
With the introduction of Economic and Monetary Union, Europe's
economic integration seems sure to accelerate further and
intensify competitive pressures on national enterprises and
economies, and this economic integration is likely to have a clear
influence on national collective bargaining. The comparative
supplement in this issue of EIRObserver seeks to: assess the extent
to which bargaining processes and outcomes in the 15 EU Member
States, plus Norway, are developing a cross-border, European
dimension; portray the diversity of the processes leading towards a
``Europeanisation'' of bargaining, by reviewing developments at
three levels (intersectoral, sectoral and enterprise); highlight
specific developments at sector and enterprise levels by paying
particular attention to two sectors (metalworking and financial
services); and examine the social partners' perspectives in this area.

The supplement finds that the development of any pan-European
bargaining structures to determine pay and major conditions
remains a distant prospect. More probable is a growing use of
cross-country comparisons of pay, working conditions and
employment practice in established national bargaining arrange-
ments at sector and enterprise levels, and the development of
forms of bargaining coordination across borders. Such develop-
ments are already underway, but so far the emphasis has been on
implicit forms of coordination - the use by employers and unions of
international comparisons, or developments in other countries, as
benchmarks in sector and enterprise-level bargaining. While these
implicit forms of coordination appear reasonably widespread,
there are as yet relatively few instances of explicit coordination -
such as formal coordination of the bargaining agenda across
borders and/or collective agreements whose terms are expressly
contingent on developments in other countries. Bargaining
cooperation in the shape of exchange of information between,
respectively, employers' associations and trade unions is rather
more widespread than bargaining coordination as such.

EIRObserver presents a small edited selection of articles based on
some of the reports supplied for the EIROnline database, in this
case for May and June 1999. EIROnline - the core of EIRO's
operations - is publicly accessible on the World-Wide Web,
providing a comprehensive set of reports on key industrial relations
developments in the countries of the EU (plus Norway), and at
European level. On p.11, we provide a brief guide for readers on
how to access and use EIROnline, which can be found 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 p. 12), 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 and European-level organisations of the social
partners, governmental organisations and EU institutions.

Mark Carley, Editor
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One of the main areas of
discussion in the European social
dialogue in the commerce sector is
the issue of the employment
impact of the increasing prolifera-
tion of electronic commerce. In
1999, the social partners,
EuroCommerce and Euro-FIET, are
following up the conclusions of a
conference on the subject held in
Athens in April 1998, and have
launched a major training project.

The growing use of the Internet, not only
as an information and dissemination
tool, but also as a means for performing
commercial transactions, has raised
questions about the impact of the
development of this medium on em-
ployment in the traditional retail sector.
The impact of the development of
electronic commerce on the employment
situation in European commerce, a
report prepared by the University of
Athens, estimates that the worldwide
market for business-to-business electro-
nic commerce alone will exceed EUR
200 billion by the year 2000. Electronic
buying and selling not only raise issues
relating to employment, but also bring
certain legal, regulatory and technologi-
cal requirements. For this method of
commercial exchange to succeed in the
long term, it is, for example, particularly
important that the security of online
transactions is guaranteed and the
quality of service is maintained.

The employment impact of electronic
commerce has become an important
issue in the European-level social dialo-
gue in the commerce sector between
EuroCommerce and the European Re-
gional Organisation of the International
Federation of Commercial, Clerical, Pro-
fessional and Technical Employees (Euro-
FIET). This social dialogue started in 1985
and is one of the most developed in any
sector. It has led to joint texts and
initiatives in areas such as training,
combating violence at work, promoting
employment and combating child la-
bour. At least since 1998, electronic
commerce has been on the social
partners' agenda, and they jointly com-
missioned the abovementioned Univer-
sity of Athens report (which was co-
financed by the European Commission).

The impact of electronic commerce
on employment

The report by the University of Athens
argues that the impact of the deploy-
ment of electronic commerce on em-
ployment currently remains uncertain.
However, a number of likely trends can
be identified:

. some of the more traditional roles may
disappear and new job descriptions will
emerge;

. there is a need to upgrade skills,
particularly in the area of information
technology (IT); and

. changes are likely in the geographical
location of work and in relation to
working time arrangements.

There is a widespread perception that
electronic commerce will have a negative
effect on existing employment, particu-
larly in businesses which are unprepared
for its challenges. The greatest threat is
perceived to be to employment in retail
intermediaries, as technology allows
producers to deal more directly with
customers. Particular problems are seen
as likely for small and medium-sized
companies, which have less capacity for
logistical investment and innovation, as
they cannot benefit from economies of
scale in the way that larger companies
can.

However, the report argues that there is,
at the same time, significant potential
for job creation in new areas such as the
new role of ``web promoter'': ``As the
market expands, new technologies will
generate jobs through the creation of
start-up companies (in multimedia, In-
tranet working and in new communica-
tion products), and through the creation
of new professions (hotliner, webmaster,
security manager, information net-man-
ager, project and operations manager,
lawyer specialised in electronic com-
merce etc).''

In terms of the impact of electronic
commerce on employees as well as
employers, there is a requirement for a
rise in skill levels, particularly towards
more creative IT skills. New activities will
be found particularly in the areas of:
product promotion and marketing; the
monitoring of competitors; the man-
agement of communication between the
enterprise and its customers and suppli-
ers; and the overall management of the
information and technology infrastruc-
ture.

The geographical location of work and
hours of work are also likely to experi-
ence a transformation as technology
makes the definition of the workplace
more flexible, and there is an increasing
demand for 24-hour customer service.
The regulation of teleworking, working
time, health and safety and the provision
of support services will therefore become
more relevant.

As the use of technology and job profiles
are transformed, the importance of
``upskilling'' and lifelong learning cannot

be overestimated. These changes are
also seen to be likely to have a significant
impact on the professional and pay
structure of employment in the com-
merce sector, as demand for highly-
skilled staff increases.

Social dialogue initiatives on
electronic commerce

The challenges of electronic commerce
were discussed at a tripartite European
conference arranged by Euro-FIET and
EuroCommerce with the assistance of
DGV of the European Commission.
Speaking at the conference, which took
place on 6-7 April 1998, representatives
of both employers' and trade union
organisations spoke of the need to be
prepared for the impact of the fast
growth of this medium of exchange.
They stressed in particular the need for
education and training and for coop-
eration in collective agreements to avoid
adverse effects on employment and
working conditions.

The initiative launched in Athens has
reportedly attracted strong support from
national employers' organisations and
commercial workers' trade unions. In
May 1999, Euro-FIET and EuroCom-
merce launched a major joint project
aimed at helping the retail and whole-
sale trade to adapt to electronic com-
merce, funded through the European
Social Fund. It will try to define the
changes in job profiles brought by new
technology applications. These job pro-
files will then be used for adapting
vocational training in commerce to the
new demands. The project will be
conducted by the social partner organi-
sations and their members, in coopera-
tion with research institutes in Denmark,
Germany and Greece. A meeting to
discuss the role of the different partici-
pants was due to be held in Brussels on
29 June.

Commentary

It remains difficult to envisage a world in
which the majority of commercial trans-
actions take place not through tradi-
tional retailers but through a variety of
on- and offline electronic sources.
Nevertheless, these new forms of elec-
tronic commerce have grown substan-
tially in terms of turnover in recent years
and are likely to expand rapidly in years
to come. It is crucial for the social
partners and the regulatory authorities
to be prepared for the changes that
these innovations are likely to bring
about, particularly in relation to changes
in working conditions and working hours
and the requirement for up- and re-
skilling. The initiatives taken by Euro-FIET
and EuroCommerce are an important
step in this direction. (Tina Weber,
ECOTEC Research and Consulting)

EU9905172F (Related records: EU9807115F)
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Whether or not Denmark should
abandon its reservations and join
the third stage of EMU has been a
subject of increasing debate
among employers' organisations
and trade unions in recent
months.

Denmark is not participating in the third
stage of EU Economic and Monetary
Union (EMU) and the introduction of the
euro single currency. This results from
the country's initial ``no'' vote on the
Maastricht Treaty in a 1992 referendum,
which led to Denmark having a number
of reservations inserted in the Treaty,
including non-participation in EMU's
third stage. A subsequent referendum
saw a majority in favour of the modified
Treaty among the otherwise ``EU-scep-
tic'' Danes.

In recent years, opinion polls have shown
that Danes are deeply split in their views
on the euro, though generally believing
that the euro reservation should be
maintained. Therefore, it caused a con-
siderable stir when opinion polls in early
1999 indicated an overwhelming major-
ity in favour of the euro and high
support for a referendum on Denmark's
position in the EU. These figures sug-
gested that a referendum on Denmark's
euro ``opt-out'' might be imminent.
However, the June 1998 European
Parliament (EP) elections confirmed that
EU scepticism is still strong among
Danes, with EU opponents gaining
support. Several observers have stated
that a referendum on full EMU partici-
pation is probably not as imminent as
many had thought.

Economic costs

Discussion of whether Denmark should
join the ``euro zone'' in future is often
based on economic considerations. In
1998, the Ministry of Economic Affairs
published a report on the consequences
of being outside the euro. Around 50%
of Denmark's foreign trade is with the
euro zone, and if Sweden and the UK
join the zone, this will rise to 75%.
Barriers to free trade such as exchange
rate fluctuations and transaction costs
have been eliminated between the euro
countries. The new price transparency
and the resulting competition would also
be an advantage to Danish enterprises,
but overall the report concludes that
Danish enterprises will not achieve
advantages as significant as their com-
petitors in the euro zone. Denmark must
also expect a slightly higher real interest
rate if it remains outside the euro.

The employers' organisations DA and DI
have stressed the negative economic

consequences for Denmark of not parti-
cipating in the euro. DI argues that the
higher interest rate will mean a lower
level of investments, which, in the long
term, will result in lower Danish pro-
ductivity and consequently lower income
for employees. Therefore, DA and DI
want a quick ``showdown'' on the
Danish euro reservation.

Trade union views

The LO trade union confederation has,
so far, maintained that it respects the
Danish reservations, including that on
monetary union. However, LO has also
made clear that it will closely monitor
developments in the euro zone and
evaluate what consequences non-mem-
bership may have for Denmark. LO has
thus established an EMU committee with
representatives from all the large unions.
The committee aims primarily to examine
the economic consequences of Den-
mark's non-participation in the euro, but
will also study labour market conditions
in the USA, examining what conse-
quences a single currency has had in this
large geographical and economic area.
The committee will present its material
for debate at the October 1999 LO
congress. This debate may result in LO
changing its stance on Denmark's euro
reservation.

In general, however, the trade union
movement stresses that monetary union
must not become an objective in itself.
Instead, the overall objective must be to
ensure sustainable economic expansion
and increased employment. LO, among
others, is thus calling for greater overall
coordination of budgetary policy in the
EU. In particular, unfair tax competition
is feared.

Attitudes to the euro differ in the union
movement. The National Union of Me-
talworkers (Dansk Metal) has stated - in
line with its employer counterpart, DI -
that it wants a showdown on the euro
opt-out. If there is a referendum on euro
membership, Dansk Metal and DI will
conduct a joint information campaign on
the consequences. The unions in favour
of the euro include the National Union of
Commercial and Clerical Employees (HK-
Industri), while ``euro-sceptics'' include
the General Workers' Union (SiD), whose
membership has traditionally included
many EU opponents.

Political costs of being outside the
euro

In LO, it is acknowledged that the euro
will be important to cooperation be-
tween unions in Europe, and that Danish

unions risk losing political influence in
relation to the countries in the euro
zone. An omen of this came in metal-
working, where Dansk Metal has seen its
counterparts elsewhere in the EU meet-
ing and cooperating at bilateral and
regional levels (EIRObserver 3/99 p.2).
This may be an indication that the euro
zone core countries are forming closer
ties, whereas discussions with Danish
organisations are not of such great
interest.

The pegging of exchange rates within
the euro zone has led to discussions on
the possibilities of coordinating collective
bargaining demands at EU level (EIROb-
server 1/99 p.2). The Danish social
partners are aware of these European-
level discussions, but are generally scep-
tical of the idea of greater coordination
of pay demands. However, representa-
tives from various unions admit that this
development has been rapid recently.
While a few years ago, it was unthink-
able that unions would discuss the
possibility of joint European bargaining
demands, this is now occurring. HK-
Industri has gone further than simply
discussing this issue, having presented a
comprehensive proposal for a European
industrial relations system in 1997.

Commentary

One paradox of Denmark's reservation
regarding EMU's third stage is that
virtually everyone agrees that Denmark
will be forced to meet the convergence
requirements laid down for participating
countries, and to follow the euro
countries' decisions, in order to avoid
domestic financial and monetary policy
instability. A ``small'' currency such as
the Danish krone has arguably become a
``shadow member'' of the euro zone at
the same time as the Danes have
sidelined themselves from influence on
the zone's development.

The Danes' general lack of enthusiasm
for the EU puts the social partner
organisations in a dilemma. They have
the possibility of participating in setting
the European-level agenda, but, to a
great extent, feel constrained to proceed
cautiously because of the widespread
scepticism. Some polls show that a
majority of Danes, as well as a majority
of LO members, for example, generally
want Denmark to join the euro zone.
However, there is much to indicate that
this majority may evaporate quickly the
further we move on from the ``euro-
phoria'' around the introduction of the
single currency at the beginning of
1999. The recent EP elections signaled
that general EU scepticism remains
strong among Danes. (Sùren Kaj Ander-
sen, FAOS)
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In May 1999, France's National
Action Plan (NAP) for employment
for 1999 was presented to the
social partners during a session of
the Committee for Social Dialogue
on European and International
Issues.

