a discriminatory pur-
pose or not.

Both trade unions and employers' orga-
nisations were represented on the com-
mittee. At the same time, they worked
on a joint guide for the promotion of
diversity in working life, which was
signed on 21 November 1997 by all
three union confederations and the
employers' organisations for the private
and public. They also agreed to set up a
joint council which will support and
evaluate the development of diversity in
working life.

UNITED KINGDOM/NEWS

Government publishes minimum

wage bill

The introduction of a statutory National
Minimum Wage (NMW) was one of the
commitments of the Labour Government
that came to power in May 1997

(EIRObserver 2 p.9), and the National
Minimum Wage Bill was published on 27
November and received its first reading
in Parliament. Margaret Beckett, the
President of the Board of Trade, who is
responsible for the bill, said that it would
set the framework within which the
Government would introduce the NMW,
once it had carefully considered the
recommendations of the Low Pay Com-
mission (LPC). The bill, she stated, will
enable the Government to introduce a
NMW which is as simple and universal as
possible.

The bill does not set a rate for the NMW,
but rather gives ministers the power to
make a number of regulations once the
LPC has made its report. However, the
Chancellor of the Exchequer is thought
to favour an hourly rate not much above
GBP 3.50 (ECU 5.20) , while the chair of
the LPC, George Bain, says that GBP 3.75
(ECU 5.60) would not be ``outrageous''.

The following are the main points of the
bill:
. it clearly states that the NMW will be
set at a single basic rate with no
variations by region, sector, occupation
or size of firm;

. it will ensure that all workers are
covered, applying to homeworkers,
Crown employees, agency workers and
the armed forces;

. the only exemptions are for genuinely
self-employed people, voluntary
workers, children below the school-
leaving age, share fishing workers and
prisoners. However, people under the
age of 26 years (nearly two million of
them) might still be excluded;

. the Government will await the report
of the LPC before it decides whether
there should be a lower rate for trainees
and young people;

. it gives the Government the power to
appoint new inspectors or use existing
officials like tax and VAT inspectors to
enforce its provisions;

. it states that businesses refusing to pay
the NMW will face fines of up to GBP
5,000 (ECU 7,460);

. employers will be required to keep
records of the implementation of the
NMW for their workers and provide
them with a statement of their
entitlement;

. workers will also be given a contractual
right to recover the difference, if
underpaid, at an industrial tribunal or
county court; and

. workers will be protected by law
against retaliation or dismissal, and the
burden of proof will fall on the
employer.

UK9712190N (related records: UK9704125F, UK9711177F)

19 December 1997
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Parental leave has been a long-standing
item on the European Union's social
policy agenda, and featured in the 1989
Community Charter of the Fundamental
Social Rights of Workers. Proposals for a
Directive on the issue were first put
forward by the European Commission in
1983, but were not adopted by the
Council of Ministers (largely due to
opposition from the Conservative UK
Government). The issue was finally
progressed via the Maastricht social
policy Agreement, from which the UK
had opted out. Following consultations,
the three general cross-industry social
partner organisations - the Union of
Industrial and Employers' Confederations
of Europe (UNICE), the European Centre
of Enterprises with Public Participation
and of Enterprises of General Economic
Interest (CEEP) and the European Trade
Union Confederation (ETUC) - opted to
negotiate an agreement covering par-
ental leave. The result was the first ever
Community-level framework agreement,
concluded in December 1995.

The social partners' framework agree-

ment on parental leave is ``designed to

facilitate the reconciliation of parental

and professional responsibilities for

working parents''. It applies to all work-

ers, men and women, who have an

employment contract or employment

relationship and its main provisions are

as follows.
. Men and women workers must have

an individual, non-transferable right to at

least three months' parental leave for

childcare purposes (as distinct from

maternity leave) after the birth or

adoption of a child until a given age of

up to eight years to be defined by

Member States and/or management and

labour.

. The conditions of access and detailed
rules governing parental leave are to be

defined by national law and/or collective

agreement. National provisions may

determine whether parental leave is

granted ``on a full-time or part-time

basis, in a piecemeal way or in the form

of a time-credit system'' and may include

provisions on a length-of-service

qualification of up to one year, the

special circumstances of adoption, notice

periods, the circumstances in which

employers may postpone the taking of

leave, and ``special arrangements to

meet the operational and organisational

requirements of small undertakings''.

