
Training is very much to the forefront of the European-wide
employment debate at present, and continuing vocational
training during working life is widely seen as a means by which
both the ``employability'' of workers and the competitiveness
of companies can be enhanced. Last November's special
European Council ``Employment Summit'' reflected this inter-
est, urging 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 to focus on lifelong training.
Against this background, in this issue of EIRObserver our
comparative supplement - based on contributions from the
National Centres of the European Industrial Relations Ob-
servatory (EIRO) - provides a snapshot of the current role of the
social partners and collective bargaining in continuing training
in the Member States (plus Norway). Despite the great diversity
in this area - with differing roles in national training systems for
the social partners, public authorities and individual employers
and employees - we find that continuing training is an
increasingly important issue in bargaining in almost all
countries, although it seems that much still remains to be
done.

Each issue of EIRObserver presents only a small edited selection
of features and news items, based on some of the reports
supplied for the EIROnline database, in this case for January
and February 1998. Readers are reminded that EIROnline - the
core of EIRO's operations - is now publicly accessible on the
World-Wide Web, providing a comprehensive set of reports on
key industrial relations developments in the countries of the
European Union (plus Norway), and at European level. On page
15 of this issue, we provide a brief guide for readers on how to
access and use EIROnline and we would urge readers to try the
database out for themselves, at:

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

EIRO is based on a network of leading research institutes in
each of the countries covered and at EU level (listed on page
16), coordinated by the European Foundation for the
Improvement of Living and Working Conditions. Its aim is to
collect, analyse and disseminate high-quality and up-to-date
information on key developments in industrial relations in
Europe, primarily to serve the needs of a core audience of
national European-level organisations of the social partners,
governmental organisations and EU institutions.

Mark Carley, Editor
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The European-level social partners
in the maritime sector have
concluded an agreement on
working time, which they want to
be made binding via a Council
Directive. This would be the first
EU legislative measure to spring
from the sectoral social dialogue.

The approximately 154,000 employees

in the maritime sector are among the

workers excluded from the provisions of

the 1993 EU Directive on certain aspects

of the organisation of working time. In

July 1997, the European Commission

published a White Paper on sectors and

activities excluded from the working

time Directive, including maritime trans-

port, and is currently awaiting comments

from the social partners. The exclusion of

the various sectors is termed an anomaly

and a variety of options are suggested

for addressing these exclusions.

When it became clear that the maritime

sector was to be excluded from the

Directive, the social partners in the sector

- the Federation of Transport Workers'

Unions in the European Union (FST) and

the European Community Shipowners'

Association (ECSA) - decided to enter

into negotiations within the Commis-

sion-sponsored Joint Committee on

Maritime Transport in order to make

Community-wide provisions for working

time in the industry. On 18 December

1997, FST and ECSA reached an agree-

ment on maximum working hours and

minimum rest periods aboard ships. If

approved by the executive committees of

the respective organisations, the draft

will be put to the Commission with a

request for it to be given legal effect by a

Council of Ministers Directive.

The maritime industry and its
social dialogue

The Community maritime transport sec-

tor's share of the total world fleet is

constantly declining, and it currently

accounts for no more than 10%-15% of

the world market. Developments in the

EU have tended towards deregulation in

an attempt to remain competitive. The

sector currently accounts for approxi-

mately 154,000 employees, of whom

around 128,000 are Community na-

tionals. Since 1980, the number of EU

nationals working in the sector has

declined by nearly 130,000, mainly as a

result of the move by shipowners and

operators to non-Community ``flags of

convenience'', and thus to less rigorous

conditions and cheaper rates.

At a conference held in Dublin in

December 1996, the European Com-

missioner responsible for transport, Neil

Kinnock, warned that the disappearance

of the EU seafarer was inevitable if

current trends persisted - a warning

which he argued should be considered

as a ``call to action'' in order to safe-

guard employment, skills, safety and

competitiveness. Recent studies have

shown an impending recruitment crisis

at the same time as there is set to be an

increase in seaborne trade. The confer-

ence called upon the Community to give

more effective support to training in the

sector.

The social dialogue in the European

maritime sector takes places within the

framework of the Joint Committee on

Maritime Transport which was set up in

July 1987 (following over a decade of

less formal contacts), with a view to

assisting the Commission in formulating

and implementing policy in order to

improve living and working conditions in

the sector and its competitive position.

The committee has a specialised working

party on working time. The social

dialogue in the sector has largely fo-

cused on the issues of employment,

health and safety and working time, and

has so far yielded a number of joint

texts, including an October 1996 joint

opinion on the organisation of working

time.

The agreement on the
organisation of working time

The agreement concluded in December

1997 represents the culmination of

negotiations which started approxi-

mately five years ago, and were based

on international standards set by the

International Labour Organisation.

The agreement on the proposed content

of a draft Directive on maximum work-

ing hours and minimum rest period in

the maritime sector would apply to all

employees working aboard a publicly or

privately owned ship registered in any

Member State and ordinarily engaged in

commercial maritime operations.

Member States would be asked to

acknowledge that the normal working

day for employees on board ship should

be eight hours, with one rest day per

week and rest on public holidays. More

favourable standards could be set in

legislation or collective bargaining.

Member States would be called upon to

ensure that either:

. maximum hours of work do not exceed

14 hours in any 24-hour period, and 72

hours in any seven-day period; or

. minimum hours of rest are not less
than 10 hours in any 24-hour period,

and 77 hours in any seven-day period.

Further regulation is sought to ensure

that the interval between rest periods

does not exceed 14 hours. On-call rest

periods should also be compensated.

Provision is made for the limitation of

night work for seafarers under 18.

National legislation or procedures could

allow for exceptions to the limits stipu-

lated in the agreement, as long as they

have proper regard for health and safety

and grant longer compensatory leave.

Minimum annual leave of four weeks is

stipulated. In order to ensure compliance

with the regulations, there should be

monitoring of work and rest periods.

Formal adoption of the agreement by

the sectoral social partners was expected

on 24 March 1998. If adopted, the text

will go forward to the Commission, with

a request that it be made legally binding

through a Council Directive.

Commentary

The exclusion of certain sectors, includ-

ing transport, from the working time

Directive has long attracted criticism and

was latterly termed an ``anomaly'' by the

Commission. The Directive was heavily

criticised at the time of its adoption,

particularly on the part of the then UK

Government, for being based on Treaty

provisions on health and safety (Article

118A). It is arguably in many of the

sectors excluded from the Directive that

the importance of the health and safety

issue in relation to long working hours is

brought home most clearly, as they are

the sectors where most lives are poten-

tially being put at risk by over-tired

operatives. The Commission is clearly

now seeking an end to the exclusion of

these sectors from the Directive and the

maritime sector agreement could lead

the way for other sectors.

The agreement is particularly significant

because, if it becomes the basis for a

draft Directive which is then adopted,

this would constitute the first ever EU

regulation springing directly from an

agreement reached in the sectoral social

dialogue (such Directives have already

arisen from intersectoral agreements on

parental leave and part-time work). (Tina

Weber, ECOTEC Research and Consult-

ing Ltd)

EU9802182 (related records: EU9707138N, DE9706118F)

20 February 1998
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A February 1998 High Court ruling
has raised the issue of whether the
Danish practice of closed-shop
agreements is in breach of the
European Convention on Human
Rights.

In 1996, legal action was taken by
Denmark's Christian Trade Union (DKF)
against a company that had dismissed an
employee for non-compliance with a
1990 closed-shop agreement (CSA)
concluded with the General Workers'
Union (SiD). The agreement stated that
employees recruited after 1990 should
already be or become a member of SiD.
Already employed for a year at the
company when the CSA was reached,
the employee concerned joined SiD.
Later, he regretted this and refused to
pay union dues, resulting in his exclusion
from the union and later dismissal.

DKF, with 145,000 members, is the
largest of three unions which represent
alternatives to Denmark's three main-
stream confederations - LO, FTF and AC.

The High Court ruling

On 2 February 1998, the High Court
ruled in favour of the company, stating
that the dismissal was legal under the
Act on Freedom of Association, which
protects individual employees against
compulsory union membership. Protec-
tion is regarded as satisfactory, if no
worker already employed is threatened
with dismissal for refusing to join an
organisation with which the employer
has concluded a CSA, and if job
applicants are explicitly informed before
employment that membership of a
specific organisation is a prior condition.

According to the Court's preliminary
conclusion, the key point is whether the
Act, and consequently the dismissal,
conflicts with Article 11 of the Council of
Europe's Convention for the Protection
of Human Rights and Fundamental
Freedoms, which states that: ``Everyone
has the right to freedom of peaceful
assembly and to freedom of association
with others, including the right to form
and to join trade unions for the protec-
tion of his interests.'' The Convention is
clear about the right of association, but
ambiguous about the right not to join an
association/trade union. However, ac-
cording to the High Court, a 1993
European Court of Human Rights (ECHR)
ruling on the right not to join raises
doubt as to whether the Danish Act is in
accordance with the ECHR's new prac-
tice. The High Court also states that it
may be in conflict with the Convention's
freedom of speech provisions to oblige

individuals to join a union with a political
affiliation counter to their beliefs.

Acknowledging the consequences for
industrial relations of overruling the use
of CSAs, the High Court leaves it up to
the Government to assess whether the
Act should be adjusted. Prior to the
ruling, DKF announced that if necessary
it would bring the case before the
Supreme Court and even the ECHR. In
the European Parliament's recent Annual
report on respect for human rights in the
European Union (1996), CSAs in Den-
mark are identified as violating the
principle of freedom of association.

Will the Government act?

Whereas the right-wing opposition de-
mands that CSAs be prohibited totally,
the Social Democrat-led Government
believes that existing legislation is suffi-
cient and in harmony with Danish
industrial relations.

The Minister of Labour has stated in
Parliament that she will take no legisla-
tive action, as the Court's ruling does not
compromise the way freedom of asso-
ciation is practiced in Denmark. The
Government sees no need to generate
unrest by changing the balance of
power/competencies between legislators
and social partners, hence infringing the
partners' right to conclude agreements.
As to whether she would gather infor-
mation from LO and the Danish Em-
ployers' Confederation (DA) and
examine scientifically the number of
employees covered by CSAs, the Minister
stated that, since the Government does
not intend to prohibit CSAs, it sees no
use for further examination.

DA's statutes explicitly forbid its member
firms and organisations from concluding
CSAs, which it regards as contrary to the
intentions of the basic agreement be-
tween DA and LO. LO has informed the
Minister of Labour that it has no
information on the number of employ-
ees covered by CSAs: according to DKF,
some 200,000 workers are covered. In
the public sector, administrative law
renders CSAs invalid.

In 1980, a legislative proposal from the
right-wing parties, seeking to prohibit
what they saw as forced union mem-
bership and the lack of an individual
right for employees to choose their
union representation, was rejected in
Parliament.

The views of the social partners

After the ruling, the president of SiD said
that ``there is nothing wrong in con-
cluding CSAs ... We have a sound Danish

principle saying if one wants to enjoy
then one most contribute.'' The argu-
ment is that if one wants to enjoy the
rights ensured by collective agreements,
then one must be a member of the
union which concluded the agreements.
While the president of LO will defend the
right to conclude CSAs, DA is advising
the trade union movement to re-evalu-
ate its views on their use.

CSAs are a means to ensure agreement-
based employment conditions for em-
ployees working for an employer which
does not belong to an employers'
organisation. CSAs ensure that only
workers who are members of a particu-
lar union, or who agree to join the union
once employed, are recruited. These
workers are covered by the agreements
signed by the union and thus no-one is
employed in the company concerned on
lower terms than those set out in the
relevant sectoral agreement. CSAs are
also the established union movement's
means of excluding competitor organi-
sations.

Commentary

Beyond the principal question of the
human right not to join an association/
trade union owing to CSAs, the case is
one example of the controversy between
the ``alternative'' and the established
trade union movement in Denmark. The
conflict is based on fundamental differ-
ences in views between a trade union
struggle for rights and solidarity on one
side and individual and Christian view-
points on the other. Beyond ideological
and political differences, the dispute is
linked to the struggle over members.
Although DKF does not threaten the
established unions as such, it has
managed to recruit new members -
4,000 in 1997 alone.

Both the Government and the estab-
lished union movement argue that in
order to enjoy the individual rights laid
down in collective agreements and
produced by unions, it is only reasonable
to demand membership of these unions.
Taking away the right to use CSAs would
alter the balance of power between
unions and unorganised employers, and
consequently generate unrest.

The case has also challenged the collec-
tive and agreement-based nature of
industrial relations in Denmark - the
balance between individual rights via
legislation and collective rights via
agreements. The use of CSAs goes
beyond agreements reached with un-
organised employers. Similar agreements
are used in the dentistry, legal, medical
and pharmacy professions, and any
change in present practice will have
widespread consequences.
(KaÊ re FV Petersen, FAOS)

DK9802153F

20 February 1998
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Closed-shop agreements under pressure
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The Finnish social partners have
signed a national incomes policy
agreement for 1998-2000,
providing for pay rises which will
increase average labour costs by
about 2.6% in 1998 and 1.7% in
1999.

An incomes policy agreement running
from 1 January 1998 to 15 January 2000
was signed by the central trade union
and employer confederations on 12
December 1997, following a ``union
round'' in which nearly all of the
confederations' member organisations
decided to join the deal. Over 98% of
wage earners are covered by the agree-
ment, which is thus probably the most
comprehensive in Finnish history. In the
same way as the previous 1995-7
agreement, the new settlement is being
called the ``second incomes policy
agreement for employment'', due to its
emphasis on creating jobs.

