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INTERNAL AND EXTERNAL ADAPTATION OF FIRMS

IN RELATION TO EMPLOYMENT
(Current trends and conclusions)

I. Introduction

In its Resolution of 22 Pecember 1986 on an action programme
for employment growth, the Councit attaches particular importance to
greater efficiency of the Labour markets both inside and outside firms.:
Such adaptability needs to be achieved on several Levels so as to help .=
reduce the high Level of unemployment and mobilize human resources and.
will require the establishment of rapid and efficient placement services,-
broader mutual recognition of vocational qualifications and skills and
the elimination of obstacles to the development of new forms of work
whilst bearing in mind the need for social and employment safeguards.

In the same context, during its November 1986 part-session, -
the European Parliament also adopted a number of Resolutions on the
restructuring of the employment markets. ‘ :

Furthermore, aLso in the same perspect1ve, the Council adopted J
a Commission action programme for the SME 1n 1ts Resolution of
3 November 1986. . _

The accomplishment of the objectives of the strategy of
cooperation on growth and employment proposed by the Commission is
crucially dependent on a fruitful dialogue between the social partners-
in which the Commission has been engaged since 1985 u1th UNICE, CEEP
and the ETUC.

It is against this background that the Commission is
submitting this file on the internal and external adaptation of firms
in retation to employment. Current trends in this field are stud1ed
from the following five viewpoints:

- organization and content of work in relation to tra1n1ng g
and information; . :

- adaptation of working time;

-~ multiplicity of emplo?ment contra:feé

- wage adaptation;

- dismissal and recrujtment systems.



" II. Organization and content of work in relation to training and information:

content of work

. Organization and .

In order to cope with technological changes, variations in demand and the trend towards
_increased "tertiarisation® of production, adaptability is achieved in firms mainly by

means of changes 1n the organization and content of work

" In order to facilitate such adaptability, training of the labour force in line with the

Training'”
: restructuring of technical tasks is based on the need for firms to have a more functional
and versatile uorkforce :
_Edubafion ' In all the Member States there is a tendency, for eddcation systems and poLic{es to take

jncreasing account of vocational training requirements, particularly in retatian to the

" new technologies. Since 1982, major changes have been 1ntroduced in this reSpect e1ther

by taw or through Liaison with the social partners

Information and
concultation

Information and consultation of workers is a decisive factor for the success of adaptability.
National legislation and many collective agreements contain provisions in this respect.
Legislation provides for the establishment of works councils or other bodies in most Member
States with, in certain cases, specific references to information and consultation on the

new technologies

Information and
consultation in
collective
agreements

In those Member States in which legislation on this subject exists, there have been very
few changes to the legislation in the recent past but in most Member States interprofessional,
sectoral or company agreements have made provision for the introduction of new technologies. .
However, the practices of information and consultation have by no means hecome a qeneral
Teature of firms throughout the Community.




II &~ PROCEDURES FOR INFORMING AND

CONSULTING HORKERS IN RELATION 7O TECHNOLOGICAL CHANGES

~
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{ILTISECTORAL SECYORAL COMPANY
COUNTRY LAW A AGREEMENTS AGREEMENTS AGREEMENTS
BELGIUM Works Council informed Works  Cauncil {nformed Printing Agreenents (¢ {zplement
AR 27.11.1973 c.c. No 9, 23,1972 Textites raticnal agrecments
. Barking and insurance
Information, consultation, distribuxion
and dstiberation with re= - Shiping
presentative bodies
c.c. No 39, 1%,12,71968
DENMARK Information ard tanks and Savings Banks Agreennts 10 {mplement
corsultation of technological Corsumar Cooperatives national agreements
committes Broweries
1981 Agreement for private
sector
1981 Agreement for public
sector o
adninistrative bodies
GERMANY - Intormation and Mataluorking More than a hudred
consultation of Footwaar allective agreenents
Works Council Leather
Paper
Law of 15,1.1972 Printing
FRANCE Intormetion ard Barking and insurance Undiertakings in the following
consultation of Works - sectors: chavials, ofl, comer
Camittee banking and irsurence
Auroux Laws of 1982 i
SPAIN Information and consultation
of staff representatives or
Works Comrittes ~ Workers®
Statute - Law 8/1980 of -
10,3.190
GREECE Infermation for trade unjon Agreement of July 1980
representatives far the press and printing
Law Mo 1264 of 11,1582 indstry
Intormation and corsuttation
of health and safety comittee
Law 156841965
IRELAND Press, printing, Joint Cammittees
graphic arts, barking
ITALY Pblic sector Erployees® rights to Nrerous agreerents
IRI~Agreement information
18 Decenber 1984
EFIM-Agreement,
July 19686,
LUXEMBOURG Informtion-and cohsultatdon Iron ard steel {rdstry
of works Committee :
Laws of 6,5.1974
NETHERLANDS Information ard consuttation Hatal vorking
of Works Coscil ?‘ﬂd}m
Laws of 1971, 1979 and 1982 rintirg
UNITED KINGDOM PusLic services Severol hurdred agreoments