Since 1998, all EU Member States must
draw up annual National Action Plans
(NAPs) for employment based on the
Employment Guidelines. Member States
are due to submit NAPs for 1999 during
the summer, analysing implementation
of the 1998 Plans and describing policy
adjustments made to incorporate
changes introduced by the 1999 Guide-
lines.

At a meeting of the recently-established
Committee for Social Dialogue on Eur-
opean and International Issues (EIROb-
server 1/99 p.10) held at the Ministry of
Employment and Solidarity on 19 May
1999, social partner representatives
were informed of the content of France's
1999 NAP by Nicole PeÂ ry, secretary of
state for vocational training and wo-
men's rights, and Pierre Moscovici, junior
minister responsible for European affairs.
The Plan was then adopted by the
cabinet on 2 June, before the Cologne
European Council on 3-4 June 1999.

Continuity with the 1998 Plan

As in the 1998 NAP, in 1999 the
government advocates a ``proactive
strategy for employment''. The govern-
ment considers that the 1998 Plan's
commitments have been mainly fulfilled
in terms of:

. legislative steps - the law on the 35-
hour working week (EIRObserver 4/98
p.4), the law to combat exclusion, the
law on the Budget and social security
funding, and a bill on innovation;

. funding - the anti-exclusion
programme, new contracts between the
state and the National Employment
Agency (ANPE) and National Association
for Adult Vocational Training (AFPA),
and an increase in the resources of
public employment services; and

. quantitative results - 160,000 jobs for
young people created and more than
410,000 young people on work/training
schemes or apprenticeships at the end of
1998, 115,000 young people and adult
job-seekers benefiting from the ``new
start'' programme, more than 4,000
agreements signed on the reduction of
working time at company or sector level
by April 1999, a fall of one percentage
point in the unemployment rate, and a
reduction in the number of registered
job-seekers of more than 5%.

The government wants the measures
implemented in 1998 to continue their
momentum into 1999, with 250,000
jobs under the ``new services-jobs for
young people'' scheme planned by the
end of the year. The second law on the
35-hour week will come before parlia-
ment in autumn 1999, and the ``new
start programme'' will affect 850,000
people by the end of 1999, with a target
of 2 million by 2002. The number of
work/training and apprenticeship con-
tracts should reach 425,000 in 1999,
while the number of beneficiaries of the
five-year ``consolidated employment''
contracts for very long-term unemployed
people should double, reaching 60,000.
The TRACE programme should assist
40,000 young people in great hardship.

New objectives and measures

The 1999 NAP adds a number of new
initiatives and goals:

. strengthening the provisions of the
``pillar'' on equal opportunities for men
and women. The European Commission
pointed out the 1998 French NAP's
weakness in this field. The creation of a
state secretariat and an interministerial
committee on women's rights over the
last few months, combined with
forthcoming specific policies based on
the conclusions of recent taskforces,
coordinated by ``mainstreaming'' within
the 1999 NAP, should make these
measures much more consistent;

. launching a reform of vocational
training. Since the publication of a white
paper on training earlier in 1999,
discussions between the social partners
and the authorities have got underway,
and are to end in negotiations on
reform; and

. taking new steps towards a taxation
and social security system which does
more to foster job creation. New
measures will reduce labour costs for
unskilled workers in companies that have
negotiated 35-hour week agreements,
and there will an experimental reduction
of VAT in labour-intensive sectors.

Employers' and unions' reactions

CFTC spoke on behalf of four trade
union confederations - itself, CFDT, CFE-
CGC and CGT - and suggested a collec-
tive review of the working methods of
the Committee for Social Dialogue on
European and International Issues,
claiming that the deadlines for studying
the draft NAP did not allow enough time
to contribute in any significant way.
CGT-FO and CFDT nevertheless wel-
comed the creation of Committee
working groups, which had enabled a
genuine exchange of ideas to take place
on the NAP. CFDT wanted the social

partners to be closely involved in the
Plan's implementation. For CGT and
CGT-FO, however, the NAP is ``essen-
tially a government project''.

The MEDEF employers' confederation
felt that the points raised by the partners
during the working group sessions had
not been taken into account, and
wanted more information on the NAP
discussions in other countries, notably to
check whether the topic of working time
reductions has been highlighted by other
governments.

Unions were reserved on the employ-
ment-creating virtues of a decrease in
social security contributions. CGT-FO
refused to be deemed ``jointly respon-
sible for the results of the fight against
unemployment''.

The French section of the European
Centre of Enterprises with Public Partici-
pation and of Enterprises of General
Economic Interest (CEEP) presented a
detailed written contribution to the 1999
NAP, consistent with CEEP's proposals at
the December 1998 Vienna European
Council.

Commentary

France's second NAP seems to have
involved the social partners to a greater
extent than its predecessor, after the
overhaul of the Committee for Social
Dialogue on European and International
Issues at the end of 1998, and the
establishment of informal working
groups within it. However, the deadlines
still seem too short for the organisations
represented to be able genuinely to
provide detailed contributions. The
French section of CEEP is an exception in
this regard.

Three other points should be stressed:

. the divergence of opinion between the
various organisations on the extent to
which the social partners should be
involved in the debate on, and even the
implementation of, the NAP. This is
demonstrated by the differences
between the French section of CEEP and
MEDEF on the employers' side, and
between CFDT and CGT-FO on the union
side;

. embryonic coordination between trade
unions on European issues, as witnessed
by the joint declaration of four
confederations; and

. the continuing weak relationship
between the positions of international
organisations of both workers and
employers and their national members.
With the notable exception of the
contribution made by the French section
of CEEP, the other national organisations
do not base their own positions on those
of their international bodies, such as
UNICE and ETUC. (Maurice Braud, IRES)

FR9906189F (Related records: EU9810130F, FR9812149N,
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In late May 1999, after four
months of difficult bargaining, a
new sectoral collective agreement
was signed regulating pay and
working conditions for employees
in banks throughout Greece for
1999 and 2000. The new
agreement, which is regarded as
one of the most important of
recent years, introduces for the
first time, as a pilot scheme, a 35-
hour working week in banks.

A new collective agreement for banks
and similar enterprises was reached on
28 May 1999, after four months of
deliberations, and was signed by the
Greek Federation of Bank Employee
Unions (OTOE) and representatives of
the banking employers. The agreement,
which covers approximately 55,000 em-
ployees, will be in force for two years,
from 1 January 1999 (backdated) to 31
December 2000.

Pay issues

The new agreement provides for an
overall pay increase of about 5.8% over
the two-year period, which will be made
in two instalments. The first instalment,
representing 3.4% of the total increase,
covers the period from 1 January 1999
to 31 December 1999, and the second,
representing 2.4% of the total increase,
covers the period from 1 January 2000
to 31 December 2000. This increase
relates to the basic wage rates set out in
the unified pay scale for all categories of
staff. Although OTOE commented fa-
vourably on the final result, it did not
clarify whether the increases attained are
in line with its initial demands, or to
what degree the pay increase improves
workers' real incomes both in relation to
increases in previous years and in rela-
tion to the workers' contribution to the
increase in total productivity and profit-
ability in the sector.

Pilot implementation of the 35-
hour week

The principal provision on non-pay issues
concerns the pilot implementation of a
35-hour working week. The agreed
scheme is fully in line with the April 1999
counter-proposal of the employers' side
to the trade union's initial demand for
the implementation of the 35-hour week
without loss of pay. Specifically, in article
5 of the new agreement, the two sides
agree on the pilot implementation of the
35-hour week as follows:

. for the purposes of the pilot
implementation of the 35-hour week,

two branches and one extra unit will be
selected in banks with at least 10
branches, and one branch and one unit
for banks having four to nine branches.
Those selected will be communicated to
the OTOE and to the Association of
Greek Banks (EET);

. the working week for the bank
employees concerned is set at 35 hours,
and daily working hours will not exceed
those in force at present;

. the employees will work an
uninterrupted working day;

. in the framework of implementation of
the 35-hour week, the employees will
work between 07.45 and 17.00 on a
daily basis;

. any change in the current starting time
for the working day is contingent upon
the consent of the workers;

. banking hours will begin at 08.00 and
end at 16.00;

. the pilot implementation of the 35-
hour week will be uniform in all banks
with regard to banking hours (08.00 to
16.00);

. the pilot implementation will begin on
1 August 1999 and will last eight
months; and

. introduction of the 35-hour week does
not entail loss of pay of any kind by bank
employees.

After completion of the pilot implemen-
tation, the contracting parties are ob-
liged to meet within 25 days to evaluate
the conclusions arising from it. Arguably,
the prospect is clearly that they will
proceed to reduce working time without
loss of pay and introduce the new
working and banking hours on the basis
of a specific timetable to be agreed
upon. In the event that both sides
acknowledge the need to implement the
35-hour week without loss of pay for
workers immediately, this will be binding
uniformly for banks operating in Greece.
Before beginning the pilot project, a
meeting between representatives of the
banks and of OTOE will be held, on the
initiative of EET, to discuss issues touch-
ing on operation of the project and draw
conclusions.

Other matters

Increases in special allowances are fore-
seen, in particular the daycare allow-
ance, the summer-camp allowance and
the childbirth allowance. The terms and
conditions under which housing loans
are granted are also improved substan-
tially. Other significant regulations are

those regarding issues of education,
development of the workforce, employ-
ment and training. One example is the
initiative to provide financial support for
the research and training programmes of
the OTOE Institute of Labour, aid for the
sector's ``employment observatory'' and
promotion of the creation of a sectoral
institute of banking studies.

According to OTOE, the new collective
agreement is the product of hard
bargaining between the two sides, and is
particularly satisfactory for banking em-
ployees. In particular, OTOE believes that
the pilot implementation of the 35-hour
week is a first and important step
towards reducing working hours in
banks without loss of pay, a measure
that will be of decisive importance in
helping protect employment and redu-
cing the tension prevailing in staffs'
present working conditions. OTOE also
states that the improvement of workers'
incomes, as well as the important
regulations regarding housing loans and
other issues of concern to banking
employees, make the new collective
agreement one of the most important of
the last decade.

Commentary

In recent years, the content of collective
agreements signed between OTOE and
the representatives of the banks has
often been superior to those in other
sectors in terms of both pay and other
issues. This is also true of the new
collective agreement.

However, the new agreement differs
markedly from OTOE's initial demands, a
fact that creates serious speculations
with regard to the possibility of a
generalised implementation of the 35-
hour week in the future. After the pilot
implementation of the measure, the
balance of forces which will have been
created by that time will help decide
whether implementation of the 35-hour
week will prove to be of benefit to bank
workers, or whether the employers' side
will, at the same time as reducing
working time, impose changes to work-
ing hours and formal or informal forms
of flexibility, or find ways of breaching
the 35-hour week (it is a long-standing
OTOE claim that many banking employ-
ers regularly break contractual working
time rules).

On wages, the agreement does not
provide for a corrective clause for the
indexation of pay increases in the event
of higher inflation, because it is now the
general belief that the Greek economy is
moving rapidly towards a stable situation
of low inflation. (Eva Soumeli, INE/GSEE)
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The Dutch social partners have
reached agreement within the
Labour Foundation on a
framework for the further
individualisation of terms of
employment.

On 28 April 1999, representatives of
employers and employees reached
agreement within the bipartite Labour
Foundation (STAR) on a policy docu-
ment, entitled Moving towards custo-
mised conditions of employment,
increasing the options available to in-
dividual employees within collective
agreements. STAR policy documents
make recommendations, which trade
unions and employers within the various
sectors and companies are not legally
bound to adopt.

Since the early 1980s, states STAR, there
has been a trend towards the decen-
tralisation of conditions of employment.
Sector-level agreements have increas-
ingly taken on a framework character, in
which leeway exists for individual com-
panies to flesh out certain conditions of
employment. The decentralisation pro-
cess is now also gaining momentum
within companies. The introduction of a
``multiple-choice'' system offers indivi-
dual employees more opportunity to put
together a package of conditions of
employment best suited to their personal
needs. The STAR policy document is
intended to facilitate this development.

Recommendations

The policy document stresses that the
collective agreement must continue to
fulfil its primary role in determining
conditions, promoting equal rights be-
tween employees, offering security with
respect to terms of employment and
preventing competition amongst em-
ployers in the same sector regarding
conditions of employment. Therefore,
according to the policy document, it is
important to define the boundaries for
further individualisation of conditions.
The goal is to find the right balance
between responsible ``individualisation''
and the collective organisation of em-
ployment conditions.

Under STAR's recommended scheme,
collective agreements will set out a
standard package of conditions of em-
ployment. Certain components of the
standard package may be marked in
advance for ``interchange'', with em-
ployees having the option of swapping
one condition of employment (known as
the ``source'') for another (the ``target'').
This is referred to as a ``multiple-choice''
model. Essentially, time can be swapped
for money and vice versa. Examples of
benefits which can be swapped include
participation in savings schemes, pre-
mium payments to flexible pension

plans, extra days off, end-of-year bo-
nuses and study leave. Time ``pur-
chased'' or ``sold'' can be accrued and
need not be used straightaway. Em-
ployees would select an option for a
short minimum period, after which they
would be able to explore another option.