Almost all the unions belonging to the
SAK and STTK union confederations
signed the agreement, while a few
affiliates of AKAVA, representing aca-
demic professionals, did not do so. These
included the organisations for doctors,
dentists, veterinarians and state lawyers -
in all cases, settlements were reached in
February 1998.

It was suspected that the union round
would be problematic, but generally it
went quite smoothly. The biggest con-
cern beforehand was the paper sector:
throughout the negotiations, the Paper-
workers' Union had threatened to over-
turn the agreement owing to sectoral
problems. However, after a local agree-
ment concerning its earlier dispute at the
Nokia papermill, the union approved the
central deal, completing its ratification.

The deadline for agreement was post-
poned repeatedly due to AKAVA's
attempts to obtain pay increases for
higher-level staff with individual con-
tracts and avert the threat of lay-offs in
the municipalities. Following some con-
cessions by employers and the Govern-
ment, AKAVA eventually acceded to the
deal, though all its aims had not been
achieved. The other union confedera-
tions. STTK and SAK, along with the TT
and PT employers' confederations, have
stated that they are satisfied with the
settlement.

The settlement

The main focus of the new agreement is
on wages, although the unions stressed
``quality issues'' at the beginning of the
talks (EIRObserver 5/97 p.4). The ``qual-

ity'' results were very meagre, and the
most difficult issues have been referred
to working groups. The main outstand-
ing difficulties - rules for the use of
outside labour and on the status of shop
stewards - will be considered in an
``improvement of working life'' pro-
gramme. During the period of the
agreement, a study will examine local
agreements and the tasks and status of
shop stewards, especially in business
transfers. No working time cuts were
agreed, and changes in working hours
worldwide will be examined by a work-
ing group.

On pay, the agreement is for the most
part similar to the previous one, provid-
ing for a mixture of percentage and flat-
rate adjustments, as follows.

. From 1 January 1998, there is a general
pay increase of FIM 0.85 (ECU 0.14) per
hour, or FIM 142 (ECU 23.7) per month,
for those earning under FIM 8,870 (ECU
1,480) per month. Higher earners receive
a percentage increase of at least 1.6%. A
special increase of 0.5% will be
distributed within sectors to workplaces
where work is especially demanding, and
another increase will be targeted at
women and the low-paid, averaging
0.4%.

. From 1 January 1999, there will be
general increases of FIM 0.85 per hour or
FIM 142 per month, for those earning
under FIM 8,870, and of at least 1.6%
for those earning more.

. If inflation between December 1997
and October 1998 is more than 3%,
there will be a compensatory pay
increase from January 1999.

. In April-May 1999, the social partners
will conduct a study on the pay
increases.

A new scheme combining a part-time
pension and part-time work will be tried
out from July 1998 until the end of
2000. The age threshold for participants
will be lowered by two years to 56 years,
while from April 1999 unemployed
people can also combine part-time work
with a part-time pension if they have
been in full-time work for a total of 12
months during the previous 18 months.
The current ``job alternation'' sabbatical
leave scheme will be continued until the
end of 2000, and the compensation for
those participating will increase to 70%
of earnings-related unemployment ben-
efit. Finally, a working group will study
schemes whereby holiday entitlement
can be saved up.

As part of the negotiations, the Gov-
ernment offered to make the following

tax and social security decisions if the
social partners accepted the agreement:
. in 1998, the employees' health
insurance contribution will be lowered
from 1.9% of pay to 1.5%, and from
2.35% to 1.95% on annual income over
FIM 80,000 (ECU 13,360), while the
contribution for retired people will drop
from 4.9% to 4.2%, and from 5.35% to
4.65% on income over FIM 80,000. An
inflation adjustment of 2% will be made
to income tax bands; and

. in 1999, the extra health insurance
contribution on annual income over FIM
80,000 will be completely removed,
while the general contribution for retired
persons will be lowered from 4.2% to
3.9%. Income tax rates will be lowered
by 0.5%, except for the highest marginal
rate of 38%, and an inflation adjustment
of 2% will be made to income tax bands.
The maximum amount of earned income
which is exempt from municipal
taxation, and the maximum tax-
deductible amount (eg for work
materials) for purposes of income tax will
both be increased.

Commentary

The new incomes policy agreement can
be considered moderate - purchasing
power will increase by between 1.5%
and 2.0% - and it guarantees low
inflation due to its comprehensive nat-
ure. It is significant that the ``quality
issues'' have been ignored; this will
definitely be difficult for employees to
accept. At the same time, the employers
have had to give up their principled
resistance to centralised agreements. It is
most likely that unresolved quality issues
will continue to create tension during
the agreement's period of validity. As
seen in autumn 1997, an agreement as
such does not fully guarantee industrial
peace.

As for the Government, it has reached its
targets entirely and its involvement in EU
Economic and Monetary Union (EMU)
will proceed as planned. The tension
between the social partners can be
diminished if the Government's EMU
policy turns out to be a success and all
parties to the agreement can benefit
from the moderate wage increases in the
long run. (Juha Hietanen, Ministry of
Labour)

FI9801145F (related records: FI9802150N, FI9802151N,

FI9802152N, FI9712143N, FI9710132F, FI9709131N,

FI9708126N)

27 February 1998
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A ``site pact ''has recently been
signed at Opel AG, containing
management promises on new
investments and job security and
the works council's agreement to
labour cost reductions.

On 20 January 1998, the company
works council and executive board of
Adam Opel AG - the German subsidiary
of General Motors (GM) - signed a new
works agreement on future investments,
safeguarding employment and labour
cost reduction. Agreed after over 10
months of negotiations, this ``site pact''
covers over 44,000 employees at Opel's
three west German production sites -
RuÈ sselsheim, Kaiserslautern and Bo-
chum. Management commits itself to
making new investments to secure these
sites until the end of 2001 and promises
that no economic redundancies will be
made before the end of 2002. In
exchange, the works council agrees to
further cuts in the company's ``payments
above contract wages''.

The case history of the ``site pact''

A first Opel site pact was agreed in
November 1993, which linked collec-
tively agreed wage increases with cuts in
company ``payments above contract
wages''. Most larger German corpora-
tions traditionally provide additional
payments which create significant wage
drift between wages agreed at branch
level and actual wages - Opel still has
average wage drift of about 20%, says
management. Therefore, the first Opel
site pact determined that whenever a
collectively agreed wage increase ex-
ceeded 2%, the employees would re-
ceive directly only two-thirds of the
additional increase, while one-third
would be compensated with a cut in
other company payments. In exchange,
management promised that no jobs
would be relocated from Germany to
other European GM plants.

The first pact expired at the end of 1997
and negotiations for a new pact started
in March. Management announced that
further job guarantees could be given
only in exchange for larger cuts in labour
costs and a further reduction of wage
drift. In autumn 1997, the negotiations
became deadlocked because manage-
ment set up an international working
group to compare labour costs in Ger-
man plants with other European GM
plants, without involving the company
works council. Furthermore, in January
1998, it was announced that GM's
86,000-strong European workforce
would be reduced by 20%-30% within
the next five years - a loss of 17,000-
26,000 jobs in Europe including a
possible 9,000-14,000 in Germany. The
announcement made clear that the

negotiations on the new pact were
under strong pressure to avoid massive
redundancies. Soon afterwards, a sec-
ond pact was signed.

Promises and concessions

The new pact contains promises of new
investments which should secure current
production locations at least until the
end of 2001 (see box) and guarantee the
management promise of no redundan-
cies for economic reasons before the end
of 2002. Management also guarantees
the post-training recruitment of all
vocational trainees. However, the work-
force will be reduced by 3,000-4,000
employees by the year 2001, mainly
through early and partial retirement, and
the pact includes new schemes guaran-
teeing employees 80% of former net
income (early retirement) or 85% (partial
retirement).

In exchange for job guarantees, the
works council made concessions - nota-
bly, a further reduction of company
payments above contract wages. Until
the end of 2002, wage increases agreed
at branch level will be reduced by 1.25
percentage points for Opel workers,
through a cut in additional company
payments. For example, although the
1998 metalworking agreement foresees
a wage increase of 2.5%, Opel employ-
ees will receive only a 1.25% increase.
Furthermore, the additional company
Christmas bonus will be linked to
absence rates: if the average yearly rate
of sickness absence is below 6%, the
company will pay 100% of an average
month's income as a bonus - the
metalworking agreement provides for
only 55%.

According to management, the site pact
will save the company DEM 50 million
(ECU 25 million) per year. The Opel chair
expressed his satisfaction with the
agreement, which will ``help to safe-
guard a long-term future for the com-
pany and its production sites and
underlines that Opel employees can
continue with greater job security''. The
company works council president de-
clared that, given uncertain future de-

velopments in the international auto-
mobile industry, the agreement is a good
compromise.

Commentary

The Opel site pact is not an isolated
case: in recent years Germany has seen
an increasing number of company pacts
which follow more or less the same
pattern, trading off job security for social
concessions and ``wage renunciation''.
In 1997, for example, similar pacts were
agreed at Ford, Mercedes Benz (EIROb-
server 2/97 p.12) and Bayer.

All large German companies still provide
some payments above contract wages.
These payments increased during the full
employment of the 1950s and 1960s,
when they helped solve recruitment
problems. Given current mass unem-
ployment, however, there is less need for
larger companies to make such addi-
tional payments and many have started
to reduce wage drift. Indeed, company
pacts reflect a shift in power relations
between management and works coun-
cil. Under the threat of redundancies,
works councils are increasingly willing to
accept all kinds of concessions.

From a trade union point of view, this
form of ``concession bargaining'' is quite
problematic for at least two reasons. The
first is that company pacts could in the
long run threaten the German system of
branch-level collective agreements. In
particular, smaller and medium-sized
firms which do not have significant wage
drift often conclude company pacts
which breach collective agreements in
force. The second problematic issue is
the ``nationalistic bias'' of the company
pacts. At Opel, for example, the German
works council was able to secure Ger-
man jobs at a time when the company is
threatening jobs at other European
subsidiaries - eg in Belgium. Next time it
might be the other way round. National
company pacts seem not to be very
helpful in developing international trade
union solidarity. Therefore, according to
some observers, in future such company
pacts should arguably at least have a
European dimension, perhaps being
negotiated by European Works Councils.
(Thorsten Schulten, WSI)
DE9802247F (related records: DE9704209N, DE9706220N,

DE9802248F, BE9710222N)

20 February 1998

GERMANY

New ``site pact'' signed for west German

Opel plants

Management promises on new investments in
west German Opel plants

RuÈ sselsheim (24,980 employees) Safeguarding international development centre with at least 8,200 employ-
ees. New investments of at least DEM 750 million up to 2001 to modernise
plant and increase productivity (eg building a new paint-shop). Safeguarding
annual production capacity of at least 275,000 cars.

Bochum (14,630 employees) Safeguarding production of the Astra model and remaining only west
European production site of the Zafira at least until the end of 2001.
Extending provisions for additional night shifts until the end of 2000. Hiring
150 new employees in next three years.

Kaiserslautern (4,780 employees) Company works council and management declared that new pact creates
good conditions to build a new engine plant, which would mean new
investment of DEM 450 million and safeguard 400 jobs. Other measures
should help to safeguard another 520 jobs.
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Teleworking is becoming an
increasingly important issue on the
Norwegian social partners'
agenda. Existing statutory
provisions and collective
agreements are widely regarded
as inadequate for this type of work
and especially home-based
teleworking.

Teleworking, and especially home-based
teleworking, is receiving increasing at-
tention among the social partners.
Although the level of home-based tele-
work activity has remained relatively
constant in Norway over the last 10
years, it is expected to increase in the
future. The existing statutory provisions,
as well as collective agreements, are
regarded by many as inadequate for
this type of work, and home-based
teleworking especially seems to be
totally unregulated. A declaration on
teleworking has been incorporated into
the new Basic Agreement between the
LO trade union confederation and the
NHO employers' confederation which
was formally ratified in February 1998.
The legal situation in relation to tele-
working is also undergoing scrutiny,
and the likely outcome is amendments
to the 1977 Working Environment Act
(AML).

Telework on the increase

Paid work in the home is not a new
phenomenon, but its nature and the
scope has changed with the advent of
more advanced telecommunications
technology. A recent survey by Statistics
Norway shows that almost 8% of
employees spend at least five hours a
week working from home. There is also
an increasing awareness among em-
ployees about the possibilities of home-
based teleworking. In a 1995 survey by
the Markets and Media Institute, four
out of 10 employees expressed a wish to
be able to work at home.

The recognition that teleworking is
becoming more widespread has given
rise to a series of initiatives to deal
properly with the issue, notably the
National Information Network (NIN),
chaired by the Research Council of
Norway, and with a broad representa-
tion from various institutions, including
NHO and LO. NIN has proposed a
teleworking development programme
and pilot projects have been initiated
involving several large companies - such
as the Statoil oil company, which has
agreed to provide employees with free
home PCs for this purpose. NIN has
established working groups, including

one on ``telework and labour legisla-
tion'', to discuss and formulate policies.

