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By Mamounata Cisse
ICFTU Assistant General Secretary

f there is a simple definition of the historic mission of trade unionism, it would be the

struggle to impose regulation and control on the operation of markets so that they yield

socially acceptable outcomes, with protection of the rights, interests and security of

working people everywhere. This was strongly re-affirmed by the 18th World Congress of

the ICFTU, held in December 2004.

For decades, trade unions have had very powerful tools for improving working and living con-

ditions of workers: collective bargaining and social dialogue. Although employers argue more

and more that contractual relationships between workers and employer should be at an indi-

vidual, one-to-one level, trade unions have successfully proven the effectiveness of negotiat-

ing collective rights. 

Trade unions today have many more advanced channels, tools and mechanisms for negotiat-

ing. Forms of social dialogue require more proactive and sophisticated strategies. The negoti-

ating agenda is changing:  work and family reconciliation issues are being given due attention;

gender mainstreaming is now a must of contemporary trade union policy and strategy devel-

opment. The identification of the ways in which policies and decision-making processes

reflect and reinforce inequalities between men and women and the development of policies

and practices to overcame these have become daily concerns of trade unions. 

Women are the most vulnerable group of workers in the world labour market, and trade

unions must give special attention to protecting their needs and interests. This is especially

important in the countries of Central and Eastern Europe, which are still today undergoing the

difficult phase of transition of their economies and societies. Trade unions in the CEE (Central

and Eastern Europe) and NIS (New Independent States) countries cannot be left behind;

they need to reform their structures, policies and strategies.

The manual developed within the ILO/ICFTU/WCL gender project on collective bargaining

has very definite objectives:  to raise the unions’ awareness about bargaining, as a daily task

for every level of activity; to stress the importance of gender mainstreaming in collective bar-

gaining; to impart knowledge on how to undertake effectively collective bargaining and to

change the bargaining agenda to include issues of family and work reconciliation; to acquire

an understanding of the changes in the world of work and, therefore, of the changes in chan-

nels, modes and tools which unions must utilise;  and to understand the need to work with

new partners and allies in order to  resolve problems of workers.  

The Manual explains different negotiating levels, agenda, partners and allies, starting from

company level up to the global level.  It is rich in information and new ideas on a gender sen-

sitive approach to collective bargaining. 

What is very special about the project and the Manual is the fact that these have been worked

out in close cooperation between the women’s structures of the ICFTU and WCL in the

CEE and NIS region, together with a large number of partners (ICFTU; WCL; ILO; FGTB;

FNV etc.).  

This Manual, which consists of four kits, can  be used as a regional resource kit for training of

trade union trainers,  women and men, in collective bargaining at all levels.  It is our hope that

it will open a new door, a new vision for everyone.
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By Jaap Wienen
WCL Deputy Secretary General

hen one looks at the history of the “gender equality” issue in the international trade

union movement, one can hardly say that there is a lack of policy. Quite the con-

trary. We have plenty of good intentions and we have produced several docu-

ments in order to enforce our policy. Nevertheless we are not fully satisfied with the results

of our common efforts.

Women and men are not yet represented on an equal basis in our structures, certainly not in

the trade union teams responsible for collective bargaining with employers and the govern-

ment.

Fortunately, in all trade unions a process of “gender mainstreaming” has been started up that

will correct the lower representation level of women in trade union structures.

It is nonetheless a necessity to keep on stimulating the gender dimension in all aspects of our

trade union work.

This manual is a very good example of such an initiative.

Not only have the authors of the manual succeeded in showing a concrete picture of present

everyday reality, they also provide several possibilities in order to improve this reality.

Congratulations for this!

Now it is the responsibility of us all, united in the international trade union movement, to make

full use of this beautiful instrument in order to enhance the awareness of the current trade

union negotiators as regards gender equality.

But we’ll have to give to as many new and young trade union colleagues as possible the oppor-

tunity to further develop their capacities in the field of collective bargaining and gender equal-

ity through training programs. In our action plans, these kinds of programs should receive high

priority.

We have no time to lose...
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How to protect workers in the best possible way? 

How to improve their working and living conditions?