The policy document lays down a
number of conditions for implementing
the multiple-choice model. If a business
has a company collective agreement,
trade unions must be involved. In the
case of sector-level agreements, the
agreement must include a passage that
spells out the framework within which
the business may individualise the mul-
tiple-choice model. For businesses not
covered by a collective agreement, the
model must be implemented in coop-
eration with the works council or ``mini-
works council''. More generally, the
policy document assumes that applica-
tion of a multiple-choice system is based
on stable labour relations. The decision
to explore the options must be entirely
voluntary.

Anticipated effects

Based on experiences at companies
using the multiple-choice model over a
longer period of time, STAR anticipates
the following effects:

. employees in higher-level function
groups will be more inclined to sell their
time, and employees in lower-level
function groups will be more likely to
buy time;

. single employees will be more likely to
sell time while the opposite will be true
for those with partners; and

. employees with small children will be
more likely to buy time while parents of
older children will sooner opt to sell
theirs.

Existing systems

The policy document lists several com-
panies currently using the multiple-
choice system, including Akzo (chemi-
cals) Heineken (brewing), Hoogovens
(steel), KBB (retail) and the information
technology companies Roccade and
Origin. At KBB, the following conditions
of employment have been designated as
possible ``sources'': extra non-working
days (partially due to the move to the
35-hour week); days of holiday (gener-
ally up to five a year, though possibly
more in line with length of service);
holiday bonus; Christmas bonus; and
variable remuneration. Designated ``tar-
gets'' include: days of holiday (maximum
five); phased retirement days; sabbatical
leave; study leave; parental leave;
money (a maximum of four days);
pension supplements; employee savings
schemes; and financing the balance not

paid by the employer for children's
daycare.

Commentary

Once again, employers and workers have
come to terms within STAR on a subject
that traditionally results in a stand-off
between them. While the agreement
endorses what has already become
common practice at various companies,
it also attempts to establish boundaries
for a wide-ranging individualisation of
conditions of employment. For good
reason, emphasis is placed on ensuring
that implementation of the multiple-
choice system may not detrimentally
affect the main provisions of the collec-
tive agreement. In practice, multiple-
choice systems will be mainly imple-
mented by businesses with a company
agreement. Each of the companies
named in the policy document has such
an agreement. In sectors with industry-
level agreements, decentralisation will
continue to be achieved on the basis of
concluding framework agreements.

The policy document assumes trade
union primacy over the works councils or
``mini-works councils''. Nevertheless,
even at companies that have a collective
agreement, works councils will become
increasingly involved in shaping condi-
tions of employment, as evidenced by
the important role they played in draft-
ing the agreement for Roccade and
Origin. (Robbert van het Kaar, HSI)

NL9906144F (Related records: NL9905139F, NL9703106F,

NL9712149F)

18 June 1999

NETHERLANDS

Social partners agree framework for

individualising terms of employment

Individualised terms and
conditions at Unilever

From 2001, employees at Unilever
companies in the Netherlands will be
entitled to determine aspects of their
own terms and conditions within the
framework of the company's collective
agreement. The consumer goods group
reached a new company collective
agreement with the trade unions in-
volved on 28 May 1999. The new
agreement covers 5,000 employees. As
well as stipulating pay increases, it
provides for individualisation, initially
affecting working time and bonus sys-
tems. Works councils and management
will examine this issue at the level of the
individual group company, and as of 1
January 2001, individual employees will
be able to choose a package of terms
and conditions from the collective
agreement. The precise details remain a
matter of negotiation between the
company and the unions and, in this
context, a survey of employees' interests
will be conducted in the near future. It
would be possible, for example, for pay
to be exchanged for up to five days off
and for overtime to be compensated by
money or time off.

NL9906148N
25 June 1999
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New legislation at the approval
stage in parliament in May 1999
will improve existing provisions on
parental and family leave and
protection for women undergoing
a high-risk pregnancy. The
legislation, which partly transposes
the EU parental leave Directive
into Portuguese law, creates a
special regime whereby grand-
parents can take time off to
provide childcare in some circum-
stances. Parental leave will be
increased for adoptive parents,
and the distinction between
``nursing mother'' and ``infant
care provider'' will be clarified to
enable more fathers to take leave.

In May 1999, the Portuguese parliament
debated and started the approval pro-
cess for a set of draft laws aimed at
increasing family protection through
parental leave and special protection for
women whose pregnancy is considered
to be high risk. This legislation forms part
of Portugal's transposition of the EU
Council Directive (96/34/EC) of 3 June
1996 on parental leave.

Portugal's existing provisions on parental
and family leave are as follows:

. all employees have a right to a period
of unpaid parental leave for between six
months and two years following
maternity leave;

. working fathers have the right to two
working days' paternity leave and, under
exceptional circumstances or by parental
joint decision, fathers may take leave in
lieu of the mother's maternity leave
entitlement;

. in cases of the adoption of children
under the age of three, 60 consecutive
days' leave is granted to one of the
parents, but only if both parents work;

. time off work may be taken by either
parent to care for children under the age
of 10 who are ill - up to 30 days per year
or the entire time if a child is
hospitalised. Up to 15 days off per year is
allowed for children over the age of 10.
Special leave may be taken for a
maximum of two years to care for
children under the age of three, or for a
maximum of four years to care for
disabled or chronically ill children. The
law also confers the right to a reduction
in weekly working hours of up to five
hours to enable parents to care for
disabled children of up to one year of
age; and

. workers with children under 12 or
disabled children may request part-time

work or flexibility in working patterns for
up to three years.

Main provisions

The most innovative points of the
proposed new legislation are as follows:

. women will receive improved
protection in cases of high-risk
pregnancy, with the length of additional
leave increased from 30 days to an
indefinite period;

. obligatory post-birth maternity leave is
increased to six weeks from 14 days;

. fathers are given the right to take five
working days of paid paternity leave in
the month after the child is born
(previously two days);

. the definition of maternity leave
(previously restricted to nursing mothers)
is broadened to include infant care,
making it possible for the father to be
the care provider;

. parental leave is defined as the right of
the father or mother to be absent from
work for three months to take care of
their natural or adopted child of up to six
years of age. Alternatively, the father or
mother may work part time for six
months. The previous law provided
parental leave for adoptive parents only
if the adopted child was under three
years of age. Leave for adoptive parents
has been extended to include children
up to six years of age in the belief that
older children also need a period of
intimacy, care and attention;

. parental leave may be added on to the
existing period of leave in special
circumstances during the first three years
of the child's life;

. better protection against dismissal is
provided for pregnant women, those
who have recently given birth and those
who are nursing;

. the scheme that permits workers to be
absent from work to care for their
natural or adopted children in case of
illness or injury will now be extended to
workers who are legally appointed
guardians of a child; and

. in the light of the many cases of
teenage pregnancy (under 16 years of
age), at an age when young women are
often not considered experienced or
mature enough to care for a newborn
child, the law recognises the right of
grandparents of such children to be
absent from work for 30 days to help
with care, as long as they actually live
together with the young mothers.

Reactions

The social partners did not anticipate
difficulties in transposing the parental
leave Directive, since Portuguese law was
already, in some cases, more favourable
- with the exception of the part relating
to adoption. The 1996-9 tripartite Stra-
tegic Concertation Pact recognised the
need for equality and for the imple-
mentation of the Directive. Sector-level
collective bargaining on parental leave
has only added some details, without
making any significant advances with
regard to existing law.

The current draft of the proposed law
was well received by the parties in
parliament, welcoming the equality of
opportunities represented by allowing
grandparents time off to care for their
grandchildren, while in some cases
regretting that this assistance was not
made available for mothers up to 18
years, rather than 16. They support the
distinction made between ``infant care
provider'' and ``nursing mother'', which
is important in making it possible for
fathers to be involved in the process. The
parties also welcome the fact that the
state will take on new responsibilities
with regard to healthcare for pregnant
women.

Some of the more pessimistic political
parties, such as the opposition People's
Party (CDS-PP) state that there is a need
to introduce policies to increase the birth
rate in Portugal, where the population is
already showing obvious signs of ageing,
or to introduce an across-the-board
family policy that would cover housing,
social facilities and urban policy. The
current legislation on family issues
intervenes only at the level of the labour
market, which the government does not
control and where unstable forms of
employment and violations of labour law
are rife. They claim that mothers often
do not demand their rights because they
are afraid of being away from their jobs
too long. CDS-PP believes the law may
prove to be disappointing.

Commentary

This law is considered an important step
in conciliating work and family life, and
in policies to provide equal opportunities
between mothers and fathers, strength-
ening the roles and rights of all. (Maria
Luisa Cristovam, UAL)

PT9905147F (Related records: TN9801201S, PT9808190F)

21 May 1999
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Workers' representatives and
management at Michelin have
created a type of permanent
employment contract that allows
full-time workers to be switched
to part-time work in line with
production requirements.

Michelin, the French-owned tyre manu-
facturer, has four plants in Spain,
employing 9,000 people - 7,500 on
permanent full-time contracts, 400 on
permanent full-time contracts that can
be converted into part-time, and 1,000
on temporary contracts. The workforce
has a long tradition of trade union
membership and worker participation,
with CC.OO the majority union, though
various other unions also have repre-
sentation. Michelin is large and eco-
nomically successful, although its
production is highly dependent on that
of automobile companies. These char-
acteristics arguably make it an ideal
company for taking a lead in collective
bargaining.

Contents of agreement

Negotiations over a new form of em-
ployment contract at Michelin began
from a perception that the different
types of temporary contract used widely
in Spain meet the objectives of neither
workers' representatives (security and
guaranteed employment) nor companies
(continuous adaptation of an experi-
enced workforce to changes in produc-
tion levels). After nine months of
negotiations, workers' representatives
and management reached an agreement
in June 1998 that seeks ``a balance
allowing the majority of the temporary
staff to be given a permanent post (...)
and establishes mechanisms for flexible
adaptation to variations in production''
on the basis of non-discrimination. The
company agreed to convert a minimum
number of temporary contracts into
permanent ones (originally 80 in six
months). In exchange, workers' repre-
sentatives accepted a new form of
flexibility in working hours: workers on
temporary contracts converted into per-
manent ones may have their working
hours and wages reduced by up to 30%
if justified on grounds of production or
organisation. By June 1999, the number
of new permanent contracts had risen to
400.

In principle, these new permanent
workers are hired to work full time on
the same pay and conditions as other
workers. However, they accept the
possibility of being moved into part-time
work with an irregular distribution of
hours and a proportional reduction in
wages and holidays. Implementation is

laid down in the agreement and carried
out with the participation of workers'
representatives. The working time re-
duction is calculated on a monthly basis,
cannot be accumulated and cannot be
greater than 30% a month. It must take
the form of complete working days and
be linked to rest periods whenever
possible. It cannot be used in jobs for
which overtime is performed and must
be distributed in rotation amongst the
workers with this type of contract.

Before applying the reduction, the com-
pany must give at least a fortnight's
notice. Over this period, the company
must justify the causes for the hours
reduction to the workers' committee,
and negotiate with it the possibility of
other measures to ensure that the
reduction in production does not affect
exclusively the workers on the new
permanent contracts. However, if no
agreement is reached, or if the measure
is considered unjustified, workers' re-
presentatives may submit the matter to
mediation and arbitration. A joint mon-
itoring commission meets every three
months, or at 72 hours' notice if
necessary.

In the new company collective agree-
ment signed in April 1999, the parties
have introduced a limit on the number of
staff hired on these contracts (25% of
the workforce). The company has in-
creased its commitment to convert
temporary jobs into permanent ones
(400 contracts in two years, provided
production remains at current levels).
Employment trends in relation to pro-
duction levels will be reviewed every six
months.

Controversy

Although all members of the workers'
committee signed both the agreement
on employment and the new collective
agreement, the new form of flexibility
has not been problem-free.

One union represented at Michelin, CGT,
challenged the agreements on the new
form of flexibility in the courts. CGT
maintains that the new flexibility formula
threatens the right to equality by dis-
criminating on the basis of employees'
date of recruitment, and that the new
workers on permanent contracts do not
have - nor will they have - the same
rights as those recruited previously.
During negotiations on the employment
agreement, CGT had presented an
alternative proposal in which flexibility
was only a transitory situation. In May
1999, the National Court issued a ruling
favourable to the agreements. It found
the new type of flexibility to be legal
because it is voluntary, and not discri-

minatory because it improves the labour
conditions of the workers who obtain a
permanent contract. CGT intends to
appeal.

The legal basis used to create these new
permanent posts at Michelin has been
interpreted in different ways. Certain
labour law experts argue that it is a new
type of contract, which would make the
agreement a pioneering one in creating
new types of contract through bargain-
ing - a legal possibility since 1994.
Others, however, consider that it merely
represents a substantial modification of
working conditions.

Commentary

The Michelin agreement reflects certain
characteristic concerns of Spanish bar-
gaining in the second half of the 1990s:
job creation and improvements in ex-
change for a more flexible use of the
workforce. However, this agreement has
special features: it allows the opportu-
nity to reorganise working time and
reduce working hours and wages; but,
although the employer gains greater
discretionary powers, their application is
subject to control by workers' represen-
tatives. In this respect, contrary to recent
practice, it is a model agreement invol-
ving worker participation in controlling
flexibility - an agreement that bargaining
in the next few years should take as an
example. Compared with the alternatives
- such as temporary contracts or part-
time contracts imposed by the employer
and usually accompanied by insecure
working conditions - it is the best option.
Furthermore, one year after the agree-
ment the possibility of reducing working
hours has not yet been used so, de facto,
the workers on the new contracts
currently have the same conditions as
the rest of the workforce.

