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POLITICAL EVALUATION OF THE COORDINATION RULE
Political and economic development

The metal industry has fast become internationdliaad this can be seen at the work-place in tima fo

of acquisitions, mergers and increased internaltiaci@vities. As a result of this development evkea
defence of interests is becoming more internatieed) and trade unions in Europe must continuously
evaluate their activities in relation to the champisituation. The global market brings out new
challenges and the trade union movement also hesspmnd to them. Central Europe has many years
of experience regarding the movement of labour thislexperience can be used by every country in
Europe.

The harmonisation of legislation is increasing #mel reform of legislation is mostly due to European
directives. Since the beginning of the year 200ag been easy to compare costs because the Euro ha
created a common cost-base for company-specifocrimdtion. It is now easy to discuss and to compare
wages and salaries, labour costs, the balancirap@unts and other company-specific costs. At the
same time there are increased requirements fordmasation of the conditions of employment and
legislation concerning employment.

I mplementation of the wage norm

In 1998 agreement was reached in Frankfurt on tiregean wage norm for the metal industry and on
the use of cross-border co-ordination in connectutth collective bargaining and its preparationeTh
intention was to strengthen collective bargainingocdination between trade unions and to prevent
negative competition with regard to wages.

The European wage norm was previously known in mayntries. It is the traditional model for
calculating wage rises in incomes policy, accordiagwhich the central rules in wage policy are
international inflation and the increase of produtt. According to this rough wage norm, the inam
distribution between work and capital remains ungea when labour costs (i.e. agreed rises and wage
drift, social costs and compensation for shorterohgvorking hours) rise as much as the sum of
productivity and inflation.



In 1998 it was decided to establish regional ctiecbargaining networks within the EMF. Regional
networks have been created all over Europe angdheipation of observers and the exchange of data
and information have become a daily routine. ltudtidoe noted in particular that these networks alo n
focus on collective bargaining issues alone buteiasingly also on concrete issues with regard tb bo
company-level and trade union worker representatiathin transnational companies in order to
provide cross-border support. Reporting in the E®Wilective Bargaining Policy Committee should
devote more attention to these networks in future.

Main aims of the EMF

The main aims and objectives of the EMF collectbargaining strategy are the improvement of
working and living conditions of metalworkers, tle-ordination of national collective bargaining
policies and the development, enhancement and piremof an active European collective bargaining
policy. EMF co-ordination in these areas will emsuretter employment, social welfare, working
conditions and a fairer and more consistent distidin of income.

The introduction of the European Single Currency staengthened the European internal market and
has increased the use and importance of decisitimmat European level. Consequently, we have
seen a higher level of European and transnatioiflakince on national collective bargaining processe
This trend will become more prominent and noticeablthe future.

The new member countries from central and Eastemode bring a different collective bargaining
culture, attributed to 50 years of Communism ansubsequent decade of transition. The profound
restructuring and economic recession has limitedrttom for collective bargaining and subsequently,
with the exception of Slovenia and Slovakia, sedtargaining is mainly squeezed between central
tripartism and traditional enterprise bargaining.

Increased competition at a European and global lea® posed a threat to collective bargaining tesul
and structures in Europe. Strong national tradensand co-ordinated collective bargaining stra®gi
are still the best and only viable answer to theesponding danger of social competition, wage
dumping and a negative downward spiral of wagesnaor#ing conditions.

The social dialogue
In the EU consultation and bargaining is called 8ueial dialogue. It covers negotiations and
agreements between employers’ and trade union isajaons as well as tripartite negotiation and

agreement procedure with the Commission and/oCthencil.

The European Trade Union Confederation (ETUC) hageasted to the EU Convention of the future
that labour market terms be specified so that:

- the term "tripartite cooperation” would be used &€xchange of opinions between labour market
organisations and the EU institutions;

- the term "hearing of labour market parties" wolld used for the joint handling of issues in
consultative committees as well as for official ivegs of organisations according to article 134 an

- the term "social dialogue” would be used for teital negotiations between labour market
organisations, either initiated by the Commissioontberwise.



Central trends of change during the last decade

The views of trade union, economics, as well asarsity and research institute, experts on lastsyea
development and its effects nationally and inteomatly were mapped out by interviews. The resofts
the discussions have been grouped as changes moremo policy as well in social policy, and in
changes in the trade union movement and its coatipargroups.

Globalisation and the liberation of world trade @dneen the factors which have had the greatestcimpa
on developments. The financial market, companyesjras as well as the economic and social systems
have changed, and a completely new IT branch has eveloped. This development has led to the
need for adaptation, and the trade union movemasnthad to respond to the needs. Many say that the
big EU countries do not always accept the neecdaptation to the same extent as the small member
countries must do.