How to gender mainstream the negotiating agenda and include work-family reconciliation

issue on it? 

These eternal questions for the trade unionists in the CEE and NIS region are usually

answered with two magic words: collective bargaining!

The first step is to provide conditions so that every worker receives a formal employment con-

tract and her or his work registered.

The second step is to conclude a company level collective agreement.

Yes, collective bargaining is the most important tool for improving working conditions, but

trade unionists could use many other channels to influence positively the company policy

towards workers and their families. 

How does it usually work at the company level? Collective agreements are not only too rare,

but they are too formal and have too poor an agenda. Collective agreements are usually signed

for a 1-3 year period and in the meantime there are still many workers’ problems to be

resolved. 

The first thing a trade unionist can do is to enrich the bargaining agenda and to gender main-

stream the negotiating process and its contents. The collective bargaining agenda has to be

extended to the issues of special interest to workers with family responsibilities, to the issues

important for the most vulnerable categories of workers, especially women!

However, a unionist cannot extend the bargaining agenda to squeeze all issues important for

workers into a single company collective agreement. But she or he can add them to a differ-

ent negotiating agenda; he/she can launch different initiatives within the company, include

important policy measures in the company annual plans, codes of conduct, books of regula-

tion, and many other places! 

And there are more and more participatory channels at the company level (e.g. works coun-

cils, health & safety committees), which can be used for the benefit of workers.

Trade unionists negotiate 365 days a year and they use collective agreements and various other

channels and tools to improve working and living conditions of workers.

Trade unionists fight for workers rights every day. 

Collective interests, as well as the individual problems of union members, have to be on the

trade union agenda 24 hours a day, 30 days a month and 12 months a year!

6 I N T R O D U C T I O N



FFoorreewwoorrdd
Negotiating Happens Every Day Everywhere!

Time for Implementation

IInnttrroodduuccttiioonn

AAcckknnoowwlleeddggmmeennttss  &&  IInnssttrruuccttiioonnss

PPaarrtt  11
CCOOLLLLEECCTTIIVVEE  BBAARRGGAAIINNIINNGG  AATT  TTHHEE  CCOOMMPPAANNYY  LLEEVVEELL  --  IIMMPPRROOVVIINNGG  TTHHEE
EEXXIISSTTIINNGG  MMOODDEELL

HHaannddoouutt  11::  TTrraaddiittiioonnaall  CCoolllleeccttiivvee  BBaarrggaaiinniinngg

HHaannddoouutt  22::  IImmppoorrttaannccee  ooff  RReeggiisstteerreedd  WWoorrkk

Activity 1: How do you negotiate?

Activity 2: What you have to do before launching collective bargaining

HHaannddoouutt  33::  CChheecckklliisstt::  WWhhaatt  yyoouu  hhaavvee  ttoo  ddoo  bbeeffoorree  llaauunncchhiinngg  ccoolllleeccttiivvee  bbaarrggaaiinniinngg

HHaannddoouutt  44::  CCoommppaannyy  IIddeennttiittyy  CCaarrdd  

Cases: Latvia: Collecting data; Croatia: Representing out-sourced workers

Activity 3: Negotiating for vulnerable workers - Questionnaire

HHaannddoouutt  55::  WWoommeenn’’ss  CCoommmmiitttteeee//GGrroouupp//SSttrruuccttuurree  aatt  CCoommppaannyy  LLeevveell

Why have a women’s committee?

What can a women’s committee do?

Building an active women’s committee - checklist

Activity 4: How to build an active women’s committee

Activity 5: What is gender mainstreaming?

HHaannddoouutt  66::  CCHHAANNGGEE  OOFF  AAGGEENNDDAA  11::  WWhhaatt  iiss  GGeennddeerr  MMaaiinnssttrreeaammiinngg??  