. Workers must be protected against

dismissal on the grounds of applying for

or taking parental leave, have the right

to return to the same or similar job and

maintain previously acquired rights.

. Member States and/or management

and labour must take the necessary

measures to entitle workers to time off

from work on grounds of force majeure

for urgent family reasons in cases of
sickness or accident making their

immediate presence indispensable,
though Member States and/or
management and labour may specify

conditions of access and detailed rules
and may limit this entitlement to a
certain amount of time per year and/or

per case.

In June 1996 the Council adopted a

Directive (96/34/EC) requiring Member

States to put the framework agreement

on parental leave into effect. Member

States which are signatories to the

Maastricht social policy Agreement (ie

excluding the UK) must bring into force

the necessary provisions to comply with
the Directive by 3 June 1998. Alterna-
tively they must ensure that the neces-
sary measures are introduced by

collective agreement (while guarantee-
ing the results). An additional year's
grace (ie until 3 June 1999) is available

``if this is necessary to take account of
special difficulties or implementation by
a collective agreement.''

As for the UK, the Labour Government

elected in May 1997 has agreed to

implement the Directive. To facilitate
this, on 15 December 1997 the Council
of Ministers approved an ``extension''

Directive (97/75/EC) to apply the provi-
sions of the existing Directive to the UK,
thus ending its ``opt-out''. The deadline

for implementation by the UK is two
years from the date of adoption of the
extension Directive - ie 15 December
1999.

The comparative supplement

The aims of this comparative supplement

are to:

. summarise existing national provisions
governing parental leave and leave for

family reasons, whether set by legislation

or agreement;

. give an overview of the perceptions of
national governments and social partner

organisations of the parental leave

framework agreement/Directive;

. identify what changes, if any, are
necessary to bring national provisions

into line with requirements of the

agreement/Directive, and how this will

be done (ie by law and/or collective

agreement); and

. assess the impact of existing national

parental leave provisions in practice and

the likely impact of the agreement/

Directive in the different Member States.

This supplement is based on individual

country reports submitted by the EIRO

national centres and on other published

sources, and covers the situation in the

15 Member States of the EU plus

Norway. The focus is on the aspects of
parental leave covered by the agree-

ment/Directive, ie the option of either
parent taking a sustained period of leave
for childcare purposes, other than ma-

ternity leave taken immediately before
and after childbirth, and provision for
unplanned leave necessitated by urgent

family reasons.

Current statutory provisions in the
16 countries

Our survey of national parental leave

arrangements shows that while 13 of

the countries concerned have detailed

statutory provisions, two (Ireland and the

United Kingdom) do not, and in Luxem-
bourg provision is limited. Fuller details
are provided in the EIROnline version of
this supplement (EU9712201S), and
space considerations prevent their inclu-
sion here. However, very brief details of
the duration and payment for the basic
statutory systems of parental leave are
provided in Table 1 (there is often extra
leave for circumstances such as adoption
or ill children, while some countries have
other systems which can also provide for
parental leave, such as Belgium's career
break scheme). Almost all countries
provide for a right to re-engagement in a
similar job after leave, and many coun-
tries allow parents to work part time.
However, there is considerable variation
in the specific provisions which apply in
each country in respect of issues such as
transferability between parents, duration
of leave, financial arrangements, scope
for flexibility in the way leave is taken,
and eligibility conditions. Many countries
also provide for periods of leave for
urgent family reasons - usually to care
for sick children - for example:
. Austria - up to two weeks a year, paid;

. Finland - four days, unpaid;

. France - three-five days, unpaid;

. Germany - 10-20 days, with benefit;

. Greece - six-10 days, unpaid;

. Norway - 10-15 days on sick pay;

. Portugal - up to 15 or 30 days, unpaid;

. Spain - two-four days, paid; and

. Sweden - up to 60 days a year, with
benefit.

The EU parental leave agreement and

Directive: implications for law and practice
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There is currently no legal obligation on

Irish employers to provide parental leave,
but the Government is committed to
introducing parental leave legislation in
accordance with the Directive. Similarly,

there is no existing legislation in the UK
providing for parental leave other than
statutory maternity leave. The current
Government is committed to introdu-

cing, in the words of the Labour Party's
election manifesto, ``limited unpaid par-
ental leave'' in line with the Directive.