Among the big changes one can mention are thenitanarket, Economic and Monetary Union
(EMU) and the common currency, the Euro. Even thaas protocol which is part of the Maastricht
Treaty was regarded as an important change, aahibe considered to be a tremendous achievement
on the part of the ETUC.

Many people recognise that the European and Anrersmetial models are fighting for the ruling
position. There is also the question of the suhavahe European welfare society.

During the last few years trade union cross-borm®ordination and co-operation have increased
considerably. International activities have at #d@mme time moved more and more to union and
company level due to for instance to European W@wsncils. At company level in particular one is
dealing with concrete issues which are close toetin@loyees, such as wages and salaries, working
conditions, training and education, and so on.

Some European countries are quite closely linkgetteer. In some minor national economies, i.e. in
Belgium, it has long been axiomatic. The co-operatit EU level between employers and employees
has developed and enlarged, but it has not ha@ff&st on the activities at national level.

There is frequent experience of the fact that theparation of laws and agreements at EU level is
slowing down the negotiations at national level tu¢he fact that one or another part refers toEbe
preparations.

The social dialogue has become an important patuobpean co-operation and the Commission plays
a central role here. The Commission has commitigelfito the dialogue, and via this the political
influence of labour market organisations has becajuige considerable. The situation depends,
however, on the composition and the political wilthe Commission.

The employers' role is traditionally one of oppiasit and they will not enter into a social dialogue
unless forced to do so, or if there are clear ecoo@r other reasons that have to do with the diets/

of their companies. They want to keep collectiveghaing at national level or increasingly within
companies.

It is, however, clear to the trade union movemaéat the social dialogue is needed at European.level
The trend goes irrevocably in that direction. Masgues are shifted to the European level, and
formally-acceptable structures are needed to déhl them so that the membership will adopt the
results. In order to increase the social dialodngettade union movement must be able to challemge t

employers, even if the companies do not want targofurther for the time being.



Wage coor dination and cross-border cooperation

At its 9th statutory congress (1999) the ETUC dedido start co-ordinating European collective
bargaining policy, and set up a new collective bangg committee for this purpose which consists of
representatives of the affiliates and the indutgderations. The ETUC Executive Committee adopted
the European principal directive for the co-ordimatof collective bargaining policy in November
2000.

In the ETUC annual report (2001) it was stated that synchronising of collective bargaining has
already become obvious, and in many member cosrttrie development is described as "the spring of
collective bargaining”. The trade union movemert paid great attention to wage comparison, and the
ETUC report stated that a major part of collechgeeements had been concluded under the calculatory
level of the wage rise model. Collective agreemeinét go under the level of the wage model have
been justified for instance by the fact that theeagients have included other cost-raising itenteerat
than wage increases alone. Another justificaticat ik often heard has been the poor employment
situation in the country.

The EMF and other European unions have been veiyeaao this area for many years and there has
been national wage co-ordination and cross-bordesperation in the various European countries for
several years.

Wage co-ordination includes national social packdmgtween government and labour market parties. It
includes close cross-border co-ordination betwesghiouring countries. EWC activities at company
level are a good example of this. It has becomedigand more open, as well as more concrete.

International co-operation has increased the stheagd influence of the trade union movement even
nationally. The labour market parties have an irtgodrposition in the EU.

Co-operation between employers and employees apEan level has improved, but this has no effect
at national level. As mentioned above, the handhihigsues at European level is slowing down nation
actions.

Some practical examples of regional collective banigg networks:

Germany - Nordrhein-Westfalen (West) Belgium, Wetherlands and Luxemburg

Germany - Coast (North) Denmark and Sweden

Germany - Frankfurt (Southwest) France

Germany - Bavaria (Southeast) Austria, Sloven@ech Republic, Slovakia
and Hungary

Germany - Berlin-Brandenburg-Sachem (East) PotenttiCzech Republic

Germany - Baden-Wurttemberg (South) Switzerldtady and Austria

Germany - Hanover (Middle) England

Nordic Metal Finland, Sweden, Denmark, Norway dan
Iceland

The effects of the wage rise model (productivity + inflation)

From the beginning, i.e. since 1998, the most irgmirthing has been to avoid negative wage
competition. The intention was to give the tradeons instruments for comparing wages between
various countries. The wage model is needed inrdodsteer and to follow-up long-range development.
It is part of a process which supports a correst development.



Sometimes it is difficult for the unions to attdire wage model, as there are numerous problems to b
solved during every collective bargaining round andong-range wage policy line is not always
suitable for these needs. It is generally accetitatithe average achievement of the wage norm beust
examined over periods of several years.