Activity 6: Gender mainstreaming in collective bargaining 
Case study: EUROPE: Equal opportunities and collective bargaining:

A. Job segregation 

B. Gender pay gap

C. Reconciling work and family life  

D. Sexual harrasment/unfair treatment

HHaannddoouutt  77::  RReeccoommmmeennddaattiioonnss  ffoorr  tthhee  PPrroommoottiioonn  ooff  EEqquuaalliittyy  BBaarrggaaiinniinngg

HHaannddoouutt  88::  CCHHAANNGGEE  OOFF  AAGGEENNDDAA  22::  WWoorrkkeerrss  wwiitthh  ffaammiillyy  rreessppoonnssiibbiilliittiieess  --  FFaammiillyy  ffrriieenndd--

llyy  ccoolllleeccttiivvee  aaggrreeeemmeennttss

Cases: Slovenia: Women’s recommendations for collective agreements; 

Macedonia: Special measures for women

HHaannddoouutt  99::  CCoolllleeccttiivvee  BBaarrggaaiinniinngg  CChheecckklliisstt

Issues of special interest to workers with family responsibilities
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Activity 7: Gender sensitive collective bargaining agenda
Questionnaire: Issues of Special Interest to Workers with Family Responsibilities

HHaannddoouutt  1100::  IILLOO  SSttaannddaarrddss  ffoorr  WWoorrkkeerrss  wwiitthh  FFaammiillyy  RReessppoonnssiibbiilliittiieess

Convention No. 156: Workers with Family Responsibilities, 1981

Recommendation No. 165: Workers with Family Responsibilities, 1981

Activity 8: ILO standards concerning workers with family responsibilities

HHaannddoouutt  1111::  IInntteerrnnaattiioonnaall  SSttaannddaarrddss  ffoorr  CCoolllleeccttiivvee  BBaarrggaaiinniinngg

HHaannddoouutt  1122::  SSuummmmaarryy  ooff  IILLOO  PPrriinncciipplleess  oonn  tthhee  RRiigghhtt  ttoo  CCoolllleeccttiivvee  BBaarrggaaiinniinngg

Activity 9: ILO Conventions No. 98 and No. 154 

HHaannddoouutt  1133::  WWhhyy  CCoolllleeccttiivvee  BBaarrggaaiinniinngg  iiss  IImmppoorrttaanntt

Activity 10: Globalisation - what does it mean for me?

HHaannddoouutt  1144::  GGLLOOBBAALLIISSAATTIIOONN  --  WWhhaatt  iiss  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  lliikkee  ttooddaayy??

What is globalisation? 

Decentralisation and de-unionsation

Coverage and extension

Goverment’s role

Cases: Latvia: Family sensitive provisions; Albania: Collective agreements; Spain:

Subcontracting; Lithuania: Women and globalisation

Activity 11: Globalisation and collective bargaining

Activity 12: Women in globalisation

HHaannddoouutt  1155::  WWoommeenn  aanndd  GGlloobbaalliissaattiioonn::  PPaaiinnffuull  SSttaattiissttiiccss

Activity 13: Finding alternative channels for collective negotiating 
Case Studies

Part 2
ADDITIONAL CHANNELS

HHaannddoouutt  1166::  DDiiffffeerreenntt  VVoolluunnttaarryy  IInniittiiaattiivveess

Activity 14: Voluntary initiatives - new tools for trade unions?

HHaannddoouutt  1177::  CCoorrppoorraattee  SSoocciiaall  RReessppoonnssiibbiilliittyy  MMooddeell

Introduction: Business with a soul?

Pros and Cons: Voluntary approach not enough to benefit workers

CRS: Arguments for employers, arguments for workers

Case: ICFTU CRS Resolution

Activity 15: What do trade unions and workers gain from new channels?
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Part 3
WORKERS PARTICIPATORY MODELS AT COMPANY LEVEL

HHaannddoouutt  1188::  WWoorrkk((eerr))ss  CCoouunncciillss

HHaannddoouutt  1199::  WWoorrkk((eerr))ss  CCoouunncciillss::  SSiittuuaattiioonn  iinn  yyoouurr  ccoouunnttrryy  

HHaannddoouutt  2200::  CCEEEE  CCoouunnttrriieess  SSttaattuuss  --  PPRROOSS  AANNDD  CCOONNSS