PORTUGAL

Information and consultation

“of workers' cotmittees

Law 46179 of 1979
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IIh) ~RECENT VOCATIONAL TRAINING MEASURES HAVING AN IMPACT ON THE LABOUR MARKET

5} oK ] Esp f GR IRL 144 L NL 3 ux
Gereral 1 everal : Gereral : I General : : Gererat 1 [Gereral : “fGererat :
= HT;ner oo F Compulsory . ~Leave for Law : increased - |60 courses & ~School refora  |-Stort vocationat “Youth Trainirg
dination - .- | education b " retraining r of. 3300 trainees +; —secondary level ] courses’ in - Scheeme @ 2 years *-
concil wtit 18 oy (jobs threatwed)amremueshvps A0 courses fof -Vocational secandary Adults': dnproe
~ Short corbined |- "Dual® system | -~ State-tompary g U\Eﬂployedf guicxve and | eduation mnt of inforra- <
work/training | Possibility - 1 © agreements ] lrd;cumfd Heasures for tim systen :
schere . - | part-time educ 1 e, - cources for yorg . (computer nehrrk’
- | - Combined works | “tion at 15716} . investaent and | 15717 year alds | urenployed ~ITEL retuork(EE7)
Law-Camputsory | training schemd -Additional . | " \raining, aid ! eglation-  [-Open consulta- Permananit trai-
education raised] for unskilled | continuas vo- © for training i agwenticeship | tions between ning prograTe
to 18 . yong pecple | cational trai- in E0F techno- H inorder to | teachers and for ad:tts
sgprenticeship | — Further voca- | ning caurses |- togy) ] cbtain certifi- | wrld of work -(‘mso!.yd.nxm i
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: . local level) :
System of paid Order : FLANFIP ;Fwe-yw plan’ Low @ technical Sociat Decree, 4aws
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I1I. Adaptation of uorking:fime;

~ General trends

In recent years and in. almost‘all the couﬁtries of the Community, théﬁnegotiated and-

Legislative methods of: redUC1ng and reorganizing working ‘time: have resulted both in .

. a shortening of uorkzng time during a certain reference period and in a greater

flexibility of working time, 1nclud1ng the notion of overt1me, so as to take account
of product1on requvrements , ‘

Various working
time arrangements

‘Although not yet a general trénd,;there afe'a few significanf cases where new Systems
and forms of work have been introduced: shift work, sometimes. more nightwork, weekend

work, part-time work in.various forms, extension of flexitime working, various farms

~ of leave, reorganization of annual durat1on of uork whilst respecting a number of daily - |

or weekly ce1l1ngs, etc. -

More intensive use
of installations

Firms are 1ncreas1n[y press1ng for a longer-and more: 1ntens1ve use of equipment in line

| with fluctuations in demand, part1cutarty with a view to reducing the cost of using

capital in industry and varying the opening hours of_certa1n departments

Dissociation
between production
time and individual
working times '

Reduced working time, forms of shift-udrking, etc. combined with more intensive use of
installations often leads to a gradual dissociation between the production time. and/or.
opening hours of the firm and the uork1ng time of the 1nd1v1dual worker. In some cases,

. the spread of the new technologies has’ heightened this trend. This reorganization of

production time and individual working time which is covered in an agreement between

_ the social partners often results in a greater availability of labour for firms from -

the point of view of time but ~ within certain limits - also’ enables to organize
their time more effectively both at the- workplace and 1n the1r pr1vate lives.