The study showed that the wage model is not usedtsre as such, but that nearly all countriesdry t
conclude agreements at the same level. The wagelnmdsed in order to prevent negative wage
competition, and when it functions in this waysitconsidered to be necessary.

Most people think that the wage model should beilfle (a so-called tube model) and, when in use,
such applications should be accepted where thesiagmat solutions are close to the calculator goal of
the wage model. If the wage agreements remain meigh under the wage model for many years, the
trade unions should react. According to statidtieswage solutions in the various countries of Raro
have come closer to each other even if there hialsegm any co-ordination of pay rise goals in thdd
union movement. In practice, the wage model cama Ip@inimum in one country and a maximum in
another. The wage model is regarded as an impoptaitical signal for the trade union movement’'s
wage line.

In this respect it is noteworthy to mention the omement where the wage coordination rule was used
very openly, very publicly and with a co-ordinateédropean approach. During the strike in the German
metal industry in 2002 a European press confergraeorganised in Frankfurt at which the General
Secretaries and Presidents of several Europeam trdidns declared their solidarity with IG Metatida
underlined the importance and strength of the EMigevco-ordination rule. This was a clear example
of how this instrument could be used as a majatipal tool.

Co-ordination and achieving it

It is generally noted that European co-ordinat®meéeded, but well-functioning national co-ordioati

is required in order to have success at Europeasl. |&here are many countries where national co-
ordination does not function very well and the @apgence is that co-ordination at European level is
difficult as well.

Co-ordination at European level can be conductedoBsws: First the co-ordination of demands,
secondly, negotiations on the basis of common gérdgmands, and finally dealing with national
negotiation results in the EMF. Thereafter a deaisian be taken on final acceptance of the bamgini
result.

Well-functioning co-ordination would mean recomnugi various issues in the framework of existing
realities, to define goals, to act in co-operatonl to ensure follow-up. Advanced co-ordinationidou
include development work between bargaining rowamsfar-reaching integration development.

| nter-company co-operation (EWCs)

A major question of principle is whether EWC grougan negotiate a company-specific collective
agreement. Many think that the answer depends @ietrel of consciousness and unionisation of the
employees in the company. In theory it is possitd¢ least in those companies where the trade union
movement is not strong enough to prevent it - bhas to be noted that no legal framework exists fo
this so far at European level. This results in fdr that an eventual agreement would currently sti
need to be implemented in the national systems.



The present EWC agreements are not entirely setiisfa It is, however, difficult to renew the
agreements as the works council members do not teatatke up this disadvantage due among other
things to their fear of losing the established pe+ation relationship.

There is no country where the works councils wdugdcompletely controlled by unions. EWCs are
seen as some kind of competing structure to thensniand all the more so as more company
agreements are concluded. The works councils caonie independent actors, and they could
undermine existing collective agreements. Even tnegacompetition can actually arise between
companies. The general opinion is that trade urepmesentatives should be able to participate en th
works’ councils negotiations and that the workha EWC should be close to collective bargaining.

The European Works Councils have different meangctibn and different cultures. For example the

Finnish works councils have been built on the maticco-operation model, whereas there are works
councils in Europe, i.e. in Germany, which clearggotiate on some collective bargaining issues and
participate in the management of the company.

Works councils in some big groups of companies haveady agreed on some collective bargaining
issues. Typical agreements cover information, epg@oparticipation, the rights of trade union
representatives, equality and unemployment or eynpdmit. So far, there are only a few references to
working hours and nothing regarding wages andisalar

The ongoing development can either strengthen akerethe national trade unions depending on their
reactions to the change and on their ability teegufficient support to the work of their shop steds.
Co-ordination of the work of the multinationalsrsgarded as necessary in the future - and already
today. However, efficient organisation of this aoloation is still incomplete.

In many countries persons in positions of trusbign companies are far more used to international co
operation than the leaders or officials of thegpective trade unions. In practice they do crosgdio
work for the defence of workers’ interests almaatyd

Palitical development and the challengesfor the trade union movement

Important economic and political changes have tgdane during the last decade. They have had an
impact on the work of the trade union movement, @obalisation, European integration and the joint
currency Euro are reflected in Europe in many whws the effects vary from country to country.

Political and social development in the Europeariobnis lagging behind economic integration.
Economically, the results are substantially whatogaan companies had wanted to achieve. It is
obvious that many politicians think that there asneed to further develop political integration.

It is the task of the political left-wing and thade union movement to enhance social developnmeht a
an equal welfare society. The labour market partiage an important role in the building of an
economically and socially strong Europe and Europmdlective bargaining policy has a key position
in that development.