The regulatory framework

In Norway, employer/employee relation-
ships are carefully regulated by a com-
plex set of laws, provisions and
agreements. However, existing statutory
and collectively-agreed provisions have
been criticised as being inadequate to
accommodate teleworking, and home-
based teleworking in particular is com-
pletely unregulated.

The general view is that the AML can be
applied to telework activity, but it is
questionable whether it is applicable to
home-based teleworking. Home-based
work in general originally came under an
1918 Act which was abolished in 1995.
Other provisions were incorporated with
the purpose of making possible the
application of the AML to home-based
work, but nothing has so far been done
to follow up this legal possibility. This,
and related problems, have been con-
sidered by the NIN working group on
telework and labour legislation, which
produced a report in 1996 whose
proposals included making the AML
binding on home-based work in general.
The Government is presently working on
a similar proposal, and a Green Paper is
expected during 1998.

LO and NHO's Basic Agreement has
traditionally been relatively silent on
teleworking, but a ``joint declaration on
telework'' is incorporated in the revised
agreement for 1998-2001. The partners
agree on the existence of problems
connected to teleworking and make a
common commitment to monitor closely
its future development through studies
and dialogue. A joint committee will
look at teleworking, and propose
changes to the existing legal framework
and collective agreements. The issue has
been relatively little considered at sector
level, and teleworking currently takes
place without any written agreements or
other formal arrangements. Several un-
ion federations, however, are working
out teleworking policies in the light of
forthcoming wage negotiations.

The views of the social partners

The general view among the social
partners is that teleworking is here to
stay, and it must thus be taken seriously.
LO recognises the opportunities for its
members inherent in teleworking,
although with some caution. LO has
worked for a long time to persuade the
Government to ratify the 1996 ILO
Convention on home work, which would

imply an extension of the AML to
accommodate home-based teleworking.
Furthermore, all individual agreements
on this issue, according to LO, must be
regulated by collective agreements,
especially in sectors where teleworking is
becoming more widespread, such as
telecommunications.

Framework collective agreements on
teleworking are expected to be an issue
during the 1998 bargaining round, and
at least three LO-affiliated unions have
expressed a wish to raise the question
during the negotiations and have been
working out strategies and preparing
demands. For example, the Norwegian
Union of Employees in Commerce and
Offices seeks a general agreement con-
cerning home-based work, which will
provide guidelines and allow members
the right to individual agreements with
their employers.

NHO sees teleworking as a positive
contribution to a more flexible organi-
sation of working life, but is reluctant to
see a centralisation of control by the
authorities. Nor does it wish to see any
changes in the present legal framework.
NHO stresses the need for local solutions
to what it sees as purely local issues,
since different enterprises have different
needs in this regard.

Commentary

The question of teleworking is part of
the wider debate on flexibility and work
organisation, and the impact of modern
technology on social relations in the
Norwegian system. Most of the social
partners involved in this debate take as
their point of departure that flexibility is
desirable, but the question remains
about the types of flexible arrangements
to be stressed, and to whom they should
apply. Trade unions want to see tele-
working brought under more centralised
control through the 1977 Act and
collective agreements, on the grounds
that flexibility should not come at the
expense of employees' welfare. Such
increased centralisation of control, ac-
cording to NHO, is an impediment to
flexibility. The social aspects of tele-
working are also emphasised: one of the
unions' concerns is that the distinction
between working hours and leisure time
becomes blurred. In particular, the less
tangible effects of teleworking are seen
as important, because people may be
forced into working longer hours. An-
other issue the unions are concerned
about is the possible isolation of em-
ployees from the enterprise and their
colleagues, with the result that they lose
out on social interaction and information
exchange. (Haavard Lismoen, FAFO In-
stitute for Applied Social Science)

NO9802149F (related record: NO9711134F)

20 February 1998
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The trade unions and employers'
organisations which signed April
1997's important labour market
reform agreements have carried
out a review of their results. The
social partners agree in general
that the results are positive, but
have reservations on some points.

In April 1997, Spanish trade union
confederations and employers' organi-
sations signed three intersectoral agree-
ments constituting a major reform of the
labour market (EIRObserver 3/97 p.10).
In January 1998, the organisations which
signed the ``April agreements'' published
a review of their results over June-
November 1997. The review, carried out
by the UGT and CC.OO union confed-
erations and the CEOE employers' con-
federation, examines two of the main
issues covered in the agreements - the
reduction of insecure employment and
of labour turnover.

A year of expanding employment

In employment terms, 1997 was a
relatively good year in comparison with
the immediately preceding years: the
number of people in employment in-
creased by 335,000 in comparison with
1996. The main reasons were an un-
expectedly high rise in GDP and fewer
job losses in agriculture than usual.
Another reason was that companies
received state grants to create perma-
nent employment, and could also con-
tinue creating temporary employment in
identical conditions to the previous
period.

Nevertheless, the effect on the unem-
ployment rate has been less than
expected and the reduction in unem-
ployment was lower than in previous
years. In 1997, the number of unem-
ployed people fell by 140,000, compared
with 173,000 in 1996 and 198,000 in
1995. To equal the average employment
rate of the EU, more than two million
Spanish men and women will have to
join the labour market or emerge from
the hidden economy.

Characteristics of new contracts

Limited progress has been made on the
topics dealt with under the April agree-
ments. The number of employment
contracts signed in the period up until
until November 1997 was 6,108,926
(almost 800,000 more than in 1996) -
8.5% permanent and 91.5% temporary.
The gulf between these two types of
contract remains enormous, but in 1996
the percentages were respectively 3.9%
and 96.1%. The key to success lies in the

consolidation of this trend over the next
few years.

In terms of the characteristics of the
workers who obtained permanent con-
tracts, they tend to be those who
previously had temporary contracts
(73%) rather than long-term unem-
ployed people (27%) - the latter are thus
less favoured. Furthermore, men are
more favoured than women: though
women represented 45% of the people
who could benefit from permanent
contracts, they received only 32% of
new secure contracts. In terms of age,
the young did better, while industrial
workers were relatively more favoured
than those in other sectors. However,
the least qualified workers were the
most favoured because they are the
workers whose employment situation is
the least secure.

Although the fight against insecure
employment has been a relative success,
the same cannot be said for labour
turnover. Bearing in mind the above-
mentioned increase in the working
population and relating it to the total
number of contracts, it must be con-
cluded that 1997 labour turnover was as
high as in 1996 because temporary jobs
have increased proportionally more than
the number of wage earners. Many of
the contracts were for jobs that ap-
peared and disappeared during the year
rather than for secure jobs for which one
contract followed another. The unions
believe that this is the case and that little
progress has been made in this area.

Reasons for change

The social partners and the Government
have repeatedly stated that the increase
in permanent contracts is due largely to
the grants that employers receive from
the state for concluding such contracts.
These grants last for two years, starting
from May 1997, which means that only
after this period will it be possible to
assess the true effects of the April
agreements. It is to be hoped that after
holding a steady job in a company for
two years, many workers will consolidate
their status, either because they have
improved their skills or because they
have become indispensable, but at
present it is impossible to tell.

The grants are active employment po-
licies that may be of greater value to
unemployed people and workers with
insecure jobs than certain passive policies
or external supports (such as subsidies or
training). However, although unions and
employers' organisations agree with the
policy of grants, they express some
doubts about their continuity. Employers

want the grants policy to extend to
reductions in their social security con-
tributions, arguing that these are such a
burden on small companies that they
prevent them from creating employ-
ment.

The unions oppose reducing social con-
tributions, since this would cause serious
problems for the pensions system that
would have to be solved through the
state Budget, which would itself lead to
further problems. They claim that com-
panies continue to use temporary con-
tracts unjustifiably: eg, they use
inappropriate types of contract or con-
tracts for shorter periods than allowed
by legislation. The unions are in favour of
economic sanctions to counter such
practices, arguing that this would reduce
the number of inappropriate contracts
and that the funds generated could be
used to stimulate employment. Over and
above all this, the unions still think that
in an economically good year the
employers and the Government have
done little for employment.

Commentary

1997 ended with a temporary employ-
ment rate of 33% of the labour force,
practically the same as in 1996. There-
fore, the greatest area of concern
remains how to reduce a temporary
employment rate that is still so high in
comparison with the rest of the EU. It
seems evident that the remedy can come
only from a labour policy that is even
firmer in offering greater protection of
certain minimum guarantees - on dura-
tion of contracts, rights of temporary
workers, greater responsibilities for
workers' committees etc. In other words,
the same conditions as exist in many
countries of the EU.

Furthermore, the measures adopted in
the 1997 agreements show limitations
that must be thoroughly studied. They
seem to continue to discriminate against
women and offer only partial solutions
to long-term unemployment. It would
perhaps be important to introduce
corrective measures in this respect.
(Faustino MigueÂ lez, QUIT)

ES9801239F (related record: ES9706211F)

23 January 1998
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In December 1997, the CBI and
the TUC agreed a joint statement
on statutory trade union
recognition in advance of the
Government's forthcoming White
Paper on the issue. However,
subsequent public debate has
accentuated crucial areas of
continuing disagreement

The Labour Government is committed to
obliging employers to recognise a trade
union where this is supported in a ballot
by employees (EIRObserver 2/97 p.9).
Details will be made in a White Paper on
``fairness at work'', expected in April or
May 1998, and legislation is planned for
the 1998-9 parliamentary session. As
part of the policy-making process, min-
isters encouraged the Confederation of
British Industry (CBI) and the Trades
Union Congress (TUC) to resolve some of
the practical problems raised by recog-
nition legislation, making it clear that an
agreed approach was likely to prove
persuasive, but indicating that if the two
sides failed to agree it would issue its
own proposals. CBI-TUC discussions took
place during autumn 1997 and con-
cluded in December with a joint state-
ment identifying areas of both
agreement and disagreement.

Background

In the UK, the recognition of unions for
collective bargaining purposes has tradi-
tionally been at the discretion of indivi-
dual employers and there is currently no
legal obligation on employers to recog-
nise and bargain with unions. During the
1970s, both Conservative and Labour
Governments introduced statutory pro-
cedures, whereby unions could refer
disputed recognition issues to third-party
determination, but these encountered a
range of intractable operational difficul-
ties. The most recent provisions were
repealed in 1980, having proved con-
troversial and largely ineffective. Despite
this experience, the TUC, motivated by a
sustained decline in recognition over the
1980s and 1990s, has campaigned for a
new statutory procedure as part of a
broader package of employee represen-
tation rights. Employers' organisations
have opposed the reintroduction of
statutory recognition, arguing that con-
structive relationships are based on trust
and goodwill, not legal imposition.

Key points of the joint statement

The joint statement identifies a range of
issues on which the CBI and TUC agree.
. Union recognition should be voluntary
wherever possible, and disputes should
preferably be resolved through

conciliation by the Advisory, Conciliation
and Arbitration Service (ACAS).

. Where this is not possible, an
``alternative infrastructure'' should deal
with recognition claims. Though the CBI
has not made a specific proposal on this,
the TUC seeks a new ``Representation
Agency'' and the statement uses this
terminology.

. The Agency should be able not to
proceed with claims where an inter-
union dispute is involved, where the
union has unreasonably refused
conciliation or where the claim appears
``frivolous''. The TUC should settle
disputes between affiliated unions.

. A union should not be permitted to
resubmit a comparable claim for at least
three years after a claim has failed.

. The existence of some other ``non-
independent form of employee
representation'' should not prevent a
union seeking recognition under the
scheme. The parties ``see no reason why
non-union channels of representation
cannot exist alongside trade union
collective bargaining''.

. Under the statutory procedure, once
the bargaining unit has been
determined, the level of support for
bargaining should be assessed by a
ballot covering all workers in the unit,
involving ``some element of independent
scrutiny''. (The TUC believes a ballot is
unnecessary where the union can
demonstrate majority membership in the
unit.)

. Following a recognition award, there is
an expectation that bargaining will take
place, and the CBI and the TUC agree
that remedies should be available where
an award is not complied with.

However, some significant areas of
disagreement are recorded. Crucially, the
CBI believes that a majority of all
employees balloted should be needed to
achieve a recognition award, whereas
the TUC thinks the test should be the
majority of those voting. The two
organisations also differ on the key issue
of how to define the prospective bar-
gaining unit (and therefore balloting
constituency). The CBI wants the unit to
be proposed by the employer, based on
existing business structures. The TUC
argues that additional factors should be
taken into account, including the wishes
of the workforce concerned, and that
the Representation Agency should rule
on disputes over the unit's scope. There
is disagreement too on the subjects to be
covered by bargaining following a re-
cognition award. Before coming to
power, Labour proposed that these
should be pay, hours, holidays and

training. The CBI believes that the
inclusion of training would be unsuitable
whereas the TUC sees this list as ``rather
simplistic''.

In addition, the CBI wants to see small
businesses excluded from the legislation,
and a requirement that in order to
submit a recognition claim a union
should be required to demonstrate
support from 30% of the employees to
whom the claim relates. It also believes
that new statutory procedures should
remove the need for industrial action in
support of recognition and that the law
(which currently allows such action)
should thus be changed accordingly.
Each of these proposals is opposed by
the TUC.

However, a compromise appears to have
been reached on derecognition. The
statement records the CBI's view that
employers should be able to apply for a
derecognition ballot with the support of
30% of employees in the bargaining
unit. There is no explicit rejection of this
proposal by the TUC, whose acceptance
appears implicit in the statement that:
``Both the TUC and the CBI stress the
need for ACAS conciliation in these
instances, and the TUC stress the need
for the status quo to operate while there
is an application to change recognition
arrangements. The CBI and the TUC
agree that the three-year rule for
reballoting should apply to employers as
well as unions.''