| IIT) ‘WORKING TIME

Overtime

collectively agreed ueekly uorkmg
time (prevailing average in hours)"

65 hours a year

38 hours (possibility of annualisation)

governed by collective

37 1/2 to 39 hours (weekly variations)

2 hours a day for up to 30 days a
year on the basis of a 48-hour week

38 to 40 hours (trend to reduce overtime and
to give more campensation in time-off)

3 hours a day, 18 hours a week,
150 hours a year

37 1/2 to 40 hours (aual flexibility but
reduction of overtime)

80 hours a year

40 hours (trend to reduce overtime)

9 hours a week, 130 hours a year

35 to 392 hours (possibility of
annualisation)

2 hodrs a day, 12 hours a week
240 hours a year (adult men)

35 to 40 hours

urs a day, 12 hours a week
Qurs a year

36 to 40 hours (trend towards arnualisation)

prohibitgd in principle

38 to 40 hours

10 hours a week, maximm working
time authorized per day : 11 hours

36 to 38 hours (weekly variations)

Country - wWorking week 4'
' N Law of 1971 - 40 hou.rs
Belgium 8 )uura a:day ° ' S
} Lalmsﬁi__pnsaihﬂjty_oima]imﬁm
- Denmark Parliamentary Act of 1985 '
39 hours agreement
' FR Germany taw of 1983 - 48 hours
 8-hour day, 6-day week
‘Greece . Law of 1975 providing for a S-day week
. Laws of 1983/84 - 40 hours in pnvate
~sectar -
Spain Law of 1983 - 40 hours
France Law of 1982 - 39 hours
: Law of 1986 - possibility of
ammualisation if branch agreement exists
Ireland " Regulations of 1946 -
* 48 hours
Italy Law of 1923 - 48 hours
Luxembourg ‘Law of 1970 - 40 hours’
Netherlands Law of 1919 - 48 hours’
8h30 per day
Portugal Law of 1971 - 48 hours

2 hours a day, 160 hours a year

30 to 45 hours

United Kingdom

no.legislation other than specific. prov151ons for women and young

people

37 to 39 hours (overtime remains impor-
tant, some agreements in order to limit

it)

1




IV. Multiplicity of employment contracts

_ General tremds

In most countries a multiplication of employment contracts is to be seen as a result of
the increased recourse, particularly among new recruits, to part-t1me work, temporary
work and fixed-term contracts, many different training schemes and public utility work:
promoted by the public authorities. In a number of countries the governments have .
recently 1ntroduced more flex1ble Leg1slat1on, part1cularly u1th regard to temporary
work . :

Conditions of
employment

Even if such employment contracts are often sought by workers because they enable them .-
to dispose more freely with their time, the duties which they involve. frequently L1e o
at the bottom of the occupational ladder. Although the existence of such forms of .
employment mainly contribute to greater flexibility in firms, particularly in the'
shart term, they are often accompanied by unsat1sfactory conditions of employment

(level of pay, training opportun1t1es, part1c1pat1on in works councils, protect1on '

against dismissal, etc ) and they are as yet covered by collect1ve agreements only xn

" a few cases

-Social security

Given the’ el1g1b1l1ty ‘thresholds for the statutory soc1aL secur1ty schemes, those
forms of employment which entail a very low number of uork1ng hours and/or modest
tevels of pay are not always ‘subject to social- contributions. and, therefore, are -

. not covered by unemployment, sickness benefit ‘etc. Furthermore, ‘people - worklng 1n‘
. such Jobs often have no access to occupat1onal socwat secur1ty schemes.A K iy




IV a)PART-TINE WORKING .
‘The situation in the Mesber States .

" 1) Belgium

-~ Any employee uorkmg for at least 3 hours a day or 18 !\ours a ueelz is
classes as a3 voluntary part timse unrker. . o

~ public sectar recruitment on the basis of 4/5 vorting ti-e euntracts.

- Persons in receipt of full unesployment benefit who agree to work’ part-tme
may .recefve a proportion of unesployment benefit sub)ect to certain
conditions.