There are, however, some further back-
ground points. The Michelin agreement
introduces a new segmentation into the
workforce that may call solidarity into
question - a principle that may challenge
unions. At difficult times of falling
demand, only the workers on permanent
contracts with variable working hours
will suffer. If there is no alternative,
because workers have no choice but to
pay part of the cost during times of
economic hardship in companies, it
would perhaps be more appropriate to
seek formulae that involve an equal
allocation amongst the entire workforce.
The Michelin agreement leaves the door
open to that but with little clarity. An
alternative would be a pool of working
hours (a formula already used in other
companies, though in other circum-
stances) involving a reduction of less
than 30% in working hours, since it
would be shared by all the workers.
(Clara Llorens Serrano, QUIT-UAB)

ES9906213F

18 June 1999
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The annual cost to Swedish
employers of trade union activities
is about EUR 500 per employee,
according to the results of a survey
commissioned by the SAF
employers' confederation.

On 21 April 1999, the Swedish Employ-
ers' Confederation (SAF) presented the
results of an investigation into the costs
to companies of trade union activities.
The study was carried out on SAF's
behalf in May-June 1998 by the De-
moskop research company. It consisted
of 807 interviews with personnel man-
agers and departments in 981 enter-
prises with 50 or more employees, in
four private sector industries (manufac-
turing, hotels and restaurants, building
and transport) which employ a quarter
of the total private sector workforce. The
survey covered firms employing some
650,000 workers, or half the workforce
in the industries concerned.

There is a high level of union density in
Sweden, with 82%-85% of all workers
belonging to a union. The results of the
SAF-commissioned survey indicate that
there is a union representative in 90% of
the workplaces covered, giving a total of
some 27,000 local union representatives.
In other words, 4% of all employees in
the four sectors concerned function as
union representatives.

Legal rights

The 1976 Act on Co-Determination in
the Workplace gives an employees'
organisation the right to negotiate with
an employer on any matter relating to
the relationship between the employer
and any member of the employees'
organisation who is employed by that
employer. The employer has an equiva-
lent right to negotiate with an employ-
ees' organisation. Before an employer
takes any decision regarding significant
changes in its operations, it must enter
into negotiations with the employees'
organisation with which it is bound to
negotiate pursuant to a collective
agreement. The Act also gives employ-
ees' organisations a right to receive
information.

The 1974 Trade Union Representatives
Act states that a worker elected as a
local trade union representative has a
right to perform his or her union duties -
such as negotiations and administrative
work - without losing pay or other rights
and privileges. If, for example, the
employer decides that negotiations will
be carried out outside regular working
hours, the union representative is com-
pensated by overtime pay. The time off

for union activities may not. however, be
longer than ``necessary''. Union work-
place activities - such as meetings, union
elections or political activities - are not
covered by this legislation.

How much time and money are
spent?

SAF calculates that the time spent on
local union activities in the companies
surveyed corresponds to 6,500 full-time
jobs, or the equivalent of 1.9 full-time
jobs in every workplace. Around two
people work full time - on average - on
trade union matters in the workplaces
surveyed. Given that the survey covers
650,000 employees, this means that the
equivalent of one in every 100 workers is
a full-time union representative.

The companies pay SEK 2.3 billion (EUR
260 million) every year for union activ-
ities, according to SAF. This sum is
calculated on the basis of a monthly
salary, including payroll taxes, of SEK
24,000 (EUR 2,740) for a blue-collar
worker and SEK 42,000 (EUR 4,790) for
an academically qualified white-collar
worker. Enterprises in manufacturing
pay average annual union costs of SEK
3,918 (EUR 447) per worker employed,
compared with: SEK 3,792 (EUR 432) in
hotels and restaurants; SEK 2,663 (EUR
303) in transport; and SEK 2,159 (EUR
246) in building (which has a different
union structure, with many regional
representatives). The average annual
cost is SEK 3,546 (EUR 404) for every
worker covered by the survey.

The survey finds that the annual cost per
workplace ranges from SEK 975,000
(EUR 111,000) per unit in manufactur-
ing, to SEK 495,000 (EUR 56,000) in
transport, SEK 435,000 (EUR 50,000) in
hotels and restaurants and SEK 310,000
(EUR 35,000) in building.

Management costs

The personnel managers interviewed in
the study stated that they spend about
10% of their working time in various
contacts with unions and their repre-
sentatives, and the total cost of these
contacts is calculated as SEK 570 million
(EUR 65 million) per year. The overall
total cost for the companies of union
activities and union-related management
activities, union education, travel and
other expenses that the employer pays,
is, according to the survey, SEK 2.891
billion (EUR 330 million) - a total cost per
employee of SEK 4,411 (EUR 503) a year.

The researchers asked the respondent
companies if they themselves had costed
union activities, and 70% replied that

they had not, with relatively small
companies particularly unlikely to have
made such a calculation. When person-
nel managers were asked if they thought
that they spent too much time on union
work, the answer was generally ``no''.
Half thought that they did not spend too
much time on such work, and were
happy the way things were. The other
half stated that they hardly spent any
time at all on dealing with unions. In any
case, they stated, many aspects of
relations with employees are handled in
ways other than strictly dealing with
unions. In 23% of the workplaces
covered, personnel managers thought
that relations with employees were best
handled without the involvement of
unions.

Whilst the survey concentrated on the

cost of union activities in workplaces,
Dick Kling, in charge of the project at
SAF, states in a foreword to the report
that there are also benefits for employ-
ers: relations between management and
employees are of great importance and
cannot be dealt with without costs.
However, he added that the results of
the survey were worth some reflection.

The chief economist at the Swedish
Trade Union Confederation (LO), PO
Edin, said that he was not surprised by
the survey results: ``I think that the
Swedish system of making and following
up contracts is rather inexpensive and
very effective.'' He added that the costs
of using lawyers and other consultants in
an alternative system would be much
larger: ``there would probably be more
conflict as well and more working days
lost.''

Commentary

In Sweden there are about 2.8 million
workers in the private sector. An average
union activity cost per worker of SEK
4,400 (EUR 502) per year means an
overall total of SEK 12 billion (EUR 1.36
billion). In 1998, Sweden's GNP
amounted to SEK 1,804 billion (EUR 206
billion) and union costs can thus be
estimated at 0.7% of GNP.

The employers' survey of the costs of
union activities is the first that has ever
been carried out, so there is nothing to
compare it with. In that respect, it is
interesting to have some idea of the total
cost of union activities, purely from an
economic standpoint. It is also evident
that most companies, or at least per-
sonnel management, on the whole are
satisfied with their present relations with
the unions. (Annika Berg, Arbetslivsin-
stitutet)

SE9905161F

21 May 1999
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In May 1999, the TUC held a major
conference on the impact of the
European single currency on the
UK, with participants expressing a
range of views.

A conference to discuss the UK's po-
tential participation in the European
single currency was held on 13 May by
the Trades Union Congress (TUC) as part
of its policy of encouraging debate and
disseminating information about the
euro. TUC general secretary John Monks
and some key union leaders have been
vocal in their support for UK entry but
others in the trade union movement take
a more ``euro-sceptic'' stance. The con-
ference featured invited speakers both
for and against the euro and union
participants expressed a range of views.

The government's position

In his opening speech, the chancellor of
the exchequer, Gordon Brown, empha-
sised that, having ``declared for the
principle of monetary union'', the key
question determining whether the La-
bour government would propose UK
entry into the euro would be whether it
would bring ``clear and unambiguous
economic benefits'', including its impact
on jobs. He outlined the five economic
tests the government would apply:
whether there can be sustainable con-
vergence between the UK and the single
currency economies; whether there is
sufficient flexibility to cope with eco-
nomic change; the effect on investment
in the UK; the impact on the UK
financial services industry; and whether
joining would benefit employment -
which Mr Brown described as ``the most
practical question''.

The chancellor stressed that the govern-
ment's approach to the euro was not
``wait and see'' but ``prepare and
decide''. A major objective is to encou-
rage UK businesses to prepare actively
for the euro. He welcomed the social
partners' involvement in the govern-
ment's planning process. The govern-
ment's outline national changeover plan
was drawn up with the involvement of a
high-level committee which includes
representatives of both the TUC and the
Confederation of British Industry, and
social partner representatives have been
involved in euro forums throughout the
country.

Trade union views

In the course of panel discussions -
focusing on European economic, em-
ployment and social questions, and on
the pros and cons of UK euro participa-

tion - diverging views were expressed by
union representatives, with a number
arguing against adopting a ``pro-euro''
policy. Many of the concerns raised were
from public sector trade unionists who
argued that the convergence criteria for
joining the euro will have an adverse
effect on public spending and in parti-
cular on public sector jobs, pay and
terms and conditions. Other contributors
supported euro-entry but stressed the
need for sterling to fall to a realistic rate
first, for the European Central Bank
(ECB) to be made more accountable and
for its remit to include employment
considerations. Many participants stated
that UK workers were not adequately
informed about the key issues in the
euro membership debate.

Other signs of union opposition to the
euro include the establishment of the
``Trade unionists against the single
currency'' group, and an opinion poll
commissioned by the anti-euro group
Business for Sterling and the small
Community and Youth Workers' Union
and published to coincide with the TUC
conference, which suggested that over
60% of union members would vote
against euro membership. The TUC
dismissed the findings, arguing that the
poll was not objective but part of a
``well-funded propaganda campaign''.

John Monks, who strongly advocates
euro-entry, said that the TUC was also
critical of aspects of Economic and
Monetary Union (EMU), including the
narrowness of the convergence criteria
and the ECB board's lack of account-
ability. However, he believed that, on
balance, joining the single currency
would be to UK workers' advantage. He
warned that ``the euro is now a reality ...
The UK must not go on outside the
European mainstream. It will be bad for
jobs, bad for investment and bad for our
prosperity if we stay outside.'' As well as
bringing economic benefits, embracing
the euro would also strengthen the
influence of the ``European social mod-
el'' on UK industrial relations.

Mr Monks argued that ``much more
needs to be done'' to win a yes vote in
the planned referendum on the euro:
``Flag-waving appeals to the emotions
will always have a headstart against the
cool, calm case for joining. The govern-
ment's much-admired campaigning zeal
must be fully directed at making the case
for entry.'' A vital part of preparing to
join must be a strategy to reduce
sterling's current exchange rate. He
stressed that the issue of euro-entry
could not be ``fudged'', which was why
he felt it important to make his own
views clear.

John Edmonds, general secretary of the
GMB general union, warned against
``clinging to a romantic delusion about
preserving the pound ... Let's be realistic
and recognise that the UK's national
interest lies in being a full player in the
development of Europe and plan now
for UK entry into the euro.''

Commentary

Following the negotiation of the Maas-
tricht Treaty, the TUC supported EMU
and in 1996 a TUC report concluded that
if it went ahead the ``balance of
advantage'' lay in the UK joining. Since
then, TUC reports and congress resolu-
tions have been more circumspect, a
development which has coincided with
the adoption of an anti-euro position by
UNISON, the TUC's largest affiliate, and
some other public sector unions, re-
flecting concern about the public
spending implications of the conver-
gence criteria. The resolutions adopted
by the 1998 TUC congress were broadly
neutral on euro-entry, noting the po-
tential advantages (eg price stability,
higher investment and reduced trading
costs) but also expressing concern about
EMU ``resulting in institutionalised mon-
etarism and cuts in public expenditure
due to the convergence criteria''. Simi-
larly, the TUC's January 1999 publication

Preparing for the euro reviews a range of
key issues without reaching a conclusion
about the desirability of UK entry.

Nevertheless, the tone of the TUC's
public comments about joining the euro
has remained positive. The Amalga-
mated Engineering and Electrical Union,
with its large manufacturing member-
ship, supports early euro-entry, fearing
that, outside the euro, the UK will lose
inward investment and jobs. A number
of other unions, including the GMB, are
seen as pro-euro. Some sizeable unions
have no explicit policy on euro-entry,
and in some cases left-led unions which
might be expected to be ``euro-sceptic''
are said to be preparing to support the
government's position. The 1998 con-
gress called for the widest possible
debate among affiliated unions about
the euro and the May conference was
intended as part of this process. It
remains to be seen whether major
differences between unions on the issue
of the euro will surface at the next
congress in September 1999. (Mark Hall,
IRRU)

UK9905102F (Related records: UK9902184N)
21 May 1999

UNITED KINGDOM

UK trade unions and the euro
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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 EIRO home
page. EIRO's central operation is based
on a monthly cycle, with national centres
submitting news and features on the
main issues and events in a calendar
month towards the end of that month.
These records are processed, edited and
then uploaded from the middle of the
next month. Thus, records relating to
events in June, for example, will appear
on the website from mid-July.

The home page indicates the last time
that EIROnline was updated and provides
direct links to the most recently added
records. These are designated as either
features, news or studies, with the titles
in blue lettering, underlined. Whenever
you see such blue (or green) underlined
text in EIROnline, this indicates that
clicking on the text will link you to
further information. In the top left-hand
corner of the home page, and of every
page of EIROnline, there is a blue and
black EIROnline logo. Clicking on this
will always return you to the home page.

To the left of the home page is a list of
links to additional facilities - about EIRO,
register, help, feedback, EIRObserver,
contacts, related sites and EMIRE (the
online version of the European Employ-
ment and Industrial Relations Glossaries).