Commentary

While more than just an ``agreement to
disagree'', the joint statement falls short
of providing a blueprint for a new
statutory recognition procedure which
could have been used as the basis of the
Government's legislative proposals. On
those issues where there is broad
agreement between the CBI and TUC,
their recommendations can be expected
to influence the design of the new
statutory procedure. However, in the
months since the joint statement was
drawn up, these areas of agreement
have been overshadowed by public
controversy between the two organisa-
tions over the aspects of recognition on
which they disagree, particularly
whether recognition is to be dependent
on a majority of those eligible to vote or
a majority of those voting. Both organi-
sations are currently campaigning hard
in an attempt to influence ministerial
decisions on the key elements of the
forthcoming recognition proposals.
When the White Paper is finally unveiled,
its contents will be taken as an important
indicator of the relative influence of
trade union and business interests over
the direction of the new Labour Gov-
ernment's industrial relations policy.
(Mark Hall, IRRU)

UK9801194F, UK9802105N (related record: UK9704125F)
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EU/NEWS

High-level expert group launched to
discuss industrial change

In January 1998, the European Com-
mission launched a ``high-level expert
group'' to analyse industrial change in
the European Union. The group was
formed in response to one of the
European Council's conclusions at the
Employment Summit held in Luxem-
bourg in November 1997 (EIRObserver
1/98 p.12). The European Council con-
sidered that ``particular attention should
be given to sectors undergoing major
industrial change''. More specifically, it
called for the setting up of a high-level
expert group to analyse likely industrial
changes in the Community and to look
into ways of anticipating them better, so
as to ensure a positive and coordinated
approach to their economic and social
consequences.

The new group will be chaired by Pehr G
Gyllenhammar who is currently the chair
designate of Commercial Union plc and
senior adviser to Lazard FreÁ res & Co.
Commission President Jacques Santer
and social affairs Commissioner PaÂ draig
Flynn, in agreement with industry Com-
missioner Martin Bangemann, have ap-
pointed the members of the expert
group with the aim of representing a
cross-section of people centrally involved
in industrial restructuring, who have in-
depth experience in anticipating and
responding to the social and economic
consequences of restructuring. The
group includes former ministers, aca-
demics, and individuals from business
and trade union backgrounds.

The group will be responsible for ana-
lysing industrial change and its impact
across the range of industrial sectors.
From this analysis, the group is expected
to make recommendations for measures
or policy instruments which can deal
effectively with the changes, while at the
same time promoting the key goals of
employment, competitiveness and eco-
nomic growth. The group will also
examine the contribution of the social
dialogue and the impact of public
policies (such as structural funds and
state aids) in accommodating and alle-
viating the social and economic impact
of industrial change.

After consultation with the social part-
ners, a first report is expected to be
submitted to the Council for subsequent
submission to the Cardiff European
Council in June 1998.

EU9801178N (related records: EU9711168F, EU9706132F)

23 January 1998

AUSTRIA/NEWS

Unions seek further harmonisation of

labour law

The Austrian Trade Union Federation
(OÈ GB) has launched a campaign in 1998

to make good on one of its long-
standing demands: the removal of the
remaining legal differences between
wage earners/blue-collar workers (Ar-
beiter) and salary earners/white-collar
workers (Angestellte). In the late 1970s,
equality in holiday regulations and se-
verance pay was achieved. Now, OÈ GB
wants regulations on wage earners'
payment during sickness and dismissal
notice periods to be brought up to salary
earner standards. The Austrian Chamber
of the Economy (WKOÈ ) opposes any
measure that would increase total wage
costs, this being one of the hottest issues
between social partners at national level.
WKOÈ believes that upward equalisation
would cost ATS 10 billion (ECU 720
million) per year, while OÈ GB estimates
the net annual cost to be about ATS 1
billion (ECU 72 million). There are some
1.3 million wage earners, making up
about 43% of total employment.

Currently, in the event of sickness,
wages must be paid to blue-collar
workers for four weeks, after at least
two weeks of previous employment. This
rises to 10 weeks' wages after 25 years'
service. For white-collar workers, salaries
have to be paid in full for six weeks and
at 50% for another four weeks in the
event of sickness during the first five
years of employment. This rises to 12
weeks on full pay and 50% for four
weeks after 25 years' service. The
average duration of sickness per case is
13 days among salary earners and 19
days among wage earners. This is
reflected in the higher sickness insurance
contributions to be paid for wage earn-
ers - 7.9% of total labour cost against
6.8% for salary earners. OÈ GB suggests
the universal application of the lower
rate, which would cost the insurance
system about ATS 800 million (ECU 58
million) annually.

Employers must give salary earners at
least six weeks' notice of termination of
their employment contract, rising to five
months' notice after 25 years' service.
For waged workers, the law sets a
minimum notice period of two weeks
but allows collective agreements to
deviate from the norm. A bricklayer, for
instance, even after 10 years of em-
ployment has a notice period of only one
week. WKOÈ thinks that harmonisation
with salary earners in this respect alone
could cost as much as ATS 4.5 billion
(ECU 320 million) annually, while OÈ GB
maintains that dismissals of wage earn-
ers are as foreseeable as those of salary
earners, so no additional cost would
accrue.

Negotiations on these issues can be
expected to be difficult. It is almost
inconceivable that salary earners will be
asked to give up any of their entitle-
ments. At the same time it would be
inconceivable to raise labour costs any
further, especially since the current

Government has pledged not to do so. A
way out might be to cut costs in
seemingly unrelated areas of social and
labour law, though this would carry the
risk of becoming mired in a multitude of
small conflicts.

AT9801160N

23 January 1998

BELGIUM/NEWS

Electrabel leads on the 35-hour week
and job creation

An settlement regarded as a model in
terms of reducing working time and
creating jobs was signed on 23 Decem-
ber 1997, putting an end to a six-month
dispute at Electrabel, the electricity-
distribution company. The most recent
collective agreement for the firm, signed
in May 1997, provided for wage rises
and the replacement of workers retiring
early by temporary employees. It was
rejected by the two majority trade
unions at the firm - GAZELCO and the
National Federation of White-Collar
Workers (CNE/LBC) - which wanted to
stress working time cuts and recruitment
on open-ended contracts.

The agreement has now been revised
and management has agreed to ``ex-
amine positively the reduction of work-
ing time to 35 hours a week'' over the
period up until December 2002. Hours
will be reduced from 1 January 1999,
but the rate of reduction is still to be
negotiated. Moreover, 300 additional
full-time workers will be recruited and
recruitment for the 1,000 planned tem-
porary posts will be speeded up. Wages
will be frozen until 2002.

Three points should be underlined.

. This is Belgium's first sectoral
agreement on the 35-hour week. Others
have been concluded within firms, in
particular to protect jobs - see below -
but Electrabel, which employs 14,000,
represents the entire electricity sector.

. The opposition between GAZELCO and
CNE/LBC on the one hand, and the
signatories to the first agreement on the
other - the Christian Federation of Gas
and Electricity (FEG) and the Federation
of Liberal Trade Unions of Belgium
(CGSLB/ACLV) - expresses inter-union
tension over priorities regarding claims.
At intersectoral level, unions now stress
hours cuts, but within firms union
members have to choose, and most
often abandon the prospect of future
wage rises in favour of the reduction of
hours to allow recruitment. It is a difficult
choice, particularly during wage freezes,
but in Electrabel it was supported by
88% of the workforce in a referendum.

. The debate on the reduction of
working hours, in which employers'
federations refused to engage until
recently, has now been brought into the
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negotiating area, even if outside the
framework of legal measures meant to
encourage it

Beyond Electrabel, recent months have
seen agreements on hours reductions in
a number of companies in very different
sectors, aimed variously at maintaining
the firm's viability, increasing flexibility or
creating new jobs. Recent examples,
with weekly hours reduced as low as 32
hours in some cases, include deals at
Uniroyal (tyres), Axial (car parts distribu-
tion), Defever (laundry works) and the
Frameries local authority. In late Febru-
ary, prison officers obtained a 36-hour
week and compensatory recruitment,
while pressure for a reduction in working
time is also being exerted by the not-for-
profit sector (EIRObserver 1/98 p.12).

BE9801130N, BE9802133N (related record: BE9711125N)

27 February 1998

FRANCE/NEWS

Banking employers terminate sectoral
agreement

Following the national tripartite confer-
ence on employment, pay and working
time held on 10 October 1997 (EIROb-

server 5/97 p.5), at which the Govern-
ment announced a bill to introduce the
35-hour working week, the French
Banks' Association (AFB), made plans for
an immediate termination of the bank-
ing sector's collective agreement. The
agreement lays down specific rules on
social protection, pay setting, job classi-
fication, working time and so on, and
AFB believes that it is impossible to
implement the move to a 35-hour week
in every company and every branch,
while at the same time observing the
agreement's constraints. Following pres-
sure from the Government, in October
1997 AFB announced negotiations with
the trade unions on ``modernising'' the
agreement, with the aim of settling
before 1 January 2000, when the
statutory 35-hour week comes into
force. The employers' criticisms of the
existing collective agreement centred
on: the pay increase in real terms and
the seniority bonus, which are fixed
nationally at sector level; and the job
classification scheme, which is identical
across the entire sector, and no longer
matches the duties actually performed.

The unions - CFDT, CGC, FO, CGT and
CFTC - were united in the view that the
modernisation of the agreement should
be accompanied by simultaneous sec-
toral negotiations on the 35-hour week.
AFB itself foresaw discussions on hours
cuts via negotiations on ``facilitating an
overhaul of working hours, especially for
managerial staff'', but wanted to save
the specific question of the 35-hour
week for agreement at company level
only.

In early January 1998, after the first
three meetings, disagreements between
AFB and the unions were very clear:

. AFB wants pay policy decentralised,
and the seniority bonus targeted on
employees without other means of
raising their salaries. Unions are firmly
opposed to the employers' pay
suggestions, arguing that they would
limit sectoral negotiations to establishing
minimum wage levels for each grade;
and

. AFB wants to reform the hierarchical
grading system by the adoption of a
scheme containing grading criteria such
as technical proficiency, responsibilities
and decision-making autonomy. The
unions call for the creation of ``families''
of jobs which do not take these criteria
into consideration.

Arguments over working time reductions
exacerbated the tension underlying the
debates. The union negotiating team
wanted a sector-level policy on the 35-
hour week, while AFB emphasised the
estimated costs involved in such centra-
lisation of this measure (an 11% growth
in employment costs) and the need to
allow companies to carry out negotia-
tions locally. Nearly 60% of bank
branches employ fewer than 20 people,
and will thus remain unaffected by the
35-hour week law until 2003. Moreover,
AFB stressed that as banking employees
have an extra five days' paid holiday, the
real working week calculated over the
year is currently 37 hours, rather than
39.

At the end of the 19 January meeting,
AFB stated that it no longer wished to
discuss the 35-hour week. A final meet-
ing was held on 30 January. The unions
asked for a few days' extension to the
deadline, in order to consult their
memberships, but AFB refused to grant
this extension. On 3 February, judging
that it was no longer possible to
negotiate on the modernisation of the
agreement, AFB gave notice of its
termination.

The president of AFB calls the notice of
termination ``just a phase in the proce-
dure for relaunching negotiations'', and
the organisation rejected the suggestion
that its decision had been timed to
coincide the debate on the 35-hour law
in parliament. The Minister of the
Economy and Finance, Dominique
Strauss-Kahn, deplored the decision,
emphasising that ``the ball'' was ``in
AFB's court'', and that the organisation
``should demonstrate that it really
wanted dialogue between employers
and unions by coming up with some
new ideas''.

The various unions expressed their anger
about the AFB decision and gave notice
of a national strike for the end of
February, when the next meeting be-

tween unions and employers' represen-
tatives was due. They now have until the
end of 1999 to renegotiate the collective
agreement with employers. Until then
the existing agreement continues to
apply in its entirety. If they cannot agree,
the provisions of the Labour Code will
apply directly to the sector in 2000.

FR9802194F (related records: FR9710169F, FR9711176F)

20 February 1998

GERMANY/NEWS

Record unemployment dominates

agenda

In 1997 the average number of unem-
ployed people in Germany was around
4.4 million, which marked a sharp
increase of more than 400,000 on the
previous year, and the average rate of
unemployment stood at 11.4% com-
pared with 10.4% in 1996. Although the
German economy is expected to recover
in 1998, most economic experts in
Germany think that this will have only
small effects on the labour market.

Against this background, Chancellor
Helmut Kohl declared on 9 January 1998
that the Government's previous aim of
halving unemployment by the year 2000
might no longer be realistic. In January
1996, the Federal Government together
with trade unions and employers' asso-
ciations signed the Alliance for employ-

ment and the securing of production

locations which defined the common
goal of halving unemployment by 2000.
Although the initiative had failed by
March 1996 after the Government
announced cuts in social benefits and
further deregulation of labour law, the
Government had always officially in-
sisted on the goal of halving unemploy-
ment.