-~ An arrangement has been mtroduced whereby employees can interrupt their
carreer by changing from a full-time job to a part-tiee job for 6 or 12
months. If an unemployed person is recruited to replace him, the person
replaced receives a flat-rate amount (5.252 BF per month in the case of
hatf-time work).

- To be liable to social security :ontrlbunons at. least 2 Murs of dnly .
uorlung time.” . . . REERY

2) Denmark

- There are no statutory provisians limiting recourse to part-time working.
Mary collective agreements contain prowsmns retating to this fora of
eap!~yment. .

= Un.aployed people who accept a part-time job can cmtmue to receive part
of their uneesployment benefit. .

- Part-time workers working less than 15 hours do not contribute to the
unemployment insurance.

- Promotion af part-time work by partial éarly retiresent scheses.

3) Federal Repubhc of Germany

~ The Law on the promotion of eaployment vhuh entered into force on 1 May 1985

defines the positian of part-tiee workers including that of those who are
on call at hose and lays down a mmber of minimum protective rules.

- Part—time workers are also covered by a number of collective agreements,
particutarly in the retail sector so as to prevent those concerned from
falling below the thresholds as from which they quatify for social
security. Sometimes promotion of part-time work at the end of working tife.

-~ Part-time workers below 20 hours a week are not covered by unesployment
insurance.

- Part-time workers bhelow 15 hours and earning less than 410 bR per month
do not pay contributions to ftlness and retirement insurance.
&) Greece

~ Part-time working is permitted in the private sector but not in the
public sectar.

= Social security centributions based on ine minimum wage Tixed by law.

5) spatn

6)

- The Workers® Statute of 1984 lays down that the nuaber of hours may be fixed
per day, per week or per month, and defines part-time working as work for a
penod which is one~third less than the normal duration of work.

- Social security contributions are proportional ta the hours or days worked.

France

- The Law of 1982 defines part-time working as being less than 4/5th of the
noraal duration of work per week or per month.

= A new type of employment contract - the intermittent emplayment caontract -

N

8

”

has been introduced. This form of contract which is of a unfixed nature

lays down a3 minimum annual duration so ag to take account of alternational of
periods worked and not worked. Manthly remuneration pay be independent of
the real tisetable.

- If a fully unemployed person accepts part-time he may receive a part of
uneaployment benefit.

~ State subsidies exist for the recruitment of certain categories of unemployed
people for part-tice working along with the possibility far them to receive
a3 part of therr unemployment benefit.

- Promotion of part-tine work by parttal retirenent schemes.
~ Some collective agreements contain clauses relating to part-time work.
- Community work programmes on the basis af part-time work.

Iretand

- People working for Lless than 18 hours a week do not quahfy for cover against
social risks {(maternity, dismissal, etc.).

- tuzp sus social security contributions discourage part-time employment.

- Contributions tiable above weekly earmings of £ 6 or monthly earnings of £ 26.

Italy )

- The Law of 19 Oecember 1984 defines the nature and the conditions for
application of part-time working on the basis of recently develaoped practice.
Thus, collective agreemerts concluded at national, sectoral or campany level
a3y determine the percentage of all emptoyees who are employed on a part-time
basis and how working time is staggered. Cvertioe svailable to such workers
is very limited. Pay and other considerations have to be proportional.

- In a number of collective agreements part-time wark has been introduced.

Luxeshourg

- No specific provisions relating to part-time working in the private sector.
~ A bitl defining part-time work and granting the samé rights to full-time
and part-time workers has been submitted to parliament.



10) Netherlands ’

- Some laws are only applicable if the employee warks more than 13 hours a .
week (the Law on minimnum wages, the Law reLatmg to Works Ca-mttees in
small businesses (35 to 100 employees)).

-~ fublic sector recruitment largely at reduced hours '(32/36 hours).

+ o oo bt T B o e e s 8 s

~ A mumber of collective agreements also cover part-time working; in some
cases people working tess than 13 haurs a veek are not covered by the
agreements. .

" 11) Portugal

- The Decree-Law of 27 September 1971 lays down that resuneration for part-time
uork may naot be less than a proportionate fraction of the remuneration for
" full-time work. .

"~ where part-time working is pra:tu:ed collective instruments sust. contain
rutes on this subject.’ .