Activity 16: Work(er)s Councils: advantages and fears

HHaannddoouutt  2211::  HHeeaalltthh  aanndd  SSaaffeettyy  CCoommmmiitttteeeess

Activity 17: Health and Safety Committees

HHaannddoouutt  2222::  EEuurrooppeeaann  WWoorrkkss  CCoouunncciillss  iinn  TTrraannssnnaattiioonnaall  CCoommppaanniieess

HHaannddoouutt  2233::  OOtthheerr  WWoorrkkeerrss’’  RReepprreesseennttaattiivveess//OOtthheerr  CChhaannnneellss

AAPPPPEENNDDIIXX  11:: OOppttiimmaall  ffuullll  eedduuccaattiioonnaall  pprrooggrraammmmee  bbaasseedd  oonn  KKiitt  11::  CCOOMMPPAANNYY  LLEEVVEELL

AAPPPPEENNDDIIXX  22:: SSaammppllee  eevvaalluuaattiioonn  ffoorrmm
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he manual “Negotiating Better Working and Living Conditions. Gender Main-

streaming in Collective Bargaining” has been produced within the ILO-ICFTU-WCL

Project “Negotiating better working and living conditions - special needs of workers

with family responsibilities - gender mainstreaming”, sponsored by the Flemish Government of

Belgium. The authors of this manual are Jasna A. Petrovic (Kits 1, 2 and 3) and Agnieszka

Ghinararu (Kit 4; methodological advising).

The partners of the Project are: ILO/International Labour Organisation, ICFTU/ International

Confederation of Free Trade Unions, WCL/World Confederation of Labour, three Belgian

trade union confederations (ABVV/FGTB; ACV/CSC and ACLVB/CGSLB) and all affiliates

of the two international trade union confederations from 23 countries of the CEE and NIS

Region. The Project gathers over 40 trade union women’s groups from 23 countries. 

All the partners contributed to the development of the manual, especially by sending their recom-

mendations and suggestions, and we hereby acknowledge the important contributions from the fol-

lowing organisations: ILO: Geneva, Moscow and Budapest offices; WCL; ABVV/FGTB/Belgium

and the FNV/Netherlands; and especially from the representatives of the three Lithuanian trade

union confederations (LPSK, LPSS and LDF) and the NSZZ Solidarnosc/Poland for organising

pilot/test trainings. Special thanks also goes to the CLC, Canada and the Solidarity Center /AFL-

CIO, USA for various materials they shared with us. And we hereby extend our thanks to many

others, especially certain women’s national coordinators who contributed with their comments,

case studies and support throughout the process of developing the manual.

11..    AAiimmss  aanndd  SSttrruuccttuurree  ooff  tthhee  RReessoouurrccee  KKiitt

“Negotiating Better Working and Living Conditions. Gender Mainstreaming in Collective

Bargaining” is a manual consisting of four kits. This manual intends to provide background

information, practical guidelines and checklists, case studies and examples, with the main aims:

••  ttoo  bbeeccoommee  aawwaarree  tthhaatt  bbaarrggaaiinniinngg  iiss  aann  eevveerryyddaayy  aaccttiivviittyy  aatt  aallll  lleevveellss  

••  ttoo  lleeaarrnn  aabboouutt  tthhee  iimmppoorrttaannccee  ooff  ggeennddeerr  mmaaiinnssttrreeaammiinngg  iinn  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  aanndd  lleeaarrnn  

hhooww  ttoo  ddoo  iitt

••  ttoo  cchhaannggee  tthhee  bbaarrggaaiinniinngg  aaggeennddaa  bbyy  iinncclluuddiinngg  ffaammiillyy  aanndd  wwoorrkk  rreeccoonncciilliiaattiioonn  

••  ttoo  uunnddeerrssttaanndd  tthhaatt  tthhee  wwoorrlldd  ooff  wwoorrkk  hhaass  cchhaannggeedd  wwhhiicchh  lleeaaddss  ttoo  cchhaannggeess  iinn  cchhaannnneellss,,  

mmooddeess  aanndd  ttoooollss

••  ttoo  lleeaarrnn  tthhaatt  iinn  oorrddeerr  ttoo  rreessoollvvee  pprroobblleemmss  ooff  wwoorrkkeerrss  yyoouu  hhaavvee  ttoo  sseeeekk  nneeww  ppaarrttnneerrss  aanndd  aalllliieess..