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 (plus ``EU level'' and ``transna-
tional'') connects to a full list of all the
records submitted for that country for
the current year, with links to previous
years. 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 an 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
SE9904111F), 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 link to a
chronological list (with links) of all the
comparative 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

EIRO links

An important service provided by
EIROnline is the related sites facility -
described as ``a superb European
resource'' by the Global Labour Direc-
tory of Directories - which is reached by
a link on the home page. Here, we
provide Worldwide Web links which
may be of interest to EIROnline users.
The links (of which there are well over
1,000) are grouped by country, and
within countries under the categories
of employers, trade unions, govern-
ment and ``other''. There are also links
to: the EU institutions and related
bodies, plus recent documents of
relevance; other European and inter-
national organisations; and European
and international trade union and
employers' organisations. Users are
encouraged to suggest additions to the
list, which is updated frequently.
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Record title - requiredSubtitle - optionalTHE NATIONAL CENTRES OF EIRO

European Union Level
ECOTEC Research and Consulting, Avenue de Tervuren 13B, B-1040 Bruxelles and Priestley House, 28-34 Albert Street, Birmingham B4 7UD.
Contact: Tina Weber, tel: +44 121 616 3658, fax: +44 121 616 3699, e-mail: Tina_Weber@ECOTEC.co.uk

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

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

Point d'Appui Travail Emploi Formation (TEF-ULB), 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, Linnesgade 22, 1361 Copenhagen K.
Contact: Jùrgen Steen Madsen, tel: +45 35 32 32 99, fax: +45 35 32 39 40, e-mail: kare.f.v.petersen@sociology.ku.dk

Finland
Ministry of Labour, Mikonkatu 4, FIN 00100 Helsinki.
Contact: Juha Hietanen, tel: +358-9-1856 9260, fax: +358-9-1856 9227, e-mail: juha.hietanen@mol.fi

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

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

WSI in der HBS, Bertha-von-Suttner-Platz 1, 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 04 452, 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 02 6671 4973 / 6698 24 41, fax: +39 02 6698 0834, e-mail: ireseiro@galactica.it

Fondazione Regionale Pietro Seveso, Viale Vittorio Veneto, 24, I-20124 Milano
Contact: Roberto Pedersini, tel: +39 02 290 13 198, fax: +39 02 290 13 262, e-mail: eirofrps@tin.it

CESOS, Via Po, 102 - 00198 Roma.
Contact: Marta Santi, tel: +39-06-84242070, fax: +39-06-85355360, 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 1 317 76 73, fax: +351 1 317 76 73, 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 93 4401000, fax: +34 93 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 93 581 2405, fax: +34 93 581 24 37, e-mail: eiro.esp@uab.es

Sweden
Arbetslivsinstitutet, S-171 84 Solna.
Contact: Annika Berg, tel: +46 8 730 99 84, fax: +46 8 730 95 01, e-mail: annika.berg@niwl.se

United Kingdom
IRRU, Warwick Business School, University of Warwick, Coventry CV4 7AL.
Contact: Mark Hall, tel: +44 1203 524273, fax: +44 1203 524184, e-mail: irrumha@razor.wbs.warwick.ac.uk

Other Relevant European Commission Observatories
Employment Observatory
Contact: IAS, Novalisstraûe 10, D-10115 Berlin, Germany, tel: +49 302 80 08 50, fax: +49 302 82 63 78, e-mail: eurocontact@ias-
berlin.de, web: http://www.ias-berlin.de

Community information system on social protection (MISSOC)
Contact: ISG, Barbarossaplatz 2, D-50674 Cologne, Germany, tel: +49 221 235473, fax: +49 221 215267,
web: http://europa.eu.int/comm/dg05/soc-prot/missoc98/
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Since 1985's decision to move towards
the Single European Market (SEM), the
EU has experienced ever-closer economic
integration. This is particularly true at the
level of multinational companies (MNCs),
which have often restructured their
operations to create new European-level
management structures able to integrate
production, distribution and marketing
across Europe. Nationally-based compa-
nies have also been increasingly affected
by the growing international competi-
tion within the SEM. With the introduc-
tion of Economic and Monetary Union
(EMU), most observers assume that
economic integration will accelerate and
intensify competitive pressure on na-
tional enterprises and economies.

Since wages, working time and employ-
ment and working practices are seen as
important components of the ``regime
competition'' between European coun-
tries, economic integration is likely to
have a clear influence on the processes
and outcomes of national collective
bargaining. So far such influence has
been mainly implicit - when employers
and trade unions use international com-
parisons or refer to industrial relations
developments in other countries during
national and local negotiations. Recently,
however, a small number of national
collective agreements, at intersectoral,
sectoral or enterprise level, have con-
tained provisions which explicitly link
certain bargaining outcomes to devel-
opments in other EU countries.

In response to these developments,
unions have started to discuss new
strategies for improved cooperation on
bargaining issues, as well as for Eur-
opean-level coordination of national
bargaining agendas and outcomes.
There is less indication that employers'
associations have undertaken any formal
initiatives of this kind, although a range
of informal contacts occurs between
associations in different countries.
Among individual employers, however,
there is considerable evidence that some
MNCs are pursuing common or similar
bargaining objectives in local negotia-
tions over working and employment
practices in their operations in different
countries.

The aim of this comparative supplement
- based on contributions from the
national centres of the European Indus-
trial Relations Observatory (EIRO) - is to
assess the extent to which the processes
and outcomes of collective bargaining in
the 15 Member States of the EU, plus
Norway, are developing a cross-border,
European dimension. Whilst EU-level
developments, such as the European
social dialogue, are an important part of
the national-level context, these are not

of central concern in this study. The
objective is also to portray the diversity
of the implicit and explicit processes
leading towards a ``Europeanisation'' of
bargaining. This is done by reviewing
developments at each of three levels -
intersectoral, sectoral and enterprise. In
order to highlight specific developments
at sector and enterprise levels, we pay
particular attention to two sectors:
metalworking and financial services. The
social partners' perspectives on possible
trends and developments in national
collective bargaining in the light of ever-
deepening economic integration in the
European Economic Area (EEA) are also
examined. This supplement is an edited
version of a full comparative study,
available on the EIROnline database.

National and/or intersectoral level
Social pacts and collective bargaining

The 1990s have seen the conclusion of
new national-level tripartite agreements
in several European countries, almost
always influenced to a greater or lesser
extent by European integration. Typi-
cally, these agreements commit those
involved in collective bargaining to
follow a policy of wage restraint in order
to improve national competitiveness.
This has been seen as representing a
new form of ``competitive corporatism''.
Thus, the Norwegian social pact covering
the 1993-7 period stated that wages
should grow at a rate 2% below that of

Norway's main competitors. More spe-
cifically, these social pacts have often
been seen by the countries concerned as
an important contribution towards ful-
filling the convergence criteria for EMU
and inclusion in the euro single currency,

laid down in the Maastricht Treaty. A
wage restraint policy has aimed at
helping to keep inflation down and
reduce state deficits, in accordance with
the convergence criteria. Three examples
are given in table 1.

Intersectoral Europeanisation

The clearest instance of Europeanisation
of bargaining at intersectoral level is
found in Belgium. After the social
partners failed to reach an intersectoral
agreement in 1996, the government
enacted a ``competitiveness law'' which
included a legal ``wage norm'' for 1997-
8, whereby pay increases were not to
exceed average increases in Belgium's
neighbouring countries, France, Ger-
many and the Netherlands. This law was
largely inspired by the government's aim
to fulfil the EMU convergence criteria. In
December 1998, the social partners
concluded a new intersectoral agree-
ment for 1999-2000 which incorporated
the concept of a ``wage norm'' related
to wage trends in neighbouring coun-
tries as the key reference for average
Belgian wage increases. The agreement
sets the maximum wage increase for
1999-2000 at 5.9%, calculated on the
basis of assumed developments in
France, Germany and the Netherlands.

A striking example of EMU's specific
impact on bargaining is Finland, where
in 1997 the social partners agreed to
introduce so-called ``EMU buffers''. To
cushion the effects of any ``asymmetric
cyclical economic shocks'' under EMU,
stemming from the Finnish economy's
particular international exposure, the
partners agreed to establish two ``buffer
funds'', related to the occupational
pension and unemployment insurance
schemes. In periods of economic upturn,
employers and employees pay slightly
higher social security contributions than
necessary in order to build up the funds.

The ``Europeanisation'' of collective

bargaining

Table 1. Social pacts aimed at meeting EMU criteria

Ireland The current national agreement, Partnership 2000 (1997-2000), refers explicitly to
the Maastricht criteria and EMU. It includes maximum limits for wage increases,
with the express aim of improving competitiveness and fulfilling the EMU
convergence criteria.

Italy The July 1993 tripartite national agreement introduced a two-tier bargaining
structure based on national sectoral agreements, with pay increases determined
according to projected inflation, and company-level agreements, with pay
movements linked to corporate performance. In 1997, a government-commis-
sioned report concluded that the 1993 agreement had helped curb inflation and
improve public finances to the extent that the EMU criteria could be met. The
December 1998 tripartite ``social pact'' addresses EMU's consequences for
economic policy and industrial relations. In an explicit reference to other European
economies, the pact stipulates that the reference point for future sectoral
negotiations should be not the national, but the average European, inflation rate.

Portugal The tripartite Strategic concertation pact (1996-9) aims at Portugal's full EU
integration, through improving competitiveness and promoting employment and
social cohesion, and recommends that pay increases should not exceed half the
increase in productivity. The pact was seen as an important factor in helping
Portugal to join EMU. As a major union confederation (CGTP) did not sign the pact,
in early 1998 the government relaunched a ``social dialogue on strategy for the
euro'', aiming to promote an ``EMU-compatible'' bargaining policy.
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During periods of recession the buffer
funds can be used for paying additional
social security costs.

Unilateral coordination initiatives

National union confederations use var-
ious means to exchange information and
cooperate on bargaining matters, either
through the European Trade Union
Confederation (ETUC) or at a bi- or
multilateral level. The ``Doorn initiative''
of Belgian, German, Luxembourg and
Dutch union confederations aims to go
considerably further and establish expli-
cit cross-border coordination of bar-
gaining policy. In September 1998, these
unions met in the Dutch city of Doorn
and adopted a joint declaration. This
emphasises the need for close cross-
border coordination of bargaining under
EMU in order to prevent possible com-
petition on wages and working condi-
tions, with the prospect it raises of a
downward spiral. The declaration's core
is an ``orientation formula'' for national
bargaining, whereby trade union nego-
tiators should seek agreements which
provide at least the equivalent of ``the
sum total of the evolution of prices and
the increases in labour productivity''. The
confederations commit themselves to
rejecting any demands for a national
wage restraint policy aimed at securing
cost advantages in competition with
neighbouring countries. ETUC has wel-
comed the Doorn initiative, adding that
these kind of initiatives ``must be
extended first to the entire euro zone
and to all countries concerned'' (resolu-
tion adopted at the 9th ETUC Congress,
July 1999).

There is no comparable employer-side
initiative towards cross-border coordina-
tion of bargaining policy. Contacts
among national employers' associations
on bargaining topics are almost exclu-
sively confined to information exchange.
However, there are a few examples of
increased cross-border cooperation on
wider industrial relations matters. In
February 1998, for instance, French and

Italian employers' confederations signed
a common declaration opposing the
legislative proposals in the two countries
to reduce the working week to 35 hours.

Developments at sectoral level
Cross-country comparisons

At sectoral level, very few collective
agreements make explicit references to
pay and conditions in other countries.
One explicit case is in Italian banking,
where the social partners in 1998
concluded an agreement on gradual
labour cost reductions aimed at reaching
``the average level of other European
countries''. The Italian Banking Associa-
tion has long published an annual report
comparing pay and labour costs in Italian
and European banks.

Although such agreements are rare, the
use of cross-country comparisons of pay
and conditions in the negotiation pro-
cess is widespread in almost all European
countries, since bargaining outcomes are
seen increasingly as a major aspect of
international competitiveness. Refer-
ences to developments in other countries
are made by both employers' associa-
tions and unions in order to strengthen
and justify their bargaining demands.
The geographical dimension of these
comparisons largely reflects existing
economic interdependencies and trade
relations - see table 2 for examples.

In southern European countries, bar-
gaining policy debates are often influ-
enced by the question of a possible
European harmonisation of wage and
working conditions. In Spain, for in-
stance, the bargaining parties use Eur-
opean references for different reasons:
while unions seek to improve pay and
conditions to correspond with European
averages, employers' organisations reject
rapid harmonisation and seek a bar-
gaining policy which corresponds with
Spanish productivity levels. A similar
situation is found in Portugal.

By contrast, in high-wage countries such
as Germany, cross-country comparisons
are used especially by employers' asso-
ciations in order to reject unions' wage
claims and demand wage restraint. In
response, unions use international com-
parisons to demonstrate Germany's high
level of productivity and low level of
industrial action. In defining its demands
for the 1999 bargaining round, the IG
Metall metalworkers' union argued for

the first time that it has a special
responsibility, given that bargaining re-
sults in German metalworking might
directly influence bargaining in neigh-
bouring countries within the euro zone.

The meaning and extent of the implicit
European dimension represented by
cross-border comparisons in bargaining
may vary between sectors. In both
metalworking and financial services, the
use of cross-border comparisons during
bargaining seems widespread in many
European countries. In metalworking,
this is obviously related to the sector's
highly internationalised structure, high
dependence on external markets and
relative dominance of MNCs in subsec-
tors such as automobiles or electronics.
The same is true for financial services,
which is rapidly internationalising and
largely dominated by big MNCs. A
widespread use of cross-border com-
parisons can also be found in construc-
tion, which probably has the most
developed European labour market,
creating a particular need for interna-
tional comparisons. Although they are
not the focus of this study, there is little
evidence of the use of cross-border
comparisons in more nationally-based
sectors such as public services.