122 United Kingdoa

~ There is no legal definition of part-time working. There are a number of
statutory provisions relating to the protection of workers which are applied
only where the working week exceeds 16 hours (8 hours where the vorker
has been employed for at least 5 years).
The possibility of raising these thresholds to 20 and 12 hours respectively
is currently under discussion,

~ Promotion of part-time work at the end of working tife.
- Social security contributions payable above weekly earnings of £ 38.
- Financial promotion of splitting one full-time job intc two part-time jobs.

~ Community work programmes largely carried out in part-time work.

General remark

in the tase of ceilings for social security contributions a cistortional effﬂ:t
against the supply of part-time jobs may come into existence.
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' IV b) Fixed duration contracta of empleyment . -
U pefinition : Within the meaning of the amded Comission proposal ta the Conclt for a directive, 2 Hxed-duratien contract of
employrent 152 2n employment contract by which an erployer esteblishes » direct legal relutionship

) - with & worker for & Limited period arg where the expiry of the contract {sdewrarined by cbjective corditions such as
2 apecitic daze of expirys the completion of a partfaular task or the ocourence of a specified event,

. s INDIVIOUAL .
COUNTRY LAWS EMPLOYMENT CONTENT OF PROVISIONS

CONTRACTS

BELGIUM X = Under the Law of 3 July 1978, the duration of fixed-duration contracts is unlimited

.. i mee wra

"DENMARK ] ~ The Lau permits the conclusion of rmploymrnt contracts for & (ixed-duration or for a
specitie task

Law of 1.5,1985: wntil 1.1.1991, the meximun durstion of fixed-duration smployment
contracts has been raised to 18 months for the recruitment of unemployed people, or
24 months for undertakings recently established whose staff does not exceed 20 people

FR GERMANY

=
1

Y

Ministerial Order of 11.8,1988: the restrictive List of cases where fixed~duratfon
eaployment contracts may be concluded has been abolished; prior authorization from

the public authorities has been abolished; the maximum duration of contracts has

been raised from 6 or 12 moaths to 24 months; by sgreement between the sacial partners,
the Liat of areas of activity for which fixed-duration eaployaent contra:ts mey be
used can be extended.

FRANCE

>
)

Under the civil code there {5 total freedom to conclude fiz-duration eap’oyment
contracts and the duration of such contracts is unlimited, being fixed in the
individusl employment contracta themselves.

»
L}

IRELAND . x

Law of 1983: extension of possébility of concluding fixed-duration contract to atl
sectors. The conditions and durstion are fined by the provingcial esployment inspectorate,
after conqulting the trode unions,

ITALY

R ]
1

The Law of 24 June 1570 authorises fixed-duration contracts which expire
st the end of the period covered by the contract.

LUXEMBOURG X

*
]

The civil code permits fixed-duration employment comtracts, the duration of which
is unlimited

NETHERLANDS X

There is totat freedom to conclude fixed-durstion employment contracts ard the duration
of such contracts is unlimited, The duration is fixed in the individual employment
contracts themselves. The statutory provisions exclude those working under fined=durstion
contracts from employment legistation. for example in matters of unemployment benefig,

UNITED XINGDOM

>
]

SPAIN X - Royal Decree 2104/8% of 21.11,1984 and Art. 15.1, of the Uorkers' Statute: the saximum
duration is fixed at & months in » 12 menth period for reasons determined by production
requirements; for newly created enterprises or the lauching of new activities, the

-~ maximum duration is 3 years but may not be less than & months, The ssme spplies
to undertakings recruiting unemployed people for the performance of work >t any nature.

PORTUGAL X - A taw dating from 1976 authorises fixed-duration employment contracts for 2 maximum
duration of 3 years. If the duration of such contracts is less than 6 month
the employer nust provide justification.

GREECE No information available.




1VC) Temporary work - M -

befinition: Hithin the meaning of the amerced (mission proposal o the Cancil for o directive, terporory work g .