In Luxembourg's private sector, women

employees may stop work for up to a
year after maternity leave and receive
priority consideration for vacancies, but

are not guaranteed re-engagement. In
the public sector, women employees
have the right to up to two years' unpaid
parental leave following maternity leave,

and may request a further unpaid leave
up to the age of 15, with the timing of
their re-engagement dependent upon a

suitable vacancy arising

The role of collective agreements

In some countries, collective agreements

have played only a very minor role in

supplementing statutory provision. This

is the case, for example, in Austria and

Sweden, where the law provides gener-
ous and detailed parental leave ar-
rangements, and Spain, where the trade
unions have focused more on promoting
legislative change than on securing
improved conditions through bargaining.

Elsewhere, bargaining is reported to

have more of a regulatory impact on

parental leave provision - though to

widely varying extents.

.In Belgium, agreements have been

concluded by 71 sectoral joint
committees or sub-committees on career
breaks, including for childcare purposes.

. In Denmark, most collective
agreements include the right to leave on

a child's first day of sickness. In the
private sector, such absences are usually
covered by sickness benefit, while in the

public sector, for most employees, leave
on the child's first day of sickness is paid,
and some collective agreements provide

for childcare days. In some cases, leave
benefit may be supplemented by
employer contributions.

. In Finland, a few sectoral agreements
require employers to supplement partly

the state allowance during parental
leave. Some agreements enhance
workers' entitlement to short temporary

absences from work when children aged
under 10 fall ill (eg by providing full pay).

. In France, a recent survey of 320
sectoral agreements found that 140

included clauses on leave for looking
after sick children but only 57 provided
for paid leave. At company level, some
agreements (eg at Fleury Michon) have

introduced extended parental leave
entitlement and supplementary payment
for those taking leave.

. Since the late 1980s, agreements in

Germany have increasingly extended and
improved upon statutory entitlements.
According to the BDA employers'

confederation, in 1994 parental leave
provisions were included in seven
sectoral framework agreements,
including banking, retail, metalworking

and insurance. In metalworking, seven

state-level agreements covered parental

leave. Though the provisions vary, some
agreements enable workers to take
additional periods of unpaid leave while

retaining their job or a similar post. A
number of company or works
agreements extend the leave
arrangements specified by law or by

sectoral agreement, eg at Audi, Daimler-
Benz, Siemens and Lufthansa.

. In Greece, the 1993 national general
collective agreement included provisions
on childcare leave which improve on the

statutory provision by extending leave
from three to 3.5 months and the period
during which it can be taken to the

child's third birthday, though this is
restricted to workers in companies
employing more than 50 people. At
sectoral and company level, agreements

tend to reflect the statutory position and
the provisions of the national general
collective agreement. Exceptions include

agreements in banking improving the
length of unpaid childcare leave and
providing for paid absence when a child

is ill. Similar developments are reported
in insurance and commerce.

. In Italy, bargaining in many sectors and
companies has extended entitlement to
parental leave. However, while sector-

level negotiation has in many cases
increased the proportion of normal
wages paid during compulsory maternity
leave above the statutory level (80%),

collective agreements have not tended
to improve upon the 30% level which
applies to optional parental leave. During

1997, the main union confederations
launched a concerted initiative to
improve existing provision on parental

leave in sectoral collective agreements, in
the light of the Directive.

. In Luxembourg, collective agreements
on extended parental leave are reported
to be rare, though some permit short-

term leave for urgent family reasons, on
which there is currently no legislation.
Examples include the sectoral
agreements in banking and creÁ ches and

company agreements at CEGEDEL, ELTH,
Goodyear, Grands Magasins Monipol
and Yves Rocher.

. Research in the Netherlands shows that
35% of collective agreements in 1994,

covering 53% of employees, contained
provisions extending the possibilities for
taking parental leave, or reducing the

consequences for pension and social
security rights. Most notably, paid
parental leave is available to national and

local civil servants, the police, the
judiciary and some other public sector
groups. Civil servants receive 75% of
their wages for the hours they take as

leave, and have greater flexibility in the
way their leave is structured.