Social partner initiatives

As members of European sectoral em-
ployers' or trade union organisations,
most national employers' associations
and unions participate in some form of
information exchange on bargaining-
related employment issues. Some Eur-
opean-level organisations also provide
more or less regular cross-border infor-
mation for national affiliates. The Wes-
tern European Metal Trades Employers'
Organisation (WEM), for example, pro-
duces a monthly newsletter on ``inter-
national social policy developments''
which includes information on recent
national developments in sectoral bar-
gaining as well as international statistics
comparing industrial relations trends.
With EMU creating greater cross-border
transparency of wage and labour costs,
WEM is trying to organise an even more
systematic and continuous exchange of
information between member federa-
tions. Beyond metalworking, it can be
assumed that other European sectoral
employers' organisations provide some
form of comparative data on wages and
working conditions for national affiliates,
although there is no further information
available at present.

Initiatives for more systematic European
cooperation on bargaining, however, are
still rather exceptional and almost ex-
clusively found on the trade union side.
Among the initiatives of the ETUC-
affiliated European trade union industry
federations, the ``coordination ap-
proach'' of the European Metalworkers'
Federation (EMF) is probably the most
advanced strategy for a Europeanisation
of bargaining - see table 3. As the table
indicates, trade union initiatives also exist
in a few other sectors.

Table 2. Cross-country comparisons used in collective bargaining

Denmark Wage developments in Germany and Sweden play an important role at the pre-
negotiation stage and in negotiations in Danish export-oriented sectors.

France The use of cross-country comparisons is very common among both employers'
associations and trade unions. In particular, German metalworking settlements are
widely discussed in the French media and by the social partners. Current
negotiations over introducing the 35-hour week are accompanied by constant
references by both parties to foreign experiences with working time reductions.

Netherlands The sector-level bargaining parties (particularly in metalworking) make regular
references to sectoral developments in Belgium and Germany.

Spain Joint trade union guidelines for the 1999 metalworking bargaining round were to
some extent influenced by recent bargaining in German metalworking. A particular
role is played by the close relationship between Spanish and German trade
unionists in the automobile industry, especially through the cooperation of unions
at Volkswagen and SEAT, which has reinforced sectoral cooperation.
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To sum up, a number of initiatives have
been taken by the European trade union
industry federations, especially since
1997, aimed at more explicit European
coordination of national bargaining.
Following ETUC's overall strategy, the
sector seems the most important level
for a Europeanisation of bargaining. As
stated in the resolution, Towards a

European system of industrial relations,
adopted at the July 1999 ETUC Con-
gress: ``The European industry federa-
tions have the primary responsibility for
coordination in the field of collective
bargaining at the European level. It is
therefore, in the first instance, up to the
respective federations to create the
structures and instruments needed to
achieve this in an effective way.'' How-
ever, according to the European Trade
Union Institute, so far only four or five of
the 14 ETUC-affiliated European industry
federations have established a European
collective bargaining committee or a
similar body to guarantee regular ex-
changes on bargaining policy.

Bi- or multilateral cooperation

Trade unions have taken various initia-
tives for bi- or multilateral cross-border
cooperation. Probably the most ad-
vanced form is the cross-border inter-
regional bargaining networks initiated by

Germany's IG Metall. Within the frame-
work of EMF's coordination approach, IG
Metall has proposed that each of its
regional bargaining districts should es-
tablish a ``bargaining partnership'' with
metalworking unions in neighbouring
countries. The partnerships' aims are to:
organise exchanges of union observers
during bargaining; hold regular ex-
changes of information relevant to

bargaining; organise joint seminars on
current bargaining topics; bring a ``Eur-
opean dimension'' to local bargaining;
and (in the medium term) provide new
institutions for a real transnational co-
ordination of bargaining.

In the meantime, all IG Metall district
organisations have started to establish
transitional bargaining partnerships - see
table 4. In some districts observers from
foreign unions participated in the 1999
bargaining round, sitting at the nego-
tiating table.

First attempts at cross-border interre-
gional bargaining partnerships and ex-
changes of union observers during
bargaining rounds exist in a few other
sectors. For instance, in March 1999

Austrian, Swiss and German construc-
tion workers' unions signed an agree-
ment on more intensive coordination of
bargaining policy. Bilateral initiatives
exist involving construction unions from

Belgium, Finland, France, Germany, Italy,
the Netherlands and Sweden, mostly
aimed particularly at cross-border coor-
dination of collectively agreed sectoral
welfare and holiday funds.

Other forms of bargaining-related bi- or
multilateral cross-border cooperation
among unions include:

. Scandinavian metalworkers' unions
have established joint working groups on
wage policy within the framework of
Nordic Metal;

. with considerable interpenetration
between Portuguese and Spanish banks,
there is close cooperation on bargaining
issues among the bank workers' unions
of both countries; and

. in April 1999, the German Mining,

Chemical and Energy Union (IG BCE) and
the Chemical and Energy Workers'
Federation affiliated to the French CFDT
confederation (FCE-CFDT) signed a
cooperation agreement, including
``coordination of bargaining policy''.

There is no information available that
employers' associations are engaged in
similar bi- or multilateral initiatives aimed
at explicit coordination of bargaining. On
the contrary, many employers' associa-
tions (eg in Germany and Sweden) argue
for further decentralisation of bargaining
towards the company level. Neverthe-
less, some more or less formalised bi-
and multilateral contacts exist among
sectoral employers' associations eg:

. there are regular bilateral contacts
between the French, Italian, Portuguese
and Spanish metalworking employers'
associations; and

. in 1998, the French and Italian
metalworking employers' associations
invited their German counterpart to
report about its experiences with the 35-
hour week.

Finally, there are also a very few cross-
border initiatives taken jointly by unions
and employers' associations, eg:

. Swedish and Danish metalworking
unions and employers' associations have
set up a cooperative working group
studying the terms of agreements and
the various hindrances to future
agreements for the countries of the
Baltic Sea region; and

. chemicals sector unions from France,
Italy and Spain, together with national
sectoral employers' associations, started,
about two years ago, a ``trilateral''
common initiative on training, working

Table 3. Examples of European-level trade union initiatives for bargaining coordination

Sector Initiatives
Metalworking Since supranational European-level collective agreements are seen as rather unlikely in the foreseeable future, the European

Metalworkers' Federation (EMF) has adopted a ``coordination approach'', aimed essentially at European coordination of national
bargaining policy through the definition of cross-European trade union guidelines and minimum standards. Seeking to prevent
possible downward competition on wages and working conditions, in December 1998 EMF adopted a ``European coordination
rule,'' whereby ``the wage policy of unions in all countries must be to offset the rate of inflation and to ensure that workers'
incomes retain a balanced participation in productivity gains''. EMF concluded a ``working time charter'' in July 1998, under which
working time should not exceed an annual maximum of 1,750 hours.

Private services In March 1998, the European Regional Organisation of the International Federation of Commercial, Clerical, Professional and
Technical Employees (Euro-FIET) adopted a strategy paper on Economic and Monetary Union: the impact on employment and
collective bargaining, emphasising the need for European-level coordination of national sectoral and enterprise bargaining. In June
1999, the Euro-FIET position was further concretised by the adoption of an Action plan for a new euro bargaining network which
promotes a coordinated bargaining strategy at the level of Euro-FIET's trade sections (covering commerce, banking and insurance
etc). The aim is to define common bargaining targets ``which should come out of existing best practices and, while aiming to
provide European coordination ... should also take account of national circumstances. For example pay targets could offset the rate
of inflation and ensure participation in productivity gains.''

Textiles A special bargaining committee has been established within the European Trade Union Federation - Textiles, Clothing and Leather
(ETUF-TCL) with the objective of reaching an agreement with the sectoral European employers' organisation on working time and
minimum workers' rights by 2000-2001 and of concluding an industry-wide European collective agreement for 2005-2008.

Printing and paper As an initiative for closer bargaining policy cooperation, the European Graphical Federation (EGF) has tried to develop common
criteria for the analysis of skills associated with particular job positions.

Building and
woodworking

The European Federation of Building and Woodworkers (EFBWW) is discussing a joint platform for better coordination of bargaining
among affiliates, though it takes a slightly different approach. According to EFBWW general secretary Jan Cremers (Transfer Vol. 4,
No. 2, 1998), ``cooperation must take place at the level of the actual bargaining and employment conditions. This means in many
cases that we must drop the idea that European bargaining is the future ... for shaping our cooperation on collective bargaining,
the bilateral route would increasingly take preference.''
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time and health and safety, though the
scope for bargaining on wage issues is
considered narrow, due to very different
pay structures across Europe.

Multinational enterprise level

At company level, collective agreements
which refer explicitly to economic con-
ditions in other European countries exist,
but are as yet uncommon. Probably the
most explicit case is the 1998 three-year
``package deal'' covering pay, employ-
ment security and working practices at
Vauxhall, the UK subsidiary of the US-
based motor manufacturing group,
General Motors. Reflecting management
concern at the impact on production
costs of a high sterling exchange rate,
part of the pay rise in the third year is
contingent on sterling falling below a
specified level against the Deutsche
Mark (and therefore now the euro).
Reflecting trends discussed below, the
agreement also introduces more flexible
working arrangements aimed at redu-
cing costs and enhancing productivity.

Otherwise, the emergence of a European
dimension to bargaining is most evident
in the form of ``concession bargaining''
amongst more internationally-integrated
MNCs. Here, although negotiations are
at local or national enterprise level, the
reference points utilised by management
in negotiations are explicitly European
(or wider). At present there is little sign
of similar developments amongst the
numerous enterprises which are na-
tional, rather than international or Eur-
opean, in their scope. Management use
of cross-border comparisons of perfor-
mance in enterprise-level negotiations
on working practices and conditions
appears widespread amongst the larger
MNCs in certain sectors. However, the
deployment of comparative pay data in
enterprise-level negotiations, where pay
is determined at this level, is less
common. Trade unions and works
councils currently appear to make less
extensive use of comparative data than
management in enterprise-level nego-
tiations. Management coordination
across countries within larger MNCs
appear to be well developed, although
information is slight in a number of
countries. On the employee side, Eur-
opean Works Councils (EWCs) are a

valuable source of information exchange
on bargaining matters. Whilst their
potential in coordinating bargaining
across national borders is recognised,
this has yet to be realised.

Management use of comparisons

The collection of data on labour-related
aspects of performance by the interna-
tional headquarters of MNCs appears
widespread. The performance indicators
concerned include overall labour costs,
headcount, labour productivity, labour
turnover and absenteeism, pay settle-
ments and industrial disputes. Data on
overall labour costs are the most likely to
be collected. Collection of such data is
most common amongst MNCs which
have internationally integrated produc-
tion systems or which network services
across borders. These data are utilised by
management in decisions on the location
of investment, on relocating production
and more generally in drawing perfor-
mance comparisons between sites.
Moreover, the evidence suggests that
such data are deployed in bargaining at
local and national enterprise level over
working and employment practices in
the context of ongoing (actual and
potential) decisions on investment, relo-
cation or reallocation of production, and
divestment or closure. The outcomes of
such ``concession bargaining'', under
which changes in working practices and
conditions are traded against securing
either future investment or current
production for the site concerned have a
direct bearing on overall labour costs.
The use of such comparative data in pay
bargaining appears to be rather less
developed (even where pay determina-
tion is largely enterprise-based).

MNCs also seek to diffuse ``best prac-
tices'' in production and working and
employment practice from one site to
others across Europe and beyond. This is
particularly the case in relation to work
organisation, quality assurance, working
time arrangements and job and task
flexibilities. It is not uncommon for
``coercive comparisons'' of labour per-
formance to be utilised to achieve the
diffusion of one or more ``best prac-
tices'' at a given site.

Where production is organised on an
internationally integrated basis - eg in
the automotive, electrical consumer

goods and food manufacturing indus-
tries - the operations of MNCs in any
given EEA country are engaged in
internal competition for both current
production and future investment with
operations in other EEA countries (and
increasingly also central Europe). Inter-
plant comparisons of labour costs and
productivity are used by international
management to exert pressure on local
management and the workforce at the
different plants. In local negotiations
with workforces, ``best'' practices are
implemented, or concessions in working
and employment practices agreed, as the
price for securing current allocations of
production and future investment. There
is little evidence that such processes are
yet prominent within banking and
finance. Table 5 illustrates management
use of cross-border comparisons.

Use of comparisons by trade unions
and works councils

The deployment by trade unions and/or
works councils of comparisons of work-
ing conditions and wage levels at a
company's operations in other countries
in support of claims in company and site
negotiations in a given country appears
to be less extensive than that of
management. However, there is evi-
dence of this occurring amongst the
more internationally integrated MNCs in
sectors, such as the automotive industry,
which are well organised by unions.
There is less evidence of parallel devel-
opments in banking/finance. In engi-
neering, EMF's working time charter (see
table 3) has been a particular focus for
claims based on international compar-
isons. For example, union claims for
shorter working time at the UK opera-
tions of Ford and GM have been based
on explicit comparisons with company
practice in other European countries. The
same is the case at Dutch-based steel
manufacturer Hoogovens. Union claims
at VW's SEAT subsidiary in Spain have
referred to data on working hours,
wages and the use of temporary em-
ployment in VW operations in other
European countries.