2 regiier activity for the performance of which o temmorory Cployment bsiness concludes 8 temporary amploysant contrack
with workers in search of jebs for the purpcse of placirg the 8d5d uorkers temporarily ot the dispossl of & wser wdertaking
responafble for the pegformnce of the work 1mvolved end to vhich the employment butiness delegates ail or port of §us,
suthority over the workers mode availzble to thst undertaking

COUNTRY

LAWS

INDIVIDUAL
EMPLOYMENT
CONTRACTS

CONTENT OF PROVISIONS

BELGIUM

Law of 22.1,1985: spulication to manrusl workers and extensfon of List of coses where
replacement contracts may be used the maaimua duration of uhich 13 2 years

DENMARK

The Law authorises temporary employment only in the services sector

FR GERMANY

Law of 1.5,1985: unt$i 31.12.1989, the maximum durstion of tenporary tontracts has
been raised from 3 to 6 months. Temporary contracts in the building industey
are prohibited by Law. M

FRANCE

Mintsterial Order of 11.8.1986: the restrictive List of cases where temporary,
enployment gontracts may be concluded has been abalished; peier authorization fraom

the public authsrities has been abolished; the maximum duration of centract haa

been rajsed from & or 12 months to 74 mopths: Yy sgreement betusen the socfal partners,
the List ot aress of activity for which temporary employment contracts may be used

can be extended

IRELAND

x = Under the ctivil code thare 13 total freedom to conclude temparary employment contracts
and the duratton of such contracts 13 wnlimited, being fixed {n the indtvidual temporary
anployment contracts themselves

ITALY

Temporary employment prohibited by taw

LUXEMBOURG

X = The Law of 30 June 1970 authiorises the replacexent of a manual worker Lawfully
prevented trom pertorming hia duties., Individual employment contracts specify tha
duration of smployment agreed bstxeen the parties.

NETHERLANDS

The Law allows temparary contracts Limited to & months, Temporary contracts are
prohibited in the building industry or in certain areas where local exployment

has to bs protected

UNITED KINGOOM

There is totat frecdom to conclude temporary employment contradcts and the duration
of such contracts §5 unlimited; the duragion is fixed in the individual employaent
tontracts themseives,

»
)

SPAIN

Roysl Decree 2104784 of 21,11,1984 and Art. 15.1, of the Morkers' Statute: the
durasion ¢f temporary contrscts depends on the period for whith the replaced employee
retains his right to employment,

PORTUGAL

A Law dating from 1976 authorises temporary employment contracts for a maximum
duration of 3 years.

GREECE

Mo intormation &r2ilabe

H




V. Hageﬂadagtatibn :J

Minimum wages

Social security
contributions -

. Since 1981 the average of wages in the Community has been modest. In most of the

Member countries where minimum wages are fixed by law, the rules governing m1n1mum
wages have been amended downwards.

Furthermore, wage costs have been reduced as a result of the introduction of
exemptions from payment of employers' social security contributions and the granting
of recruitment premiums for certain categories of labour in all the countries.

Wage indexation

In all the countries where wage indexation rules éxist, either on the basis of
legislation or contained in collective agreements, automatic adaptation of wages
to changes in the cost of Lliving has been restrained.

Wage differenfials

With regard to wage differentials and employees' shares in company profits, there are

Profit-sharing examples of collective contracts covering these matters but no general trend can yet
be discerned.
Wage costs Reét per capita wage costs (Community average) in terms of productivity have fallen

by 6% in the period 1981-1986.




v ") _Hage-tixin
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Country

Pay of employed
persons - 1984

National

Trend

Real

Negotieting level

Hininum wage

Indexation

BILGIUM

3.0

1.4

Interprofessiansl sgreament
{2 yoars) taking sccount of
woge-modaration and
competitiveness

B |Statutory minimum wage
since 1975

Indexatien reduced since
Royat Becree 178 of
30 march 1986 (-2 1)

DENMARK

0,6

Nationsl agreemants
taking account af
gaverameny coconsendations

Agread minimum vage
Sn vary tew agreemente

Indexation suspended
sinca Merch 1983

SPAIN

8.6

Locel snd sectoral collect)
asgresments (1 30 2 years)
Major State fnvalvement

ve {Statutory minimum woge

No official {ndexation
mgchanise but 'unt-gu-rd
slauses”

FRANCE

Sectoral agreeaents and
spraements at company
Level (1 year)

Mofar State involvement

statutary minipun wage
{A10) {Law of
2 famvary 19700

No otficial indexstion
mechanisa but “safeguard
clauses” which are lending
to Jisappeor

GREECE

Central pgreement for
private ssctor ond
sectoral sgresmentys

in & pumber of branches

Statutory wage since
1982

“4 priori” {ndexation since
May, 1983

IRELARD

Sectorsl agroements and
agreements at company
level (12 to 18 months)

Minimum vage rates fixed
by Joint Ladbour
fonmittees (+)

No wage-indexation
mechanise

17aLY

Theee=year agctorsl
agreemenss taking account
of 1983 protocol

Agreed minimum wage
in each industry

Automatic indexation since
1957 = ™in Low year” sinte
1983

LUXEMBQURG

3,3

Sectoral negotistions
Major State involvemant

.