The Chancellor's declaration led to some
sharp reactions from the trade unions.
The president of the Confederation of
German Trade Unions (DGB), Dieter
Schulte, for example, called Mr Kohl's
statement a ``political declaration of
bankruptcy'', accusing the Government
of conducting a policy ``which never
really fought unemployment''. The pre-
sident of the IG Metall metalworkers'
union, Klaus Zwickel, called for a fun-
damental change to current policy,
stating there will be no halving of
unemployment without a ``massive re-
distribution of work'' including a ``mas-
sive working time reduction''. The
unions also criticised the employers,
claiming that they have not used the
reduction in labour costs which has
resulted from the unions' moderate pay
policy to create new employment. For
the coming collective bargaining round,
the unions have announced higher wage
demands to increase employees' pur-
chasing power.
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The president of the Confederation of
German Employers' Associations (BDA),
Dieter Hundt, said that in comparison
with other countries the possibility to
make profits in Germany was still
unsatisfactory. Mr Hundt, therefore, saw
the continuation of a moderate pay
policy as a fundamental precondition for
improving the labour market situation.

The situation became even more acute in
early February, when statistics were
published showing that at the end of
January German unemployment had
reached a new post-war record high,
with more than 4.8 million people
registered as unemployed. The an-
nouncement of the figures on 5 February
was accompanied by nationwide pro-
tests by unemployed people all over
Germany (mirroring similar actions in
France), organised by independent or-
ganisations of jobless people, self-help
groups and trade unions' jobless com-
mittees and groups. The unions played
an important role in coordinating, orga-
nising and supporting the protests.

DE9801246N, DE9802148F (related records: DE9702202F,

DE9711236F, FR9801189F)

20 February 1998

GREECE/NEWS

Debate heats up over labour relations
changes in public enterprises

The public sector has been at the centre
of disputes between the Government
and trade unions in early 1998. On 3
February, a legislative amendment on
the regulation of labour relations in
public enterprises in financial difficulties
was passed in the Greek Parliament.
Under the new provisions, labour rela-
tions in ``lame duck'' public utilities and
services will in future be regulated by law
and not by agreement between man-
agement and employees.

Soon afterwards, on 10 February, the
Government reached a decision on a
plan for public enterprises (both those
showing a profit and those in financial
difficulties) which it is determined to
implement, either through dialogue or
unilateral administrative decisions. Ac-
cording to the Prime Minister, one of the
aims of the package is Greece's early
participation in EU Economic and
Monetary Union. The Prime Minister
ordered ministers to begin immediate,
rapid implementation of the relevant
package of measures, which include:
economic restructuring of public enter-
prises; an operational plan to modernise
public enterprises; and drafting of gen-
eral employee regulations for each public
enterprise, for which the unions will bear
an equal share of responsibility.

In a joint statement, the Greek General
Confederation of Labour (GSEE) and the
union federations in public enterprises
expressed their opposition to govern-

ment policy. They stressed that: ``For us,
this law will contain no Article 31 [which

contains the provisions on labour rela-

tions]. We will not allow labour relations
in public enterprises to be changed by

law.'' GSEE has not ruled out the
possibility of strike action, in the event

that unilateral government decisions are
attempted in public enterprises, and has

assured workers that ``no enterprise will

be left on its own.'' In response to an
appeal by the Minister of Labour and

Social Security for a consensual change
in labour relations in public enterprises

through dialogue, GSEE announced that

``public enterprise unions will take part
in processes of dialogue to draw up new

operational plans for the development of
the public enterprises, but will not take

part in dialogue to renegotiate collective
agreements.'' The chair of GSEE under-

lined that the unions are seeking to

rescue public enterprises and that, in
some, workers have already drawn up

rescue plans. He noted, however, that a
condition for dialogue is that the Gov-

ernment and the administrations should

submit their proposals for discussion by
all sides.

In early February, following the adoption
of the amendment on labour relations in

public enterprises, GSEE opened up a

new channel of protest by appealing to
the International Labour Organisation.

The unions claim that the Government
has violated ILO Convention No. 98 on

the right to organise and bargain

collectively, which Greece ratified in
1961. GSEE will also set up a committee

of constitutionalists and labour law
experts to draw up an appeal to the

Greek courts for repeal of the new law.

GSEE has requested action by the
Economic and Social Committee (OKE)

which denounced the Government's
action on 2 February. GSEE's call for OKE

to issue an appeal to the Government to
withdraw the controversial amendment

was not accepted, as this was considered

to lie outside the Committee's compe-
tencies. In OKE's February meeting,

however, the representatives of all the
private sector employers' organisations,

while not questioning the need for

modernisation of public corporations,
expressed their dissatisfaction over the

Government's handling of the matter.
For the employers, this has damaged the

industrial relations climate and jeopar-
dised labour peace and the negotiations

over a new National General Collective

Agreement. Government policy was also
denounced in a message of solidarity

with the GSEE from the European Trade
Union Confederation and the Interna-

tional Transport Workers' Federation.

GR9802155F, GR9802158N (related records: GR9801150N)

27 February 1998

IRELAND/NEWS

Union recognition report advocates
voluntary procedures

A ``High-Level Group'' has advocated the
continuation of the ``voluntarist'' ap-
proach to industrial relations in Ireland,
in a set of proposals aimed at tackling
disputes over trade union recognition
rights for workers. The Group, drawn
from representatives of Government,
state agencies, employer and trade
union interests, was established in ac-
cordance with the current Partnership
2000 agreement between the social
partners (EIRObserver 1/97 p.6).

The High-Level Group was committed to
issuing a report on union recognition by
the end of 1997. The final draft report
was made public through press leaks in
January 1998 during a recognition dis-
pute at Ryanair, Ireland's low-budget
airline, which has focused national
attention on the recognition issue. Some
40-50 baggage handlers belonging to
the SIPTU union are seeking union
recognition at Ryanair, which has a
strong non-union policy of dealing
``directly'' with its own employees. The
dispute, which has seen increasing
industrial action from January 1998
onwards, has resulted in tensions be-
tween the Irish Business and Employers
Confederation (IBEC) and the Irish Con-
gress of Trade Unions (ICTU). It has also
caused concern at government level,
with worries that it might sour Ireland's
decade-long successful social partnership
model, embodied in Partnership 2000.

The current position in regard to union
recognition is that the 1937 Constitu-
tion, while it grants individuals the right
of freedom of association, also grants
employers the right to refuse to recog-
nise an association. The effect is that one
right cancels out the other. Currently,
the Labour Court supports trade union
claims for recognition in cases where a
union can show it has members - but the
Court's recommendations are not bind-
ing and can be rejected by an employer.

What the High-Level Group proposes is
an extension of this voluntarist approach
by building in a role for the Labour
Relations Commission and its Advisory
Service which would, in effect, act as a
conciliator in disputes over recognition.
Should these new procedures fail to
produce a solution, disputes could still
be referred to the Labour Court for the
usual non-binding recommendation.

IBEC reacted well to the draft proposals
while ICTU has expressed its disappoint-
ment and has referred them back to the
High-Level Group for further considera-
tion. ICTU is now likely to advocate a
move toward binding Labour Court
recommendations to deal with union
claims for improvements in pay and
conditions in cases where an employer
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refuses to recognise or bargain with a
trade union. This would operate in much
the same way as minimum pay rates are
enforceable under Ireland's Joint Labour
Committee (JLC) system. JLCs sets down
legally enforceable minimum rates for
workers in a number of low-paid sectors.

IE9802141F, IE9801239N (related record: IE9702103F)

20 February 1998

ITALY/NEWS

Social partners oppose child labour

In January 1998, during a visit to trade
union leaders in India, Sergio Cofferati,
the secretary general of the Cgil union
confederation, accused Italy of exploiting
workers under the legal age for em-
ployment, claiming that there are
300,000 such minors employed in Italy.
The accusation has led to a public debate
between unions, the Confindustria em-
ployers' confederation and the Govern-
ment over a joint plan to eradicate child
labour.

The CENSIS social research institute
estimates the number of minors working
in Italy at 250,000. The phenomenon is
widespread throughout the country,
even in wealthier regions, and includes
around 120,000 children who leave
school before completing compulsory
education, while the other minors in-
volved usually work and attend school as
well.

Cgil and the other main union confed-
erations - Cisl and Uil - have asked the
Government to take firm action against
child labour in Italy and abroad by
supporting International Labour Organi-
sation initiatives and adding a ``social
clause'' to foreign trade agreements. The
chair of Confindustria, Giorgio Fossa, has
condemned clandestine labour ``on
moral grounds and for the distortion of
market forces and competition produced
by the use of underage, and therefore
underpaid, workers''.

The Italian Government had already
pledged itself to fight child labour. This is
indicated by a recent agreement be-
tween unions and the Trade and Industry
Minister, Pierluigi Bersani, whereby the
Government will introduce a ``social
seal'' on garments and textiles guaran-
teed not to involve child labour.
Furthermore, Prime Minister Romano
Prodi has promised to support joint
action by unions and Confindustria at
the June 1998 ILO Conference in Geneva
for a new, more effective ban on child
labour.

There has also been recent activity at
company level against child labour and
other abuses in the developing world.
An innovative agreement was signed in
October 1997 by unions and manage-
ment at the Italian-based multinational,
Artsana, which produces toys under the
name Chicco. Artsana has many con-

tracts with suppliers in South-East Asia
and China, where the basic rights of
workers are often not guaranteed.
Under the agreement, Artsana will take
action to ensure that ILO conventions on
trade union and bargaining rights, equal
pay for women and men and non-
discrimination are respected in the
companies which make its products. The
main concern is to avoid any form of
exploitation of underage workers, and in
those countries where there is no
minimum employment age, a minimum
age of 14 years must be applied.
Furthermore, forced or prison labour
cannot be used and health and safety
standards must be certified.

Artsana will carry out positive measures
to ensure that foreign supplier compa-
nies respect the ILO conventions. Mon-
itoring and supervisory programmes
have been drawn up which will be
implemented by supplier companies, in
which union officials from outside the
Artsana group will also participate. The
heads of the supply companies will have
to sign a declaration every year stating
their consent to respect the ILO con-
ventions. Each supply contract drawn up
by Artsana will state that failure to
respect the code of conduct will render
the contract null and void. Finally,
Artsana and the unions express the hope
that the social legislation of the countries
in which the group operates will con-
form to the ILO's basic guidelines.

IT9801145N, IT9711137N

23 January 1998

ITALY/NEWS

Single European currency already
creating jobs in Italy

The coming single European currency,
the euro, is already generating employ-
ment in Italy. The metal required for euro
coins means more work for employees at
the Europa Metalli plant in Campotizzoro
in the Pistoia province. On 18 December
1997, the management of Europa Me-
talli (part of the European Cabelmetal
group controlled by SMI) signed an
agreement with the metalworkers' trade
unions - Fim-Cisl, Fiom-Cgil and Uilm-Uil
- on the production of ``Bronzital'', an
alloy used for Euro coins. Under the
agreement, the company will employ 20
new workers on round-the-clock shifts
with a pattern of four days' work and
two days' rest. The arrangement will
ensure business for the company until
2001.

This small yet meaningful event high-
lights that the euro is approaching and
has brought the workforce at the Europa
Metalli plant to almost 200 people, thus
increasing employment in an area of
Tuscany hard-hit by unemployment.

IT9801144N

23 January 1998

LUXEMBOURG/NEWS

Pension changes trigger public sector
dispute

Since the publication in mid-1997 of
draft legislation designed to reform civil
servants' pension scheme - aiming to
control rising costs while encouraging
convergence of the public and private
sector pension schemes - negotiations
have been continuing between public
sector trade unions and the Govern-
ment. The talks culminated in two days
of intensive ``last chance'' negotiations
on 21-22 January 1998 between the
largest public sector union, the General
Public Sector Confederation (CGFP) and
the Government. However, following
the talks, the Minister responsible for the
public sector and the general secretary
of CGFP informed the press that talks
had broken down irretrievably.

In the negotiations, the Government had
been prepared to ease the proposed
reductions in pension entitlement, while
in exchange raising the minimum retire-
ment age from 60 to 61. Though noting
a degree of progress and a number of
improvements in the Government's po-
sition, the CGFP was finally unable to
accept proposals that would have the
effect of reducing acquired rights.

Now that talks have totally broken
down, the parties are obliged to follow a
special procedure that involves appear-
ing before a conciliator; in the public
sector, this post is held by the president
of Luxembourg's civil court of first
instance, the Tribunal d'Arrondissement.

The pensions issue has already led to
industrial action in public transport. The
two main transport unions - FNCTTFEL
and SYPROLUX - are not affiliated to the
CGFP, and were not directly involved in
the negotiations, although their claims
were voiced in the presence of the
Minister responsible. Delegates of both
organisations called a 48-hour ``warn-
ing'' strike for 19-20 January 1998, in
protest against ``the Government's in-
tention to launch a massive attack on the
value of public sector pensions and
cause a general reduction in acquired
rights''. The strike affected Luxembourg
Railways (CFL), which runs both rail
services and part of the bus service. Over
80% of the 3,000-strong workforce took
part in the 48-hour strike - the sector's
first since 1949 - and not a single CFL
train or bus ran, while international
services were diverted. The strike con-
cluded with a demonstration in which
the Government was again urged to
withdraw the draft legislation.

The public sector dispute is being
followed with keen interest; it will
inevitably have repercussions on all
employment-related issues, and could
even affect the outcome of the legisla-
tive elections scheduled for June 1999.