Management coordination

Regular international meetings of per-
sonnel and/or industrial relations man-
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Table 4. Transnational collective bargaining partnerships in IG Metall districts

IG Metall district Partner unions
DuÈ sseldorf (Northrhine-Westfalia) FNV Bondgenoten and CNV BedrijvenBond (Netherlands); CCMB and CMB (Belgium)
Hamburg (North Germany) CO-Industri (Denmark); Svenska Metall (Sweden)
Stuttgart (Baden-WuÈ rtemberg) SMUV (Switzerland); Fiom-Cgil (Italy)
Berlin-Brandenburg/Saxony NSZZ Solidarnosc (Poland); KOWO (Czech Republic)
Munich (Bavaria) GMBE (Austria); KOWO (Czech Republic); KOWO (Slovakia); SKEI (Slovenia); VASA (Hungary)

Under construction
Hanover (Lower-Saxony, Saxony-Anhalt) AEEU (United Kingdom)
Frankfurt (Hesse, Rhineland-Palatinate, Saar) CGT, CFDT, CGT-FO (France)

Source: ``GrenzuÈ berschreitende Tarifpartnerschaften in Europa,'' J Gollbach and T Schulten, in: WSI-Mitteilungen Vol. 52, No. 7 (July 1999).



agers occur in many of the more
internationally integrated MNCs. Laying
down guidelines for local management
on personnel and industrial relations
policy matters and sharing policy initia-
tives between sites are among the more
important functions of such meetings.
There is little evidence available, how-
ever, on the role of such transnational
management meetings in coordinating
the positions taken by management in
national and local enterprise negotia-
tions on pay, where this is relevant, and
working conditions. Where pay is nego-
tiated at enterprise level, the indication is
that formal cross-border coordination of
the process may be important. Two-
thirds of the UK-based MNCs participat-
ing in a survey reported that head-
quarters was involved in establishing the
parameters of local pay settlements and/
or in approving (or vetoing) proposed
pay settlements in their overseas sub-
sidiaries (European and non-European)
(Managing beyond borders, P Margin-
son, P Armstrong, P Edwards and J
Purcell, International Journal of Human

Resource Management, Vol. 6, No. 3
(1995)).

EWCs and trade union coordination

Contact, liaison and cooperation be-
tween unions organising in the opera-
tions of given MNCs within different
European countries is developing around
EWCs. As such, EWCs are becoming an
important, although not exclusive focus,
for European-level trade union contact
and cooperation within the enterprise.
Direct contacts between unions are also
an important source of comparative
information to support local and na-
tional-level bargaining within MNCs.

The remit of the great majority of EWCs
is formally confined to information and
consultation, and the scope of only a
handful extends to any negotiating role.
In addition, under the agreements which
established them, nearly half of EWCs
are precluded from considering issues
subject to consultation or negotiation at
national or local levels within the en-
terprise, and one in five agreements

expressly state that pay and remunera-
tion are outside the EWC's competence.
This has not prevented a small, but
growing, number of EWCs from con-
cluding framework agreements or joint
opinions on aspects of employment
practice such as training, equal oppor-
tunities and health and safety, which are
not traditionally regarded as being at the
core of collective bargaining. Instances
include Accor, Danone, ENI, GeÂ neÂ rale
des Eaux, NestleÂ and Sara Lee (personal
products division). Such texts are some-
times intended to instigate negotiations
at local and national levels.

The potential role of EWCs in union
initiatives to coordinate bargaining
agendas and demands across countries
on matters relating to working condi-
tions, if not pay, is widely acknowl-
edged. At present, EWCs appear to
provide the basis for an exchange of
information on working conditions,
working hours and employment practice
between employee representatives from
different European countries - informa-
tion which is relevant to local and
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Table 5. Examples of management use of cross-border comparisons in multinationals

Company/sector Use of comparisons

Automotive Press reports and research studies suggest that ``coercive comparisons'' are regularly used by large automotive manufacturing
MNCs operating in two or more EEA countries - including BMW/Rover, Ford, General Motors, Peugeot, Renault and Volkswagen -
in local negotiations aimed at securing productivity-enhancing concessions in working and employment practices in return for
commitment to future investment in local operations.

Electrolux Local negotiations in Italy over restructuring within the Swedish-based Electrolux group, resulted in an agreement at its Zanussi
subsidiary in which a commitment to employment security was made in exchange for productivity-enhancing changes in work
organisation and working practices over a two-year period.

Finnish forest products The forest product MNCs headquartered in Finland refer frequently to the performance of their business units in other European
countries - in terms of headcount, productivity and working time - in plant-level negotiations around production reorganisation.

Food industry A study of the Greek, Spanish and UK operations of the European food business of a leading MNC found that a key dimension of
competition between plants in different countries for allocations of production for particular lines was in terms of measures
introduced via local negotiations to increase flexibility of employment and working practices (Transnational management influence
over changing employment practice; a case from the food industry, X Coller and P Marginson, Industrial Relations Journal, Vol. 29,
No. 1 (1998)). The MNC employed an internal team of consultants which identified ``best'' production, working and employment
practices, which were compiled into a manual available to all business units. Such ``best practices'' were implemented as local
solutions in the face of unfavourable performance comparisons.

General Motors Following an international ``benchmarking'' study involving all GM's European production sites, and in the context of the
company's announcement of major global workforce cuts over the coming five years, the works council at its Opel subsidiary in
Germany concluded an agreement with management in 1998, whereby a promise of future investment was secured in exchange
for radical changes in working practices and reductions in additional company payments. In the light of this agreement, parallel
agreements were subsequently concluded at subsidiaries in Belgium and the UK involving productivity-enhancing measures being
exchanged against commitments to production and investment.

Novo Nordisk At this Danish-based pharmaceuticals MNC, a team of internal consultants travels around subsidiaries identifying ``best practices'' in
production, work organisation etc, which are recorded in a database available to all local managements. In some instances,
implementation of such ``best practices'' is through local agreements between management and workforce representatives.

Swatch, Toyota,
Hoover

In recent years, decisions by Swatch to locate in Lorraine and Toyota in the north of France, and by Hoover to relocate part of its
production from France to Scotland, have been supported by extensively publicised international comparative data on productivity
levels, wage levels and flexibility.

UK engineering,
printing and retail

Findings from a panel survey over five years of (national and multinational) companies in the UK engineering, printing and retail
sectors, indicate that international ``benchmarking'' of employee performance is reasonably common in engineering, but unusual in
printing and rare in retail (Pay and working time: Exploring the significance of the international dimension, J Arrowsmith and K
Sisson, unpublished paper, IRRU, University of Warwick (1999)). Even in engineering, such benchmarking tends to be confined to
MNCs with internationally-integrated production systems. International pay and working time comparisons in engineering, the most
internationalised of the three sectors, are relatively marginal influences on pay settlements. Of considerably greater significance is
the use of international comparisons of overall labour costs, in the context of negotiations over both pay and working time. The
authors suggest that changes in numbers employed and in work organisation, secured through parallel negotiations over working
and employment practices, are the means by which management brings overall labour costs into line with those of international
competitors.

Volkswagen In current negotiations at VW's Brussels-Forest plant, management is using international comparisons of productivity, wage costs
and working time organisation with the main German operation, but also the company's Bratislava plant.
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national-level negotiations within the
enterprise. In some instances, this ex-
tends to information exchange on pay
developments. As yet, however, move-
ment towards cross-border coordination
of the bargaining agenda remains an
aspiration on the trade union and
employee side, rather than a reality.
Thus, at the Belgian-based GeÂ neÂ rale de
Banque, for instance, union representa-
tives meet regularly to exchange infor-
mation and make comparisons with the
longer-term aim of drawing up a com-
mon platform of demands.

Importantly, trade unions do not as yet
appear to have succeeded in utilising
EWCs to generate a common position,
and thereby constrain competition be-
tween local plants, in the face of

coordinated management initiatives to
secure concessions in working practices
and conditions in certain MNCs. For
example, at General Motors Europe, the
union and employee representatives on
the EWC proved unable to forge a
coordinated response in a context where
agreement to changed working practices
at GM's Opel subsidiary in Germany was
followed by similar management de-
mands in negotiations in Belgium and
the UK. Indeed, a recent study of the
role of EWCs in the restructuring of work
organisation, working practices and
payment systems in the European car
industry suggests that employee repre-
sentatives tend to use EWCs to further
local interests within the regime of
internal competition which characterises
the major MNCs concerned. By contrast,

management, by orienting EWCs to-
wards discussion of strategic business
issues and the business logic of the
restructuring that flows from these, has
been able to utilise the EWCs concerned
to facilitate the restructuring process
(European Works Councils and industrial
restructuring in the European motor
industry, B HanckeÂ , unpublished paper,
Wissenschaftszentrum Berlin (1999)).

Finally, in some countries where the grip
of sector-level bargaining has been
under threat recently, such as Germany,
unions have expressed concerns that the
development of forms of bargaining
coordination through EWCs could con-
tribute to the erosion of established
sector-level arrangements.

Commentary
The development of any pan-European
bargaining structures to determine pay
and major conditions at intersectoral,
sectoral and/or MNC levels remains a
distant prospect. More probable is grow-
ing deployment of cross-country compar-
isons of pay, working conditions and
employment practice in established bar-
gaining arrangements at sector and en-
terprise levels within each country, and the
development of forms of bargaining
coordination across European borders.
Such developments are already underway,
but so far the emphasis has been on
implicit forms of coordination - the use by
employers and unions of international
comparisons, or developments in other
countries, as benchmarks in sector and
enterprise-level bargaining. Whereas im-
plicit forms of coordination appear to be
reasonably widespread, there are as yet
relatively few instances of explicit coordi-
nation. Explicit coordination includes for-
mal coordination of the bargaining agenda
across borders and/or collective agree-
ments whose terms are expressly contin-
gent on developments in other countries.
Reflecting this distinction, bargaining co-
operation in the shape of exchange of
information between, respectively, em-
ployers' associations and trade unions is
rather more widespread than bargaining
coordination as such.

Differing perspectives on coordina-
tion

A clear asymmetry exists between the
focal points for coordination amongst,
respectively, employers and trade unions.
Amongst employers, coordination is most
strongly developed at the enterprise level,
where internationally-integrated MNCs
routinely deploy the results of international
performance comparisons across sites,
together with the benchmarking and
diffusion of best practices, to secure
implementation of productivity-enhancing
changes in working conditions and prac-
tices in largely local, but also national,
company negotiations. Employers' asso-
ciations are mostly hostile to, or reluctant
to engage in, coordination of bargaining

agendas and outcomes at sector level. In
contrast, on the trade union side, initia-
tives aimed at bargaining coordination are
most developed at sector level. In a
number of sectors, including metalwork-
ing, European industry federation and
national unions are engaged in practical
steps to coordinate claims made in na-
tional negotiations, and if possible the
outcomes also. At enterprise level, whilst
the potential of EWCs as a platform from
which coordinated enterprise bargaining
across countries could be realised is readily
acknowledged, present activity by unions
and/or works councils appears to be
largely confined to bargaining coopera-
tion, involving the exchange of informa-
tion on matters subject to local bargaining.

Employer preference for enterprise-level
coordination might be seen as part of
wider employer pressure towards more
decentralised bargaining arrangements.
Increasingly, management has sought to
develop organisation-based employment
systems, in which remuneration, working
hours and working and employment
practices are determined according to the
organisation's business and production
requirements. One result is increased
differentiation of such industrial relations
arrangements within sectors. However,
where local sites form part of a nationally
or internationally integrated production
system or networked business, the orga-
nisations concerned may seek to imple-
ment similar industrial relations solutions.
Since, therefore, the logic of coordination
is increasingly enterprise- rather than
sector-based, at European level MNCs are
employers' focal point for coordination.
Employer preference for avoiding any
sector-level coordination of bargaining
agendas and outcomes might stem from a
desire among MNCs to be able to continue
to secure the advantage that mobility of
capital across the EEA provides in terms of
``regime shopping''. This has two potential
dimensions: the ability to exercise down-
ward pressure on terms and conditions in
some countries by threats to relocate
production to countries where the bench-
mark is lower; and the ability to locate
different kinds of production in different
kinds of regime, according to varying
combinations of skill requirement, and
wage and productivity levels.

Trade union interest in developing bar-
gaining coordination at sector level stems
from concerns to prevent scope for
``regime shopping'' of the first kind by
employers, in which employees could face
a downward spiral in terms and condi-
tions. Initiatives to develop bargaining
coordination at MNC level, through EWCs,
are driven by the same interest. In putting
into operation specific initiatives aimed at
bargaining coordination, unions find
themselves confronted by several practical
difficulties, including what the objectives
of coordination should be and the means
of enforcement. The first question poten-
tially raises difficult distributional issues,
for the scope for regime shopping by
employers will be eliminated only when
wage, productivity and training indicators
across countries are brought into line with
each other. The second question involves
the issue of how far the objectives of a
coordinated bargaining arrangement
should be binding on individual national
unions, and therefore the relative authority
of European trade union bodies over
national affiliates. A further challenge to
unions is how to achieve bargaining
coordination which embraces bargaining
systems in which sector-level bargaining
remains predominant and those where
enterprise-bargaining increasingly prevails.
An enterprise-level approach, focusing on
MNCs, has the disadvantage of providing
for only partial coordination within any
sector, as the large number of medium
and small-sized enterprises will be ex-
cluded.