Statutory minisum social
voge since 1944,
Statutory minimum income
since July TWER

Return to automatic wage-
indexation in January 1985

HETHERLANDS

2,2

Sectoral agreements and
agreements at company level
(1 or 2 years). Considerable
Stete intervention Limited,
however, by law of

Aprit 1984

Statutory minimum wape
since 1986

Automatic indexstion tending
to gisappesr from agrecaments
and be replaced by & single
annual payment

PORTUGAL

17,2

4.0

Sectoral agreements (1 yeacl

statutory minimun wage

No indexation mechanisa

F.R. GERAMANY

4,0

4,0

Sectoral agreements (1 yanr)

No statutory ainimum wage

Prohibition of sliding scale

ux

.7

3,6

Negotiations at secror
and company Lovel

Minimum rates fized -
by Wages Councils (#)

No indexation mechanfam

{¢) Wags committaes statutorily authorized to fir minimum rstds far workers not covered by collettive pgreements,

K4 b)l-.l ualt lebaur roste
(Ratio af 1eal per ceplita lanonr costs fo pruductivicy)

(index 100: avevage 1961-12)
Averags 1961~ 1973 1981 1982 1984 19858 19868 1987
73

B 100 113,08 115,0 12,9 111,9 110,2 106,1 104,6
> 100 104,56 100,53 99,2 96,1 94,4 92,9 93,8
D 100 103,% 103,85 102,2 98,9 97,8 96,1 93,7
=8 100 90,2 108,4 108,14 107,2 109,12 101,2 98,9
4 100.. 104,0 102,9 1Q00,7 94,4 51,9 89,1 87,7
¥ ' 1004 103,9 04,1 17,3 105,) 104,4 02,1 00,2
IRL 100 104,6 10%,3 99,3 93,2 92.9 Sl.ﬁ 91,3
b 100 110,8 108,6 108,6 109,4 10a,5 103,2 104,7
L 100 123,4 124,9 120,4 11,2 109,3 106 ,4 107,85
NL 100 108,48 02,8 101,11 | 95,8 94,1 95,4 97,8
? 100 136,2 118,1 t08,4 100, % 4,9 92,0 R 90,6
UK 900 110,21 100,13 94,3 98,8 9,8 99 3 100,3
TURLZ 100 107,2 104,3 103,80 10,1 99,9 p8,1 97,4

4 Psciaaces and foreceste af the Coomtaaton ssrvicas, Octobey 1936

Source:
—————

Burostat snd Comalsalon sstvices




VI. Dismissal and recruitment systems -

Changes relating
to dismissals

Since 1982, the regulatunson 1nd1v1dual or collective dismissals have been adapted in
most Member countries through a simplification of procedures. In 1975 a Council
Directive introduced the requ1rement to serve advance notice of any collective
dismissal. :

bismissal no

A survey carried out amongst employers in the Community in 1985/1986 showed that, in .

Fund

obstacle the vast majority of Member countries, employers did not regard the d1sm1ssal rules
as a major obstacle to the recru1tment of new staff .

Compensation In some countries the costs to firms of dismissals is borne by a compensatian fund
f1nanced by the entire private sector.

Changes relating
to recruitment

The rules governing recruitment have been adapted by means of changés in the rules
governing atypical contracts (see this chapter), making it easier for the employer
to select workers in a period of large-scale unemployment.
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VI DISMISSALS"

CHANGES IN REGULATION SINCE 1982

Pay raised, right not to apply provision

"Social plans® must take account of econom1c‘§1tuétion .
Rules on individual dism1ssats no lLonger apply to part-t1me
workers

Fund for employment in cases §f restfu;turing

Prior authorization abolished

Iﬁtroduction of procedures for coliective dispissaLs'
Cost of "end-of-career payment" reduced for employers
Introduction of'procedure for coltecfiﬁe dismissals
Proceduralzperiod for authorization Limjted tﬁ 4 weeks
Worker may terminate employment coptragts

Provisions of Law on dismissals l1m1ted to uorkers u1th
more than 2 years'® service.