LU9802146N, LU9802145N, LU9801137N (related records:

LU9706111F)

27 February 1998

12



NETHERLANDS/NEWS

Revised Works Councils Act approved

On 10 February 1998 the First Chamber

of the Dutch Parliament approved the

new Works Councils Act, which came

into force on 1 March. The primary aim

of the new legislation is to modernise

the old Works Councils Act, and some of

the changes signal a clear break with the

past. The most far-reaching of these is

the change in the thresholds for small,

medium-sized and large companies.

From now on, all companies employing

more than 50 (formerly 35) employees

must establish a works council. For

companies employing fewer than 50

employees the new law introduces the

notion of a ``personnel forum'', a kind of

mini-works council. Employers in these

companies must set up a personnel

forum if requested by more than 50% of

the employees. Otherwise, they must

organise a biannual meeting of all

employees - a requirement that formerly

applied only to companies employing

between 10 and 35 employees.

Almost at the same time as the First

Chamber's decision to pass the law, the

results of a study on the observance of

the Works Councils Act were published

(Naleving van de Wet op de onderne-

mingsraden - Stand van zaken 1997 PRA

Oeij and P Stoppelenburg, The Hague,

Vuga (1998)). The figures show that

91% of companies with over 100

employees have established a works

council. This figure falls to 75% for

companies with more than 35 but fewer

than 100 employees. Now that the new

law relaxes the works councils require-

ment in companies with fewer than 50

employees, it is interesting to examine

the track record of companies employing

35 to 50 people and those employing 50

to 99.

Only 50% of companies with 35-50

employees had established a works

council. The corresponding figure for

companies with 50-99 employees is

84%. This figure is generally higher for

companies covered by a collective

agreement or those with a group of

active trade union members. The most

commonly cited reason for not having

established a works council is a lack of

employee interest and/or not enough

candidates. In addition, compliance has

been rather poor regarding the all-

personnel biannual meeting require-

ment, and this has become worse over

time: while 65% of the companies

regularly held such meetings in 1992,

only 59% did so in 1997.

NL9802162N (related record: NL9709130F)

27 February 1998

PORTUGAL/NEWS

Social partners discuss national mini-
mum wage

On 13 January 1998, the Government
presented the social partners with the
results of its study on the increase in the
national guaranteed minimum wage for
1998. The rate for 1997 had been set by
Decree-Law 38/97 at PTE 56,700 (ECU
280) per month for the general working
population (domestic workers receive
less).

Taking into account the macroeconomic
picture - with projections for 1998 of
GDP growth of 3.8%, an increase in
employment of 1.1%, productivity
growth of 2.7% and 2% inflation - three
scenarios and corresponding figures
have been proposed by the Government
as a basis for debate. The main issue
centres on the proportion of gains in
labour productivity to be handed on in
increases in 1998. The monthly mini-
mum wage rates under these three
scenarios would be:

. PTE 58,344 (ECU 289) if the increase
absorbs a third of the gains in national
labour productivity;

. PTE 58,628 (ECU 290) if half of those
gains are absorbed; or

. PTE 59,422 (ECU 294) if all productivity
gains are absorbed.

These figures are lower than those
demanded by the trade union confed-
erations, whose positions themselves
vary. For the CGTP, the minimum wage
issue should be dealt with in the larger
context of pay trends and the distribu-
tion of wealth. It believes that that the
amount should be set in line with the
criterion recommended by the Interna-
tional Labour Organisation, so that it
corresponds to 60% of the national
average wage. In the opinion of CGTP, it
is the absolute figures and not the
percentage rate of increase that warrant
discussion, and a monthly rate of PTE
61,000 (ECU 302) is thus demanded.

The UGT proposes a figure, based on the
need to meet social objectives by
reflecting projected macroeconomic
trends. It has therefore suggested an
increase of 4.9%, setting the monthly
minimum wage at PTE 59,200 (ECU
293). UGT has called for a higher
percentage increase for domestic work-
ers, with a view to harmonising the rates
applied to all workers.

The Government's proposal is also not in
line with the average 2.5% increase
proposed by the employers' confedera-
tions - CAP, CIP and CCP, representing
agriculture, industry and commerce re-
spectively. CIP, which objects to the
setting of a national minimum wage at
all regardless of the amount, stated that
the 1998 increase needed to be in line

with a policy of wage moderation. CIP
also objects to the factoring of produc-
tivity gains, since the minimum wage is
earned only by lesser-qualified workers
who do not demonstrate significant
increases in productivity. CIP also high-
lights the knock-on effects that an
increase in the minimum wage can have
on other areas. In its estimation, not only
will it have a ``pull-up'' effect on all other
salaries, but it will also serve as a
yardstick for many other types of pay-
ments - from subsidies granted to
political parties to all kinds of disburse-
ments made by social security - thus
increasing the negative effects that, it
believes, can ultimately be associated
with an increase in the minimum wage.

PT9801160N (related records: PT9702102F)

23 January 1998

SPAIN/NEWS

Employers back continuity in elections

In February 1998, elections were held
within CEOE-CEPYME, the sole peak
organisation for Spanish employers,
which represents companies across all
sectors, company sizes, types of owner-
ship and geographical scope. As usual,
turnout in the elections was low (52%),
but as is traditional, the proposed slate
of candidates received the support of the
majority (97%, with no votes against).
The main feature of the slate approved
by the general assembly was continuity.
It included the current leadership and a
few ``new faces'' due to the increase in
the number of members sitting on
executive bodies.

JoseÂ MarõÂ a Cuevas was chosen again as
the chair of the employers' confedera-
tion, a post that he has held for 14 years.
In his inaugural speech, attended by
several members of the Government, he
revealed the policy guidelines for his fifth
term of office. Mr Cuevas:

. expressed his support for fiscal reform
involving a reduction in employers' social
security contributions and in the tax on
economic activities;

. called for the reform of public
expenditure on pensions, health and
unemployment and criticised job
creation in the public sector, which he
called artificial;

. rejected the 35-hour working week
because it would not solve the problem
of unemployment;

. continued to criticise the work of the
courts in labour relations, and
particularly in the field of termination of
contracts - he proposed the non-
intervention of the courts in dismissals
and the repeal of legislation dealing with
this matter, which he claimed to be ``a
distorting element in what should be a
decision of the employer''; and
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. finally, called for the preservation of
the principle of market unity within
Spain during the process of autonomous
(regional) development, and the
establishment of ``harmonious
regulations in fiscal, labour,
administrative or social matters across
the whole of Spain''.

ES9802142N

27 February 1998

SWEDEN/NEWS

Employers praise unusual agreement
for energy enterprises

An unusual collective agreement has
been concluded between the Swedish
Energy Employers' Association (EFA) on
the one hand, and the Association of
Graduate Engineers (CF), the Swedish
Union for Technical and Clerical Em-
ployees in Industry and Services (SIF), the
Association of Management and Profes-
sional Staff (Ledarna) and the Union of
Service and Communication (SEKO) on
the other. The agreement, which came
into force on 1 January 1998, regulates
general terms of employment for around
15,000 workers in private energy en-
terprises and in the state-owned Vat-
tenfall group. The agreement fulfils
many of the current requirements put
forward by employers, and the mana-
ging director of EFA, BjoÈ rn Tibell, calls it
``pioneering''.

Not unique, but still very unusual is the
fact that the white-collar unions, CF, SIF
and Ledarna, and the blue-collar union,
SEKO, have signed one common agree-
ment, with identical provisions for all
workers in the energy enterprises cov-
ered by the agreement.

More important, and quite unique, is
that all of the agreement's material
provisions are optional. Employers and
company trade union branches are
authorised to deviate from them all by
means of local collective agreements.
These local agreements are however not
valid until they are approved by the
central trade union.

The agreement also complies with the
employers' wish to avoid any other
restrictions for hiring workers on tem-
porary contracts than those included in
the Employment Security Act. The
agreement contains no rules limiting the
employers' freedom on this point, which
means that 1997's modifications of the
Act, which met with fierce criticism from
the trade unions, will have full effect in
the companies covered by the agree-
ment.

``If the trade unions contribute to the
conclusion of agreements of this kind,
collective agreements will continue to
play an essential role on Sweden's labour
market in the future,'' says Mr Tibell of
EFA.

The new agreement does not regulate
wages, and the wage negotiations for
energy enterprises were due to start in
March 1998.

SE9801165N (related record: SE9711155F)

23 January 1998

UNITED KINGDOM/NEWS

Voluntary code of practice on age

discrimination proposed

In February 1998, it was announced that
the Government is to draw up a
voluntary code on combating age dis-
crimination in recruitment. The state-
ment came as the charity, Age Concern,
launched an ``Age discrimination
awareness campaign''. A survey con-
ducted for Age Concern estimates that
more than 18 million adults have
experienced age discrimination in em-
ployment, health or welfare. The study
found that 70% of the population
believe age discrimination exists, while
only half of those who reported it were
aged over 45, showing that it is a
problem that affects most ages.

According to the employment minister,
Andrew Smith: ``The Government is
proposing to draw up a code of practice
in consultation with the CBI, TUC, the
Employers Forum on Age, Age Concern
and others. This code of practice will
have at its heart the aim of promoting
fair recruitment practices, particularly for
older people both in work and looking
for work.''

Both Age Concern and the Trades Union
Congress (TUC), welcomed the Govern-
ment's announcement but were clearly
disappointed that the proposal was for
voluntary action. Both see legislation as
an essential element of ending age
discrimination. John Monks, the TUC
general secretary, said that: ``We have
no wish to see all aspects of the
employment relationship regulated by
legislation. But in the case of age
discrimination we consider that legisla-
tion similar to the race and sex discrimi-
nation laws would be helpful in
changing attitudes.'' Sally Greengross,
director of Age Concern, stated that
``age discrimination is a national shame
and should be outlawed.'' The Institute
of Personnel and Development (IPD),
representing personnel professionals,
supports a voluntary code of practice,
stating that it is best to give self-
regulation a chance before reaching for
the statute book. However, IPD warns
that if employers fail to take voluntary
action after a code of practice is
introduced, they should not be surprised
if legislation follows.

The Government has stated that the
introduction of a specific law would be
fraught with legal problems, and hopes
that a voluntary code will change
attitudes among businesses.
UK9802102N

27 February 1998

TRANSNATIONAL

Italian and French employers united
against statutory 35-hour week

On 3 February 1998, the presidents of
the main French and Italian employers'
confederations - CNPF and Confindustria
respectively - met in Paris to express their
disagreement with the current legislative
proposals in the two countries to reduce
the working week to 35 hours (EIROb-
server 5/97 p.5 and p.7).

CNPF and Confindustria are concerned
about the willingness of the Italian and
French Governments to reduce the
working week by law, which they believe
would reduce the freedom and autono-
my of both employers and trade union
organisations, consequently impairing
negotiations.

In a joint statement, the two employers'
organisations stated that: ``The law, by
imposing an additional cost on enter-
prises, destroys all possibility of creating
new jobs and of fostering enterprises'
competitiveness. The law also destroys
all possibility of social dialogue and
negotiation between the social partners
and limits the necessary variety of
possible solutions which could be
adopted by Italian and French enterprises
to meet the demands of their clients all
over the world. Such a law widens the
existing gap which separates Italy and
France from the other industrialised
countries as far as labour costs and
administrative simplification are con-
cerned; this is happening at a time when
the launch of the single currency re-
quires a greater convergence of the
European economic policies.''.

This joint document, which further
clarifies the position of Confindustria,
was presented to the Italian Government
and trade union organisations by Mr
Fossa, the Confindustria president, dur-
ing a first summit on working hours
organised by the Prime Minister on 9
February. Mr Fossa declared his will-
ingness to negotiate with the Govern-
ment provided that the talks did not
result in solutions which involved addi-
tional costs for the enterprises. He also
said that the dialogue on flexibility,
employment in depressed areas and
annualisation of working hours must be
resumed.

IT9802148N (related records: FR9711176F, FR9710169F,

IT9711216F, IT9710133N)

27 February 1998
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EIROnline, the European Industrial
Relations Observatory's database is
accessible to the public on the World-
Wide Web. Here we provide
information for EIRObserver readers on
how to use EIROnline

EIRObserver 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. EIROnline is avail-
able via a site on the World-Wide Web.

Getting started

To make use of EIROnline, you require
Internet access 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. EIRO's central op-
eration 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 pro-
cessed, edited and then uploaded from
the middle of the next month. Thus,
records relating to events in March, for
example, will appear on the website
from mid-April. The home page is always
the ``editorial page'' for the most recent
month's records.

The home page provides a brief ``edi-
torial'' for the month in question and
direct links to a number of the relevant
records. These are designated as either
features, news or studies, with the titles
in blue lettering, underlined. Whenever
you see such blue underlined text in

EIROnline, this indicates that clicking on
the text will link you to further informa-
tion. 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
links to additional facilities - about EIRO,

register, help, feedback, EIRObserver,

contacts and related sites.

Along the top of the home page there is

the EIROnline navigation bar contain-
ing four links: news connects to a list of

the news items for the current month,

and features to a list of that month's

feature items; site map connects to a

variety of ways of browsing EIROnline
records; and search connects to an

EIROnline search engine.

News and features

The basic content of EIRO consists of

news and feature records. News items

are short factual article about a signifi-
cant event or issue in industrial relations
in the country concerned. Features also
set out the facts, but they are longer,
allowing more detail and a commentary
(``signed'' by the author(s)) to be in-
cluded. Features cover the most signifi-
cant developments, activities and issues,
and those which can benefit most from a
greater degree of analysis and back-
ground. From the home page, clicking
on news or features on the EIROnline

navigation bar connects to lists of the
news and features for the most recent
month - an ideal form of browsing for
users who want quick access to the most
up-to-date records.