Sectoral differences

The extent to which bargaining is being
``Europeanised'' through implicit and ex-
plicit processes of bargaining coordination
varies markedly between sectors. A sharp
contrast is evident between the two
sectors, metalworking and banking/fi-
nance, which are a particular focus of this
study. The differences extend to both the
employer and trade union sides. In metal-
working, while many employers' associa-
tions oppose the development of
bargaining coordination at sector level,
EMF's bargaining coordination rule has
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Views of the social partners

Below, we examine the perspectives of
the central social partner organisations
at national level, and also those of
employers' organisations and unions in
engineering and financial services, on
the possible impact of growing European
integration, including the launch of the
euro, in opening up national bargaining
systems to cross-border influences.

National-level perspectives

Amongst employers' confederations,
perceptions of the impact of ever-deeper
European integration on bargaining vary
noticeably. At one end of the spectrum
are Belgium and Italy, where a central
agreement or social pact governing

wage developments already refers to
economic indicators in neighbouring
countries (Belgium), or the European
average (Italy). The employers' confed-
eration in Spain acknowledges the
growing importance of European para-
meters in national negotiations. At the
other end of the spectrum are countries,
including all four Nordic countries,
where employers' confederations insist
that, at least in the short term, national
and local bargaining structures are not
likely to be affected by cross-border
influences.

Such different assessments notwith-
standing, employers' confederations are
almost unanimous that there is no need
for coordination of bargaining across
European borders at the intersectoral,

sector or enterprise levels. Indeed the
appropriate response to intensified ``re-
gime competition'' within Europe is seen
by several confederations to be further
decentralisation of national systems.
Collective bargaining must be able to
reflect the different economic circum-
stances at national level, and increasingly
at local level too. Amongst the employ-
ers' confederations arguing for more
decentralisation, those in Germany and

Sweden are particularly prominent. Even
in Belgium, the evident Europeanisation
of wage policy embodied in the current
central agreement is seen as being
imposed by economic developments,
rather than desired.

Trade union confederations too differ in
their assessment of the extent to which
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been the subject of European-level dis-
cussion among those associations. More-
over, employers' associations in those
countries where the practice of bargaining
coordination by metalworking unions is
most developed recognise that some
future response may be required. On the
trade union side, as well as broad support
for the principles underpinning EMF's
coordination rule, many unions are taking
active steps to promote information ex-
change and, in Austria, Belgium, Germany
and the Netherlands in particular, to
develop explicit forms of coordination. In
banking/finance, employers' associations
are mostly hostile to the idea of bargaining
coordination, and as yet find themselves
under little pressure from any trade union
initiative. Whilst Euro-FIET's bargaining
coordination initiative is widely supported,
the practice of coordination by national
unions remains at the level of information
exchange. There is, however, some indi-
cation that information exchange at the
MNC level is more prominent in banking/
finance than in metalworking. Develop-
ments in some other sectors, such as
construction, would appear to lie some-
where between the two cases examined
here.

Differences are evident between enter-
prises too, with Europeanisation primarily
occurring amongst MNCs. There are dif-
ferences between MNCs, with manage-
ment coordination of local bargaining on
working conditions and practices being
both more intensive and more widespread
amongst internationally-integrated com-
panies in certain sectors - including auto-
motive, electrical consumer goods, food
manufacturing and forest products. Infor-
mation exchange, and other forms of
bargaining cooperation, by unions and/or
works councils within particular MNCs also
seems more evident in such sectors.

A multi-speed Europe

Looking across countries, the impression is
of a ``multi-speed Europe'', in which
implicit and explicit forms of bargaining
coordination are developing at differing
degrees of intensity involving different
groups of countries. This is especially so at
sectoral (and intersectoral) level, whereas

Europeanisation is progressing at a broadly
similar speed comparing one country with
another within any given MNC. Whilst in
policy terms the EMF and Euro-FIET
initiatives are supported by affiliates across
Europe, the emergence of practice is
uneven. At enterprise level, however,
management coordination of local nego-
tiations within MNCs frequently encom-
passes all of a company's operations
within the EEA (and beyond).

Bargaining coordination among both em-
ployers' organisations and unions is cur-
rently most developed in the former
``Deutsche Mark zone'' of Austria, Bel-
gium, Germany and the Netherlands.
Indeed, Belgium's current central agree-
ment is the main instance of explicit
bargaining coordination. Elsewhere, bar-
gaining cooperation in the form of in-
formation exchange and mutual discussion
of bargaining developments at sector level
is well developed amongst the Nordic
countries, and particularly amongst the
unions. There are signs too of bargaining
coordination developing around the Baltic,
embracing Germany as well as the three
Nordic countries concerned. Bargaining
coordination would appear to be less well
developed amongst the EEA's southern
countries, save for the bargaining coop-
eration between Spain and Portugal in
banking and finance. The lack of promi-
nence of Ireland and the UK in sector-level
coordination developments can be largely
attributed to the demise of sectoral
agreements in these two countries.

Insofar as the industrial relations actors in
one particular country appear to be pivotal
to the implicit and explicit processes of
bargaining coordination which are emer-
ging at sectoral (and intersectoral) level, it
is those in Germany - and particularly trade
unions. This reflects the importance of the
German economy, and especially its man-
ufacturing sector, within the increasingly
integrated European economy. However,
it also reflects its weight within the 11-
country ``euro zone'', in which pressure
for labour market adjustments - and
therefore the potential for damaging
competition on wages and conditions
between countries - within a common
monetary policy has grown more acute.

Prospects

Despite the above, it cannot be said that
intensified European economic integration
will automatically lead to a Europeanisa-
tion of collective bargaining. Since eco-
nomic integration creates new pressures to
improve competitiveness, there are also
tendencies indicating the somewhat para-
doxical development of a ``renationalisa-
tion'' of bargaining. The most obvious
expression of such a tendency is the
emergence of national social pacts which
include a commitment for bargaining to
follow a policy of wage restraint on the
grounds of improving competitiveness. For
the unions at least this might create a
somewhat contradictory situation: on the
one hand, they aim for a solidaristic
bargaining policy in Europe through better
coordination, which is able to limit ``re-
gime competition''; but on the other hand
they are incorporated in national compe-
titive alliances which tend to reinforce
such European regime competition.

Finally, the emergence of a stronger
``European dimension'' to bargaining will
also depend on further European political
integration in macroeconomic, social and
employment policies. In particular, the
``European employment pact'', adopted at
the European Council summit in Cologne
in June 1999, might gain a certain
influence on bargaining at national and
sectoral level. The new European ``macro-
economic dialogue'' between representa-
tives from social partners' organisations,
Member States, and European institutions
including the European Central Bank,
established by the pact, aims to create,`` to
the greatest possible extent, a mutually
supportive interaction within EMU be-
tween wage developments, fiscal policy
and monetary policy''. Although it is
stated that this new ``macroeconomic
dialogue'' will not be ``questioning the
autonomy of the social partners in collec-
tive bargaining'', it can be assumed that
more intensified debates on, for example,
wage policy at European level, will have
their influence on national bargaining.
(Paul Marginson, IRRU, and Thorsten
Schulten, WSI)
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deepening European integration will, or
will not, open up bargaining systems to
cross-border influences. Confederations
in Belgium, Germany, Spain, France,
Italy, the Netherlands and Portugal argue
that European reference points are
already, or will become, increasingly
influential in national bargaining at
intersectoral, sectoral and/or enterprise
levels. Union confederations in Ireland
and the UK acknowledge the potential
of such cross-border influences, but see
them as having a less immediate impact.
Confederations in Denmark, Finland,
Norway and Sweden, and also in Greece,
see no immediate prospect of cross-
border influences having any great
impact on domestic bargaining.

Reflecting these differing assessments,
union confederations differ also in the
importance they attach to developing
forms of cross-border bargaining coor-
dination. The need for coordination is
particularly stressed by confederations in

Austria, Belgium, France, Germany, Italy,
the Netherlands and Spain, underpinned
by concerns to avoid competition in
working conditions, labour standards
and labour market regulation. Coordi-
nation should extend to wages policy as
well, where the need for wage devel-
opments to reflect movements in pro-
ductivity is underlined. Conversely,
confederations in Denmark, Finland,
Norway and Sweden see only a limited
current need for bargaining coordina-
tion. The difficulty presented by the
contrasting nature of the bargaining
systems across countries in realising
effective forms of bargaining coordina-
tion is acknowledged by several confed-
erations, and reflected in the relative
stress placed on the importance of
coordination at the respective levels.
Thus, confederations in Ireland, Portugal,
Spain and the UK emphasise the poten-
tial benefits of coordination at the level
of MNCs, whereas those in Belgium,

France, Germany, Italy, the Netherlands
and Spain (again) underline those of
coordination at sector level. Confedera-
tions in Austria, Belgium and Italy
underline the role of coordination at the
intersectoral level and in the case of the
latter two, of an effective articulation
between levels. Amongst those confed-
erations which view the development of
coordination as being less pressing,
principally the Nordic countries, the
difficulty of sustaining national solidarity
across sectors in the face of European-
level coordination of sector-level bar-
gaining is highlighted.

Perspectives in metalworking

EMF's proposed bargaining coordination
rule has led to European-level discussions
amongst metalworking employers' asso-
ciations convened by WEM. The general
view is that although there is concern
about EMF's prospective coordination of
wage policy, the effect on national

bargaining is likely to be indirect and as
yet it is too early to evaluate its potential
impact. Differences of position on the
prospect of cross-country bargaining
coordination are, however, evident
amongst metalworking employers' asso-
ciations. Three groups can be identified:

1) employers' associations in countries
without sectoral bargaining arrange-
ments, or where bargaining is confined
to a limited agenda, such as negotiating
minimum wage levels. Here the impact
of EMF's bargaining coordination rule is
likely to be diffuse, and evident only
insofar as it is adopted on a widespread
basis in company-level negotiations. This
group includes Ireland, the UK, France
and Portugal;
2) employers' associations which engage
in sectoral negotiations, but which are
strongly opposed to any coordination of
bargaining and/or see it as a distant
possibility. This group includes the four
Nordic countries and Greece and Spain;
3) employers' associations which are
involved in sectoral bargaining, and
which acknowledge that in the face of
EMF's coordination rule, some future
response may be necessary. This group
includes Austria, Germany and the

Netherlands.

On the trade union side, differences in
perspective on the definition and im-
plementation of EMF's coordination rule
are evident. To some extent, these
overlap with those among employers'
associations. In particular, differences are
evident over the objectives, means and
enforcement of bargaining coordination.
The difficulty of meshing sectorally- and
regionally-based bargaining structures
with enterprise-based ones is also seen
as a major challenge by unions. Four
groups can be identified:

1) unions in several countries, including
those without sectoral bargaining ar-
rangements or where the impact of
sectoral negotiations is confined to a
single issue, such as minimum wages,
support the EMF rule in principle, but
report that few steps have yet been
taken to establish it in practice. This
group includes Italy, Spain, Greece, Ire-

land and the UK. In France too, one of
EMF's two affiliates supports the broad
principle of the coordination rule (but
the other abstained from voting for it);

2) in some other countries, unions
support the concept of the EMF rule,
but argue for a wider interpretation of
common bargaining goals and enforce-
ment, which is less binding on affiliates.
This group includes unions in Denmark,

Finland and Sweden, which already
practice forms of bargaining coordina-
tion within the Nordic area;

3) in a further group of countries,
including Austria, Belgium, Germany
and the Netherlands, unions support the
EMF rule, and are engaged in practical
steps to implement it (see above); and

4) the Norwegian metalworkers' union
has yet to decide its position and the
main metalworkers' union in Portugal is
not affiliated to EMF (as is the case with
the third main federation in France).

Perspectives in financial services

Euro-FIET's call at its March 1998 con-
ference for a coordinated bargaining
strategy by affiliates does not appear to
have elicited a strong response from
financial services employers' associa-
tions. It is too early to assess the impact
of Euro-FIET's June 1999 adoption of a
follow-up action plan. Employers' asso-
ciations in most EEA countries view the
banking sector's organisation as re-
maining nationally distinctive, hence it is
argued that sectoral bargaining is un-
likely to be influenced by cross-country
considerations in the foreseeable future.
The employers' associations in Denmark
and Sweden, however, refer to the
usefulness of informal meetings and
exchanges of information between
banking employers' organisations in
different European countries. Employers'
associations in the Nordic countries also
meet annually to discuss bargaining
developments. Elsewhere, in France and
the UK, employers' associations have
abrogated collective agreements in the
banking sector. Here any impact of Euro-
FIET coordination initiatives would be felt
in bargaining within the large, and
increasingly internationalised, banks
based in these countries.

Amongst trade unions, there is wide-
spread support for the general objective
of Euro-FIET's initiative, but less evidence
of practical steps being taken in this
direction. As in metalworking, unions in
several countries underline the practical
difficulties involved in securing agree-
ment around specific means and objec-
tives of coordination. However, in the
context of long-standing arrangements
for cooperation at policy level between
banking unions in the Nordic countries,
unions in Finland and Sweden are
working towards a more practical co-
ordination of bargaining in the countries
around the Baltic Sea. Particularly
amongst those countries where there is
no longer an agreement at sector level,
the potential offered by EWCs in estab-
lishing contacts across Europe, and
therefore information exchange relevant
to local and national enterprise-level
bargaining, is underlined by unions.
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