The European trade union movement faces many olgaliée European legislation, social dialogue, joint
currency, supporting economic growth, employmenyage policy that holds back inflation, opening
borders, EU enlargement and furthering internatistability.



European collective agreements

When speaking of collective agreements at Europeagl, there is a basic open question concerning
which collective agreement model? which negoti&aunsd their mandates.

The most common estimation is that the nationdective agreements will still remain primordial far
long time and agreements at European level are leonemtary to national bargaining policy. The
reasons are many, including the great differennesages, productivity, prices and cultures between
EU countries. There are many differences in leg@lawhich influence the concluding of European
agreements, such as taxation and social secuspgcelly that related to unemployment.

On the other hand we see a cross-border developmheontoperation, co-ordination and other aspects.
This development creates possibilities and inciedlse pressure to develop collective bargaining at
European level.

The EMF has to consider its own model of actiorhwitirious employer groups, such as the metal
industry (CEEMET), the steel industry, the shipbung, car repair and ICT industries.

When this development continues, one questionnthist be solved is that of negotiation mandates. The
final discussion about giving the mandate, negotigt the adoption of agreements, the right tdestri
and strike support, etc. still lies ahead.

When negotiation relations develop one has to denghe roles of the EMF's Collective Bargaining
Policy Committee, its Industrial Policy CommittesdeEuropean Works Councils.

One problem is how to introduce the solutions Hratagreed on Europe-wide in the different member
countries. Adequate rules regarding how the agraenshould be implemented are inexistent.

A mediation system is part and parcel of a wellelioning bargaining system. There has been tak of
voluntary conciliation system (the Belgian modeihich has no juridical effect. Even if it were tonge
about, it will not be sufficient if normal bargang systems are followed.

The EMF already negotiates by participating in tiegotiation groups of the ETUC, but there are
hardly any direct negotiations with the Europearpleyers' organisation CEEMET. Maybe it will be

possible in the coming years to discuss some miexiand common opinions, like life-long learning,
but nothing more.

Conclusions
1. Difficult development

Over the last few years we have seen very diffideltelopments all over Europe. Employers have
attacked the unions and they have demanded maibifily in wages and lower wage increases than
ever before. This started in Central Europe bubas expanded to all countries as well - to
Scandinavia as well as to other European counffies. EMF is very well aware of this issue and we
have tried to find our own strategy in this difficeituation. The conclusion is that we must comin
trying to establish more solidarity and new way$édp our members. This activity will be one of
the most important issues over the next few years.



2. Eucoba

The Eucoba system is developing and improving hadl ime. We have obtained more and more
information about different countries and theraliways something important or interesting going
on. Eucoba is still not perfect but this is thehtigvay to keep everyone in the European unions
informed. However, we need more active contactgreysin every country because Eucoba is
nothing without the right information.

Future co-operation is very important for both piced and political reasons. Our statistics must be
right and sufficiently detailed because it is vdifficult to negotiate with employers without rdbie
facts.

3. European networks

European networking is going on at company levelha& time as regards practical issues but not so
much as regards negotiating matters so far. The BN level where things happen first, and this
means that we must be aware when these groupststamégotiate about the right collective
bargaining issues.

It seems we should do more in this field becauséuinore agreements will be more and more
frequently negotiated at company level. Then we mgéled new networks for helping the national
unions.

4. National cross border co-operation

It is surprising to note that this transnationaloperation has not been increasing. We have nbyrea
seen anything new in this field. It currently seetmat this kind of co-operation is possible only if
companies are situated closely to one anotherfandrkers really have the same problems and can
do something together. For example: if they hawesime employer or similar products or workers
move across borders all the time, then shop stewaedd co-operation and think it is reasonable to
try to find solutions together

5. Transnational actions (Frankfurt Declaration)

Transnational action and support is more and nmop®rtant but it is very complicated area too. It is
not easy to go on strike in other countries and ttny to help workers in a union in a different
country. We have had very good example in the Psgetor in Finland. The Finnish Paper sector
negotiated and tried for many months to arrive aéa collective agreement. Many European Paper
Unions promised support but it was only in Swedeat workers could legally go on strike. In
principle almost everybody say that solidarity @ctis a good idea, but when they have to do
something concrete it is suddenly not easy anymore.

6. Transnational collective bargaining

In principle the system of transnational collectivargaining is clear but in practice it is a very
complicated and difficult issue. It seems that titeele unions do not really want to transfer their
bargaining power to the EMF. The right to negotiatéhe most important issue for all unions in all
countries. So far, no-one believes in European \gaggions.