Table 1. Basic statutory parental leave entitlement

Maximum length Payment

Austria Up to 2nd birthday State benefit

Belgium* 3 months in period until
4th birthday

Benefit recommended by social
partners

Denmark 13 weeks to 1 year State benefit

Finland 158 days (plus care leave until
3rd birthday)

State benefit (care leave unpaid)

France Up to 3rd birthday State benefit (for 2nd child
upwards)

Germany Up to 3rd birthday State benefit

Greece 3 months in period until child
is 2.5

Unpaid

Italy 6 months 30% pay from employer

Luxembourg 2 years (public sector) Unpaid (public sector)

Netherlands 13 weeks taken part-time over
period of 6 months

Unpaid

Norway 3 years (1 year plus 1 for each
parent)

1 year with state benefit (plus 1
year unpaid for each parent)

Portugal 2 years Unpaid

Spain 3 years Unpaid

Sweden Until child reaches 18 months State benefit

* As of 1 January 1998
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. In Norway, public sector agreements
(and some in the private sector) provide
for the gap between the state benefits
payable and employees' normal pay

levels to be made up by employers.

. In Portugal, negotiated improvements
to existing statutory provisions are rare,
but there are examples of sectoral

agreements extending the right to leave
in the case of a miscarriage and
introducing supplementary financial

benefits.

In the ``voluntarist'' industrial relations

systems of the UK and Ireland, collective

agreements or management initiatives
are currently the only source of parental
leave provision beyond statutory mater-
nity leave. Although there are signs of
increasing interest in parental leave
issues, prompted in part by the EU
agreement/Directive, parental leave
schemes remain thin on the ground.
. In Ireland, only a small number of
organisations have introduced parental
leave arrangements. One exception is
the Bank of Ireland where unpaid
parental leave of up to one year can be
taken by staff of either sex until their
child's eighth birthday. Other
organisations such as Aer Rianta and the
civil service have introduced ``family-
friendly'' policies such as career breaks,
job-sharing and paternity leave. The vast
majority of Irish organisations are said to
be waiting for the legislation to
implement the Directive before taking
action in this area.

. A recent study in the UK by the
independent ``think-tank'' Demos
suggests that only 3% of employers
currently offer parental leave and that
few are planning to introduce it over the
next three years. A number of
agreements which provide for parental
leave have been reported at
organisations such as British Gas, AT&T,
and the Bank of England.

Implementing the framework
agreement/Directive

For the majority of EU countries, the

Directive is unlikely to entail major

changes to existing parental leave ar-

rangements, but in many cases some

detailed amendment or additional pro-

vision will be necessary, most frequently

in the area of time off from work on

grounds of force majeure for urgent

family reasons. By contrast, in the three
countries in which existing national
parental leave arrangements are under-
developed in comparison to the rest of
the EU - Ireland, Luxembourg and the UK
- the Directive will have significant
repercussions, requiring the introduction
of extensive new statutory provisions.
The available information on the current
state of play regarding national trans-

Table 2: National transposition of the Directive
Austria Some adaptation of national law will be necessary, but discussions with the

social partners launched in 1997 have been suspended pending a decision of
the European Court of Justice on a complaint by UEAPME, the European body
seeking to represent small and medium-sized companies, that its non-
involvement in the negotiations leading to the framework agreement
invalidates both the agreement and the Directive.

Belgium New provisions have already been introduced in response to the Directive
from 1 January 1998 (see Table 1).

Denmark The Ministry of Labour has asked the social partners whether they wish to
implement the urgent family leave aspects of the Directive via collective
agreements. The social partners have indicated that they will endeavour to do
so during the next bargaining round. The Ministry has therefore sought the
extension of the Directive's implementation date until 3 June 1999. A number
of sectoral agreements have already introduced such provisions. The LO union
confederation considers that agreed provision in this area needs to be
supplemented by law to cover employees not covered by an agreement.

Finland The social partners do not believe existing provisions are affected by the
Directive, but the issue is being reviewed by a tripartite committee on
reforming the Contracts of Employment Act.

France Legislation may need to be supplemented in the area of time off from work
for urgent family reasons.

Germany Entitlement to parental leave is currently dependent on the employment
status of the other parent, as opposed to being an individual entitlement. This
may need changing in the light of the Directive.