Site map

The site map - accessible from the

EIROnline navigation bar on every

EIROnline page - is the most useful
starting point for browsing the contents
of the database.

The site map provides a list of all
countries covered by EIRO, plus the EU
level. Clicking on any of the country
names connects to a full list of all the
records submitted for that country. It is
also simple to navigate by date: each
month since EIRO started collecting data
in February 1997 is listed, and clicking on
a particular month connects to its
editorial page and from there provides
access to all the month's records.

To follow up a story in EIRObserver, and
read the full text of the original record(s)
on which it is based, the easiest way is to
input the record's unique Record ID (eg
SE9704111F), which is provided at the
end of each item in EIRObserver (along

with the IDs of related records). Type the
ID into the field alongside Record ID in
the site map, and click the Search
button to connect directly with the
record.

Those interested in information on
particular organisations will find the

Organisations facility useful. Clicking on

Index connects you to a list of all the
EIRO countries, plus the EU level, and an
alphabetical 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 relevant records.

The site map also provides a chronolo-
gical list (with links) of all the Compara-

tive studies produced by EIRO. These
focus on one particular topical issue in
industrial relations and its treatment
across the countries covered by EIRO.

Searching

The most sophisticated way of finding
information in EIROnline is to use the

search option - accessible from the

EIROnline navigation bar on every

EIROnline page. EIRO uses the powerful
Muscat search engine and offers users
three types of search - free text,

advanced and thesaurus. Before start-
ing to search, it is strongly recom-
mended that you click on help, which
connects to useful tips on how to
conduct all three types of search.

Feedback

A fuller users' guide was published in

EIRObserver 1/98 p.2 and is available on

EIROnline under the help facility. How-
ever, a written guide to a website/
database is only ever of limited use, and

EIRObserver readers are urged to gain
access to EIROnline itself, in order to
experience how it works and what it
offers. EIROnline is still being developed
and improved continuously (some fea-
tures are not yet fully operational), and
we 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 input about EIROnline, by e-
mail, to eiroinfo@eiro.eurofound.ie.

EIRO

EIROnline - the Observatory's database on

the Web

The URL address of EIROnline is:

http://www.eiro.eurofound.ie/
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European Union Level
ECOTEC Research and Consulting, Avenue de Tervuren 13B, B-1040 Bruxelles andPriestley House, 28-34 Albert Street, Birmingham B4 7UD.
Contact: Tina Weber, tel: +32 2 743 8949, fax: ++32 2 732 7111, e-mail: Tina_Weber@ECOTEC.co.uk

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

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

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

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

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

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

Germany
Institut der deutschen Wirtschaft, Gustav-Heinemann-Ufer 84-88, 50968 KoÈ ln.
Contact: Stefan Zagelmeyer, tel: +49 221 4981 785, fax: +49 221 4981 594, e-mail: Zagelmeyer@iwkoeln.de

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

Greece
INE-GSEE, Emm. Benaki 71A, 10681 Athens.
Contact: Eva Soumeli, tel: +30 1 33 03 718, fax: +30 1 33 04 469, e-mail: ineobser@otenet.gr

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

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

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

Fondazione Regionale Pietro Seveso, Viale Vittorio Veneto, 24, I-20124 Milano
Contact: Roberto Pedersini, tel: +39 2 290 13 198, fax: +39 2 290 13 262, e-mail: pedersin@eco.unibs.it

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

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

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

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

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

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

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

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

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

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

Community information system on social protection (MISSOC)
Contact: ISG, Barbarossaplatz 2, D-50674 Cologne, Germany, tel: +49 221 235473, fax: +49 221 215267
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Until the late 1980s, continuing voca-

tional training (CVT) during working life

was a relatively minor issue in collective

bargaining in most countries of the EU.

However in the late 1980s, continuing

training for workers in employment

began to take on increasing importance

in the strategies of the social partners

and in bargaining, and this has been

particularly marked since the mid-1990s.

This development is due firstly to the

transformation that has taken place in

management approaches: during the

1980s the concept of personnel as a

strategic resource became generalised in

companies. Organisational innovation

and the skilling of workers are increas-

ingly considered as key factors in com-

pany competitiveness, and CVT has

become seen as an area in which the

interests of employers and of workers

can converge. Thus, CVT spread gradu-

ally in companies, paving the way for

negotiation and cooperation on this

issue between employers, workers and

their respective organisations.

In the early 1990s, public employment

policies also began to give increasing

importance to lifelong training as a key

factor in maintaining the ``employabil-

ity'' of workers and promoting company

competitiveness. These employment po-

licies have contributed considerably to

the development and promotion of CVT

and in many cases have also been a

stimulus to the participation of the social

partners.

At EU level - where since 1976 CEDEFOP

has been involved in promoting training,

including CVT - special attention has

been paid to the role of the social

partners in the promotion of CVT. The

1989 Community Charter of the Funda-

mental Social Rights of Workers states

that ``every worker of the European

Community must be able to have access

to vocational training and to benefit

therefrom throughout his working life''

and underlines the necessary involve-

ment of the competent public autho-

rities, companies and social partners.

This approach has been very important

in Community policy on CVT. At the

special European Council Employment

Summit held in Luxembourg in Novem-

ber 1997 (EIRObserver 1/98 p.12), con-

tinuing training was referred to and the
social partners were urged in the summit
conclusions to accept specific commit-

ments:

. ``the social partners are urged, at their
various levels of responsibility and action,

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'';

. ``the Member States and the social
partners will endeavour to develop

possibilities for lifelong training''; and

. ``the social partners are invited to
negotiate at the appropriate levels, in

particular at sectoral and enterprise

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

... lifelong training and career breaks.''

Within the intersectoral European-level

social dialogue, training has been a

major issue for discussion between the

social partners. The Union of Industrial

and Employers' Confederations of Eur-

ope (UNICE), the European Centre of

Enterprises with Public Participation and

of Enterprises of General Economic

Interest (CEEP) and the European Trade

Union Confederation (ETUC) have

reached a number of joint opinions

promoting the role of the social partners

in the development of CVT in the
Member States. The reality in each EU

country is, nevertheless, very diverse, and

this comparative supplement seeks to

give a brief descriptive ``snapshot'' of the

role of collective bargaining in CVT,

paying special attention to its evolution

during the 1990s. The supplement is

based on the contributions of the EIRO

national centres.

The role of bargaining in
continuing training

The role of collective bargaining in CVT

depends, above all, on the characteristics

of the industrial relations system of each

country, while there are also important

differences in the education and training

systems that influence the configuration

of the CVT system and its relation to

bargaining. These factors mean that the

CVT systems of the 16 countries differ

greatly in the respective roles of the

various main parties - the social partners,

the public authorities and individual

companies and workers - and the

connections with collective bargaining.

The influence of bargaining is greatest in

those countries where the CVT system is

based on agreements between employ-

ers' organisations and trade unions,

which have a high degree of joint

responsibility in the regulation and

management of CVT, which is strongly

linked to sectoral collective bargaining.

France was the pioneering country in this
direction (see box on p. iii), and similar
models were institutionalised in Belgium,

the Netherlands and Spain in the late
1980s and early 1990s, characterised by:
an obligatory financial contribution by

companies; joint management by the
social partners; a major role for bar-
gaining at sectoral level, and relatively

limited company-level bargaining. In

Italy, a 1996 tripartite agreement, later
ratified by a law, institutionalised a
similar CVT system with a leading role for

the social partners. However, this system
has not yet been put into operation (see
box). The central role in training is still

taken by companies.

In the other countries, bargaining plays a

varying role, against a background in

which the leading role in CVT is taken by

the public authorities or individual em-

ployers, or where CVT forms part of a

wider culture of adult education and

training, and it is less easy to ascribe a

dominant role to any of the parties.

In countries - an example is Greece -

where CVT is part of public employment
policy and largely the responsibility of

the public authorities, it is not greatly
dealt with by collective bargaining
(although the social partners usually

have an advisory role and training is
becoming more important within social
dialogue processes). Where CVT de-
pends largely on the initiative of indivi-

dual employers and there is no real legal
and financial framework, the influence
of bargaining varies. Thus in Germany,
for example, bargaining plays a certain
role, with some sectoral agreements
dealing with issues such as: works

councils' information and consultation
rights on the workforce's qualification
needs and the training plans to meet
them; funding; and to a lesser extent

compensations for CVT. In the UK, by
contrast, CVT is almost entirely an
employers' prerogative, despite union

efforts to promote joint action in com-
panies. Ireland is another country where
the primary role in training is taken by

employers, with a limited role for
bargaining, though the social partners
are represented on national tripartite

bodies.

As mentioned above, there are countries

where CVT falls within a more general

context of adult training, and lifelong

training is not a new concept but rather

is part of the educational culture of the

country. An example of this is the

Collective bargaining and continuing

vocational training in Europe
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importance of individual educational
leave for workers, which is a right
regulated by law in countries such as
Denmark, Luxembourg and Sweden.
Again, the influence of bargaining varies
from country to country. In Sweden in-
company training and the participation
of workers' representatives are dealt
with in sectoral bargaining, though there
are thought to be relatively few results at
company level so far. In Finland, the
current central intersectoral ``basic
agreement'' regulates the participation
of works council-type bodies in the
contents and the selection of the work-
ers for training to promote cooperation
between company and employees. In
Denmark, sectoral agreements have
recently begun to play a greater role in
CVT, by: generalising the right of
employees to CVT; providing for em-
ployers' financial contributions to sup-
plement state funding; and setting up
bipartite organisations to promote and
manage CVT.

Overall, it can be said that whatever the
national system, it is intersectoral and
sectoral bargaining that has the greatest
impact on CVT. Company-level bargain-
ing occurs in a number of countries, but
in most cases it is relatively limited in
extent.

The above refers only to CVT; in
countries, such as Denmark and Ger-
many the social partners play a far more
important role in initial training than in
CVT.

Bargaining on the regulation of
continuing training

The main objective of collective bar-
gaining on CVT has generally been to
establish a regulatory framework that
promotes training in companies and
institutionalises the role of the social
partners. In almost all countries, some
negotiations in this field began in the
late 1980s or early 1990s, though their
impact has varied greatly. In some
countries this has consisted of the
adoption of a position by the social
partners, with recommendations for the
public administration and companies. In
others, bargaining has involved the
establishment of an institutional, nor-
mative and financial framework of
regulation for CVT, sometimes later
ratified by the authorities.

In general, bargaining on the regulation
of training has centred around the
following topics:

. funding - establishing an obligatory
employers' contribution and formulae
for co-funding by workers.

. management - promoting the bipartite
or tripartite management of the
resources devoted to CVT; and

. participation - introducing mechanisms

for the participation of workers'
representatives in company training

plans.

Funding and management

In a number of countries, an obligatory
levy on employers to fund training -

including CVT - has been established on

the basis of an intersectoral collective

agreement (in some cases, backed up by
legislation). Notable examples are Bel-
gium, France and Spain (indirect), while

a levy introduced in Italy has yet to be
implemented. Such an employers' con-
tribution has been concluded in a
relatively widespread way by sectoral

agreements in some cases - such as

Denmark and the Netherlands.

Agreements make provisions in some

cases on the division of costs (in terms of

money and time) of CVT between

employers and employees. For instance,

a central agreement lays down that
employer-funded training takes part

during working hours in France, while
this is the case in some individual
agreements in Austria and Luxembourg.
Another approach is for agreements to
provide for ``co-financing'', whereby the
employer pays the costs and the worker
contributes the time - this occurs in some

agreements in countries such as Austria,
Finland, Germany, Luxembourg and

Spain.

The funds for CVT collected through
levies on employers based on agree-

ments (or in some cases legislation) are

often jointly managed by the social

partners. For example, there are wide-

spread joint management bodies at
sectoral level in Belgium, Denmark,
France and the Netherlands, and an

intersectoral body in Finland.

Participation

CVT is one of the areas in which works

council-type bodies have statutory parti-
cipation rights in some EU countries,

such as France. Further examples are
Finland, where they have rights of
information and regular consultation on

the training plan in companies with
more than 30 workers, and the Nether-
lands, where such information and

consultation rights apply in companies
with 50 or more workers.

Elsewhere, collectively agreements may

contain provisions on participation rights

for company-level workers' representa-

tives in CVT. This may occur in inter-
sectoral agreements, as in Finland -
where there is co-determination in the
selection of workers for, and the content
of, training that ``promotes cooperation

in the company'' (eg health and safety at
work) - Norway - providing for company-
level cooperation in the assessment of

qualification needs and the design of
training plans - or Spain - rights of
information and consultation on the

training plan, and the approval of the
plan by the workers' committee required
for approval of funding. In other cases,
some sectoral collective agreements may

lay down such rights - this is true in
differing degrees for countries such as

Austria, Denmark, Germany and Swe-
den.