VII COnclusions'

Introductory remarks

The adaptability of firms in relation .to employment and flexibility on
the labour market are governed by legislation and/or agreements ..~
concluded by the social partners. The Latter have begun to discuss
these subjects in the framework of the socjal dialogue at Community - -
Level. In its Resolution of 22 December. 1986, the Council undertcok -

to give its support to the said dialogue and to give consideration to
any conclusions that might be reached on the subjects discussed in
that context. :

Organization and content of work in relat1on to tra1n1ngvand
information

Encouragement must be provided for training, particularly in the new.
technologies, whether it takes place within the firm or under the
public training systems. To this end, each member of the workforce
of the firm must be encouraged to make the necessary personal ..
efforts at adaptation and training. o

Basic education, vocational training and continuous training must:
satisfy the‘demands of the general economy and of the open market -
in particular,

The firm within which the worker continues to be employed with
different skills must bear the responsibility for retraining.
However, it is in the economic and social interest of any retra1n1ng
policy that the public vocational training bodies should make a
contribution so as to ensure a fair distribution of the costs.

In view of the importance of better information and consultation
of all the parties concerned in firms for arriving at an optimum
exploitation of the potentjal offered in particular by the new
technologies, there is a need to facilitate the circulation at
European lLevel of information relating to the ruLes and pract1ces
in force in the Member States.

Adaptation of working time

The adaptation of working time is currently being achieved in most:
countries by agreement. It is taking many forms. There is an
absolute need for this trend towards a reduction and reorganization
of working time to be accompanied by an adaptation of lLegislation.
In this context, measures should also be taken to ensure that the
adaptation of working time goes hand in hand with training and/or
retraining measures jn order to max1mize the beneficial effect on '
employment. : -

The innovatory working time arrangements (weekend work, annual
calculation of hours, etc.) should however be subject to reasonable
daily and/or weekly ceilings, in the Light of which a Community ’
framework tould be set up so as to Limit any excessive 1ntens1f1cat1on
of work and avoid any deterioration in working conditions.
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In the context of the edaptation of working time, systematic recourse
to overtime should be Limited in the Light of the needs of the firm :
and the situation on the labour market. Consideration should be given
to possible ways in which theprinciple of compensatory rest periods
could be promoted at Community lLevel more than has been the case
hitherto.

Multiplicity of employment contracts

The proliferation of these employment contracts which are increasingly
replacing the traditional unlimited employment contract cannot take
place without the simultaneous adoption of measures to ensure that -
persons employed on this basis enjoy the same degree of social
protection as those holding traditional employment contracts.

The social partners should be encouraged to take measures to ensure
that persons holding such jobs are more effectively covered by
collective agreements than has been the case in the past.

The public authorities should agree on Community'pr1nc1ples'as
regards the rules governing recourse to part time work and f1xed~term
contracts, . .

Wage adaptation

If better wage differentiation based on the individual capabilities
of employees is taken to be the objective, the social partners must
be urged to take greater account of that objective in their
collective bargaining. : :

Developments in the Community as regards worker shares in company
profits and/or capital gains should be monitored and assessed.

Since 1985, the effects of the favourable trend in real wage costs on
international competitiveness, as called for in the joint opinion of
the social partners on the cooperative growth, have to date been
cancelled out by the harmful fLuctuat1ons in exchange rates aga1nst
the dollar. . . .

Dismissal and recruitment sx;tems

After the recent changes in dismissal procedures, these systems will'
be able to operate more efficiently if backed up by a policy on the .
operation of the employment market which is directed at a better.
qualitative adaptation of suppLy and demand

As regards recruitment procedures, it is 1mportant that the pLacement
policy should be accompanied by an active retraining policy in uhich
atl those principally concerned should play a part, part1cuLarLy

at the regional and LocaL levels.