Greece No legislative steps are reported. The 1996-7 national general collective
agreement states that the parties adopt the framework agreement and
recognise the need to introduce the measures to bring it into force.

Ireland The Partnership 2000 national agreement contains a government commit-
ment to give effect to the terms of the Directive by June 1998, and to consult
the social partners. The Irish Congress of Trade Unions is seeking paid parental
leave along the lines of current maternity leave provisions, so that it would be
of particular benefit to low-paid workers. On the employers' side, IBEC has
formally endorsed the EU-level agreement, but has urged the Government to
take full advantage of the flexibility that it allows. In particular, IBEC is
pressing for a three-year implementation period, for the right to postpone
leave in a variety of circumstances/crisis situations, and for account to be
taken of the needs of small firms. The legislative process is still at a very early
stage, and the Government may seek to defer the legislation for a further year
on the grounds that Ireland is one of the few countries having to start from
scratch due to the absence of any existing statutory provisions.

Italy While the main employers' confederation, Confindustria, believes that the
Directive does not necessarily imply changes in Italian law, the unions consider
that the Directive introduces certain improvements. Draft legislation on
working time and family leave issues is currently under consideration within
the parliamentary majority.

Luxembourg While trade unions strongly support the Directive, employer groups are
reported to be resisting its early implementation. Draft transposition
legislation has yet to be drawn up.

Netherlands No changes to existing provision are thought necessary.

Norway The European Economic Area has yet to adopt the parental leave Directive,
but existing national provision is thought to meet the requirements of the
Directive. The NHO employers' organisation emphasises that the Directive
should not lead to the extension of the paid parental leave period in Norway.

Portugal Draft legislation has been drawn up by the Government. The validity of the EU
agreement/Directive has been questioned by the Portuguese affiliates of
EuroCommerce and COPA/COGECA (agriculture) which were not party to the
agreement, arguing that it should not apply to sectors not represented in the
negotiations.

Spain It is reported that there is a broad consensus on the need to improve current
parental leave arrangements and that the Directive, though it requires only
minor modifications of existing legislation, may stimulate for wider reform.

Sweden A recent government memorandum reflecting talks between the government
and social partners identifies certain changes to provisions concerning leave
for urgent family reasons which are considered necessary to comply with the
Directive. The preferred route for achieving these changes is via collective
agreement, but the memorandum contains a proposal for legislation should
the social partners fail to agree.

UK The present Government has agreed to end the UK's opt-out from the
Maastricht social policy Agreement, and to implement the parental leave
Directive. In its election manifesto, the ruling Labour Party argued that:
``There must be a sound balance between support for family life and the
protection of business from undue burdens ... While recognising the need for
flexibility in implementation and certain exemptions, we support the right of
employees ... to limited unpaid parental leave.'' The Government is expected
to implement the Directive by means of regulations (secondary legislation)
and is likely to undertake a consultation exercise during 1998.
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position of the Directive, and the views
of national governments and social
partner organisations, is summarised in
Table 2.

The impact of existing parental
leave arrangements

The data available on the practical
impact of existing parental leave ar-
rangements (eg take-up rates, or the
costs and benefits for companies and
employees) is sketchy. The following
paragraphs briefly highlight certain key
issues.

In the countries for which figures are
available (Austria, Denmark, Finland,
Germany, the Netherlands, Norway and
Sweden), the take-up rate for extended
parental leave among women is gener-
ally very high (except in the Netherlands)
- typically 90% or more. In stark contrast,
the take-up rate among men tends to be
very low (under 10% in all countries but
two). Only in Sweden (78%) and Norway
(33%) does a substantial proportion of
fathers take parental leave.

Clearly a range of factors underlie these
figures, including social attitudes and
workplace culture. However, design
facets of the various national parental
leave schemes - such as the level of
income while on parental leave, the
extent to which leave is transferable
between partners, the flexibility of the
available arrangements and the degree
of job protection - are also likely to be an
important influence.

For example, the high levels of income
guaranteed by the Swedish and Norwe-
gian systems are one factor encouraging
the comparatively high male take-up of
parental leave in these countries. More-
over, in Sweden, the fall in the level of
parents' allowance payable after 360
days means that the longer periods of
leave available are not used to the same
extent. In the context of men's generally
higher earning power, lower income
guarantees elsewhere in Europe appear
to discourage men from taking parental
leave.