Bargaining on the right to
continuing training

During the 1990s, some social partner

organisations in Norway, Spain and the

United Kingdom have introduced the
idea of the right to CVT in their

bargaining agendas. The aim is to
promote and facilitate training during
the whole of working life, taking as a

reference the individual educational
leave schemes which already exist in
several European countries - such as

Belgium, Finland, France, Italy and Swe-
den. In Spain, a 1992 bipartite agree-
ment on CVT institutionalises paid

individual educational leave aimed at
obtaining a recognised qualification. In
the United Kingdom, the unions are
seeking to obtain statutory educational

leave, and some are trying to introduce
individual educational leave at company
level. Employers' organisations are

against establishing a legal right to
training, although they are favourable to
the development of training, seeing this

as a matter for employers and individual
workers. The concerns and positions of
the social partners are similar in Norway,
where the debate is more detailed,
covering the funding and the content of
training as well as the right to educa-
tional leave.

In some other countries, the right to

training is broached within sectoral

bargaining. In Denmark, in the frame-

work of 1993's private sector agree-

ments, a right was formulated to (non-
paid) educational leave for up to two
weeks per year, and bargaining has since

progressively introduced paid educa-
tional leave. In the Netherlands, Norway
and Sweden - also through sectoral

bargaining - provisions are being intro-
duced that generalise the right to
training.

A part of the right to training issue is

equality of access. The social partners are

very aware of the current inequalities:

CVT tends to concentrate on the most

dynamic industries, larger companies

and better-trained workers. Although

this problem is present in the discourse
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Examples of agreements on continuing training

Austria Two 1995 agreements in banking cover training. The first covers provincial mortgage banks and regulates the repayment of further training
costs if trained employees leave their job; during the first year after the course, the employee must refund the whole cost, during the second
year two-thirds, during the third year one-third, thereafter nothing. The second covers a group of banks with a joint training academy: it
names five areas in which courses are to be provided and regulates access to courses, distribution of costs, repayment, exams, grading,
certificates, and external courses.

Belgium A 1988 bipartite intersectoral agreement (followed by a law) - since amended several times - provides for an obligatory training contribution
by companies. In 1992, it was set at 0.25% of paybill: 0.10% for state-promoted training for groups with difficulties on the labour market;
and 0.15% for CVT organised by companies. The social partners manage these financial resources jointly through bipartite sectoral bodies. In
1997, without the previous agreement of the social partners, the government decided to use 0.10% of the levy for funding the general social
security system. Some sectors reacted by increasing the employers' contribution, others by using accumulated reserves.

Denmark The 1995-8 collective agreement for industry aims to contribute more systematically to the planning of CVT, establishing a joint committee
responsible for establishing priorities and programmes, with the more specific aspects to be negotiated at a company level. The agreement
also: establishes additional funding for CVT through a contribution by companies, thus extending the right to training to all employees (not
only those that can obtain a state subsidy); improves the conditions of remuneration, with employees receiving their normal wages during
training instead of the state subsidy; entitles employees with more than nine months' service in a company to two weeks' training.

Finland Employers with more than 30 workers are obliged to inform and consult regularly on the training plan required by law. Legislation specifies
the circumstances in which the employer must organise CVT: to avoid dismissals or lay-offs, or to allow functional mobility and moves from
part-time to full-time work. In this context intersectoral and sectoral basic agreements specify that: the direct costs of the training and the
workers' remuneration are met by the employer if the training is provided in working hours; if the training is given outside working hours, the
employer and the worker are jointly responsible for funding - the employer pays the costs and the worker contributes the time.

France A 1970 central intersectoral agreement on CVT, which became law one year later - and has been reformed several times since - provides for:
the right of all employees to CVT during working hours; an obligation on all companies to finance continuing training through a paybill levy;
and the joint management of these financial resources through bipartite sectoral bodies. The employers' contribution for companies with 10
or more workers is now 1.5% of paybill, of which: 0.2% is dedicated to individual educational leave; 0.4% to day-release schemes; and 0.9%
to company CVT plans.

Germany The metalworking sector agreement lays down the procedures for information and consultation on CVT. Works councils must be informed
annually of the qualification needs that are foreseen in relation to technological changes and work organisation, and must be consulted
before the company training plan is drawn up. The employer is responsible for funding the training, and hours of training will be considered
as working hours. A wage increase is offered if, as a result of successful training, workers are given a position in which they carry out more
sophisticated tasks.

Ireland At Anord, a training needs analysis has been carried out, which was incorporated into an enabling agreement for the introduction of ``world-
class manufacturing'', including teamworking. At Sigma Wireless Technologies, a joint management-union Change to compete programme
was introduced in 1997, which includes: joint-management union presentations to the workforce; a ``world-class business'' awareness
programme to develop a support body of worker representatives to aid the company's joint steering committee, linked to a monitoring
system aimed at involving the entire workforce in ``world-class manufacturing'' via teamwork.

Italy The September 1996 tripartite intersectoral Pact for employment - which was implemented by a law in June 1997 - reorganises the
vocational training system through closer integration between its various training tracks. The pact's provisions include the creation of a local
fund for CVT to which firms contribute 0.3% of paybill. However, the creation of this fund has been postponed until the appropriate
government decree has been issued, because of financial problems and the need to define the role of the social partners.

Luxembourg The banking sector has an agreed scheme of specialised CVT, organised by the ABBL employers' association through its Banking Training
Institute, responsible for the initial training of all staff and for CVT. The latter consists of specialist courses lasting 120 hours. Employees who
satisfactorily complete this training receive a small extra payment and have their enrolment fees reimbursed. There is also a ``time credit'' of
half the working time spent at evening classes.

Netherlands In the construction sector, bargaining has established a company contribution of 3% of paybill to finance (primarily) apprenticeships and
another 0.8% (primarily) for CVT, managed by two bipartite sectoral bodies. The body in charge of CVT was created in 1987. Bargaining has
also established the right of each worker to two days of training per year. Initially, in order to obtain funding, companies had to develop a
training plan, but the current agreement (1997-9) provides that, in the absence of a training plan, workers may request their right to training
individually.

Norway The 1996 electrical installation branch agreement includes several clauses on CVT, covering: guidelines for the design of qualification
requirements in companies; annual revision of these guidelines at an individual level; a committee responsible for establishing education
programs; definition of minimum course contents; and a provision that all employees must receive CVT over a two-year period.

Spain The CVT system is based on the intersectoral national agreement on continuing training (ANFC) signed in 1992 by the social partners (the
bipartite agreement) and between the social partners and the administration (the tripartite agreement). The ANFC radically modified the
institutional, legal and financial framework of CVT, which previously had a minor role. It established a CVT system based on an obligatory
financial contribution by companies, joint management by the social partners and the pre-eminence of sectoral bargaining. Specific clauses
covered: participation by workers' representatives in the company training plan; promoting CVT in small companies; and individual paid
educational leave to attend regulated training. The ANFC was amended in 1996, increasing the number of recipients, improving the
management and promoting the certification of training. Other goals for the next four years are to increase the quality of training and to
promote the participation of SMEs and less-qualified workers.

Sweden An unusual 1995 agreement in the graphical sector guaranteed every worker at least four days' training during a trial period which expired in
March 1998. In 1996, the same parties concluded the so-called ``Visby'' agreement for the printing industry, aimed exclusively at companies
seeking to benefit from the growth of the media market by assimilating new information technology, and offering the employers more
flexible rules than the ``ordinary'' agreement. Before an employer can apply the Visby agreement, it must map out each worker's education
and qualifications, after which the employer and the company union branch draw up a CVT plan.

United Kingdom A 1997 national agreement on ``single status'' in local government emphasises the importance of training and development and requires
employers and unions to develop local schemes. It lays down requirements for: equality of access to training; equitable sharing of resources;
and entitlement to payment of normal earnings, fees and expenses. It also sets out how training needs should be identified and met, the need
to use nationally recognised qualifications, continuing employee development, and paid leave of absence for examinations. The deal also
identifies the need to: establish dialogue on development and training issues; provide examples of good practice; and identify priority areas
for action. In the spirit of this agreement, at local level the main public sector union, UNISON is developing partnership arrangements with
individual authorities for the provision of employee development programmes for the most disadvantaged workers.
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of the social partners, specific commit-

ments in bargaining are rare and few

agreements deal with this question:

there are some examples in sectoral

agreements in Austria, Belgium and the

Netherlands; while at company level, the
experiences are few.

Bargaining on the content and
recognition of training

In general, bargaining does not deal with

the specific content of CVT. In the

countries in which the CVT system is

more linked to sectoral bargaining, the

social partners usually set up bipartite

sectoral training institutions that estab-

lish the priority contents and are re-

sponsible for teaching and for certifying

CVT. This model is usually linked to a

high degree of recognition of CVT

between companies: this is the case in

France, the Netherlands and - less
commonly - Belgium, although not in

Spain. However, in these countries, as in
the others, there is little bargaining on
the issue at company level, and rights of

information and consultation on the
company's training plan (see above) are
often scarcely used. When training is

negotiated, as a general rule its content,
relevance and quality are hardly dealt
with.

In the countries in which the CVT system

gives a greater role to the public

authorities, the social partners usually

play an advisory role in the evaluation of

needs and the content of training. The

degree of recognition of CVT is, never-

theless, very variable: in some countries,

such as Denmark, the adult training

system leads to formally recognised
qualifications at a national level that
have a high degree of acceptance in the

labour market. In other countries, how-
ever, the degree of recognition is far
more limited and at the present time
certification systems are being developed

- as in Ireland and Portugal.

The UK is to a certain extent an unusual

case. There is very little regulation of

CVT, but there is a system of national
certification (NVQ/SVQ) that defines the
skills that the labour market demands.

This system is based on national perfor-
mance norms established by employers
and is widely used to certify CVT,

although it is not exclusive to this type of
training.

Finally, it must be pointed out that the

objective of reaching a greater degree of

recognition and certification of CVT is

helping, to a certain extent, to promote

the participation of the social partners in

the more general reform of the voca-

tional training system. This is currently

the case in Norway and in Spain, where

this debate is being conducted at inter-

sectoral level and in tripartite negotia-

tions, with the aim of achieving more

coherence and articulation between the

systems of general education and of

CVT. The objectives include establishing

mechanisms that allow the professional

skills and status that workers have

acquired through work experience and

CVT to be recognised and certified. In

addition to raising the quality of CVT and

contributing to labour mobility, this

certification would help workers to gain
access to the educational system. In
Spain, the obligatory certification of CVT

is being introduced with this in mind,
while in Norway, the social partners are
seeking to establish better documentary
systems for continuing education/train-

ing.
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Commentary
Since the late 1980s, CVT has begun to take on increasing importance in the
bargaining agenda of the social partners. The contributions of the EIRO national
centres show clearly that it is the regulation of CVT that has been the central topic:
ie most collective bargaining has focused on the establishment of an institutional,
normative and financial framework that regulates and stimulates training in
companies. The negotiations have been carried out mostly at an intersectoral or
sectoral level and have focused on three key aspects: the funding mechanisms, the
types of management and participation rights. In this context, the social partners in
some countries have, with the support of the public authorities, institutionalised a
CVT system that is closely linked to sectoral bargaining. In almost all the other
countries, bargaining has also become more important, and there are very few
countries in which CVT is still separate from bargaining and in which there is no
explicit agreement by the social partners to promote a greater degree of dialogue
and agreement in this field.

The objectives of this regulation process seem clear. Among the social partners
there is a fairly good consensus on CVT as an environment in which the interests of
companies and workers converge: it is considered that training is a key aspect both
for the competitiveness of companies and for the employability of workers.
Therefore, a set of regulations must be drawn up that facilitate the access of all
companies and workers to CVT and ensure a greater adaptation of CVT to present
and future qualification needs. This regulatory framework takes on special
importance in a context such as the present one, with an increasingly complex
labour market and a productive system with great inequality in the access to CVT,
because it tends to concentrate on the most dynamic sectors, the larger companies
and the better-trained workers. In other words, instead of leaving CVT as an
employers' prerogative, a more balanced framework of responsibilities, obligations
and compensations is sought in order ultimately to guarantee the right of all
workers to lifelong training.

The progress that has been made in this field, however, cannot hide the
weaknesses. In the strategies of the social partners, the institutionalisation of the
training system has so far been more important than the training in itself. It is very
difficult to put into concrete form, at company level, the new possibilities that are
emerging, which leads to the problem of the divergence between the discourse - of
continuing training, qualification and employability - and the practice.

This question undoubtedly arises due to the very dynamics of the process: it is
probably necessary to begin by establishing norms for the participation of the social
partners, so as to be able later to take more effective action. But even so, it is
surprising that the reality of bargaining at company level is very similar in all
countries, regardless of the role played by the social partners and bargaining in the
CVT system. This reality is that there is in all cases little bargaining or joint activity on
CVT at a company level, and it is usually defensive. Bargaining on CVT is usually
undertaken within the processes of organisational restructuring in large companies,
and greater emphasis is usually placed on the compensations for the training -
employment, wages, working time - than on its priorities, contents or recipients.
This is probably influenced in some countries by the relative weakness of trade
unions and workers' representatives at company level, compared with the role
played by union organisations at other levels. The same can be said of small
companies, in which difficulties arise due to their size, but also due to the low level
of inter-company cooperation or the weakness of their links with employers'
organisations.

The social partners have made, and continue to make, a considerable effort to
regulate CVT in a more balanced way and to ensure that it becomes a right for all
workers. This has been an important step forward. But in order for this right to be
really effective, as of now the efforts must concentrate more on promoting
continuing vocational training, bargaining and joint activity at company level.
(MarõÂ a Caprile, CIREM, and Clara LLorens, QUIT).