The existence of a non-transferable
period of leave for each parent is also
regarded as a positive element in
promoting greater gender equality in
parental leave take-up. Non-transferable
leave periods feature in the Swedish,
Norwegian and Dutch parental leave
systems, and their introduction in Nor-
way has been associated with an in-
crease in men's use of parental leave.
Flexible leave arrangements allowing
parents to reduce working hours, such
as those which apply in the Netherlands,
may also facilitate male participation (but
the level of women workers taking
parental leave, at 40%, is markedly
lower than elsewhere). In Denmark, the
commercial and clerical employees'

union has proposed making the parental
leave scheme more flexible so as to make
it more attractive to fathers.

As to perceptions of the costs and
benefits of parental leave, the above-
mentioned report from Demos (``Time
out: the costs and benefits of paid
parental leave'', H Wilkinson et al,
Demos, London (1997)) identifies the
main problems with offering parental
leave anticipated by UK employers which
do not currently do so. Even though the
study reported widespread managerial
awareness of the potential business
benefits of providing such schemes in
terms of recruitment and retention of
key staff, enhancing the organisation's
reputation, staff motivation etc, em-
ployers tended to take the view that the
benefits would not justify the costs, that
it would be too expensive to replace staff
and that staff absence would be dis-
ruptive. The experience of the Nether-
lands' parental leave arrangements
appears to bear out some of these
concerns. For example, in certain sectors,

finding suitable replacement staff for
those on parental leave is reported to
have been difficult. In Germany, how-
ever, a study found that 90% of
companies had experienced no major
problems with parental leave and had
not incurred significant costs as a result
of parental leave per se.

In Ireland, the Employment Equality

Agency stresses that ``family-friendly''
policies such as parental leave can
benefit both employers and employees
and can result in a ``win-win'' situation.
The benefits to employers are said to
include the retention of skilled and
effective employees, a more highly
motivated and productive workforce,
reduced stress amongst employees, re-
duced levels of employee sickness and
absenteeism, an improved company im-
age, and improved cooperation and trust
between the social partners.
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Commentary
For most commentators, the main significance of the social partners' framework

agreement on parental leave and the subsequent Council Directive lies less in their

impact on Member States' national parental leave provisions than in the fact the

agreement was the first ever to have been reached under the Maastricht social

policy procedure. However, while it is true that the central aspects of existing

parental leave provision by most Member States will be largely unaffected by the

agreement/Directive, and significant issues are left to the Member States to

determine, the agreement by no means represents a ``lowest common

denominator'' approach to EU-level regulation. Important new parental leave

arrangements have recently been introduced in Belgium in response to the

Directive, and in three further countries - Ireland, Luxembourg and the UK - the

introduction of extensive new statutory provisions will be required. In a number of
other countries, some more limited amendment of or addition to existing provision
will be necessary, most frequently in the area of time off from work on grounds of

force majeure for urgent family reasons.

Arguably more important, however, is whether the agreement/Directive will have

any significant practical impact on the pattern of parental leave-taking by Europe's

workers. With the exception of Sweden and Norway, where male take-up rates are

relatively high, existing parental leave schemes have been criticised by the Demos
report as ``extended forms of maternity leave, heightening economic inequalities

between men and women and reinforcing traditional gender roles''. In some
countries (eg France), parental leave has been seen primarily as an element of
family policy rather than integrated with the objectives of labour market and equal

opportunities policies. The sex equality rationale of the EU-level social partners'
framework agreement is reflected in its provision that the minimum three-month
period of parental leave should be an individual entitlement for both male and

female workers, granted ``in principle'' on a non-transferable basis. As already
noted, this aspect of the design of parental leave schemes is associated with
increased take-up by men. However, the predominant factor in determining take-

up rates is widely seen as being whether or not parental leave is paid, and to what
extent. Crucially, the framework agreement is silent on this. This is understandable
in the light of the diversity of existing national practice, the political pressures to
contain social costs and the fact that the inclusion of any provision affecting social

security issues would have meant that the subsequent Directive would be subject
to unanimous approval rather than qualified majority voting within the Council of
Ministers. It remains to be seen whether there will be scope for this key issue to be

addressed if, as is envisaged, the social partners review the application of the
agreement in 2001. (Mark Hall, IRRU),