The present Kit 1, a training package for trainers, is just a part of the larger training material

which consists of the following four KITs:

Kit 1: CCoommppaannyy  lleevveell

Kit 2: OOvveerr  tthhee  ccoommppaannyy  wwaallllss::  CCoommmmuunniittyy  lleevveell,,  SSeeccttoorraall  ccoolllleeccttiivvee  bbaarrggaaiinniinngg,,

NNaattiioonnaall  ssoocciiaall  ddiiaalloogguuee

Kit 3: CCoolllleeccttiivvee  nneeggoottiiaattiinngg  aatt  EEuurrooppeeaann  aanndd  gglloobbaall  lleevveell

Kit 4:  SSttrraatteeggyy  aanndd  tteecchhnniiqquueess  ooff  nneeggoottiiaattiioonnss..

22..  GGeenneerraall  TTrraaiinneerr’’ss  NNootteess::  HHooww  ttoo  UUssee  tthhiiss  KKIITT??

The manual is rich both with information and new ideas, as it is promoting new and gender

approach to collective bargaining on all levels, starting from the company level (Kit 1); moving

T



to community, sectoral and national levels (Kit 2), and ending with the European and global

level (Kit 3). Kit 4 is supplementary as it explains the basis of negotiations, skills and techniques,

but also strategies and gender mainstreaming in the negotiating process.

The manual can be treated as a “menu” to choose from - as it requires minimum 10 full train-

ing days to go through the four KITs. Thus trainers themselves can and have to decide which

parts/topics are the most important for their target group and create their own educational pro-

gramme based on the manual, according to the needs of their participants.

22..11..  OObbjjeeccttiivveess  ooff  KKiitt  11

••  ttoo  lleeaarrnn  mmoorree  aabboouutt  ttrraaddiittiioonnaall,,  ccoommppaannyy  lleevveell  ccoolllleeccttiivvee  bbaarrggaaiinniinngg

••  ttoo  lleeaarrnn  aabboouutt  aanndd  eennccoouurraaggee  uussee  ooff  nneeww  cchhaannnneellss  aanndd  mmeecchhaanniissmmss  ooff  ccoolllleeccttiivvee  

bbaarrggaaiinniinngg

••  ttoo  bbeeccoommee  ffaammiilliiaarr  wwiitthh  aanndd  uunnddeerrssttaanndd  nneeww  ppaarrttiicciippaattoorryy  mmooddeellss  aass  ttoooollss  iinn  ccoolllleeccttiivvee  

bbaarrggaaiinniinngg

••  ttoo  ddiissccoovveerr  tthhee  iimmppoorrttaannccee  ooff  ggeennddeerr  mmaaiinnssttrreeaammiinngg  iinn  ccoommppaannyy  lleevveell  ccoolllleeccttiivvee  bbaarrggaaiinniinngg

22..22..  SSttrruuccttuurree  ooff  KKiitt  11

This manual (training kit), which is part of a training set consisting of 4 kits, has been devel-

oped for trainers and it can be used in any trade union course on negotiations. It is composed

of three main parts:

PPaarrtt  11::  CCoolllleeccttiivvee  bbaarrggaaiinniinngg  aatt  tthhee  ccoommppaannyy  lleevveell  --  iimmpprroovviinngg  tthhee  eexxiissttiinngg  mmooddeell

PPaarrtt  22::  AAlltteerrnnaattiivvee  cchhaannnneellss

PPaarrtt  33::  WWoorrkkeerrss  ppaarrttiicciippaattoorryy  mmooddeellss  aatt  ccoommppaannyy  lleevveell

To facilitate your work as a trainer, you will find written materials for your own preparation,

and also possible handouts for the participants and activities in the manual. The texts are also

illustrated by case studies.

22..33..  PPrreesseennttaattiioonn  aanndd  iimmpplleemmeennttaattiioonn  ooff  mmaatteerriiaallss

2.3.1. Handouts are explanations of the topics or checklists that will help you introduce a topic

to participants in short presentations (15-20 min.). The handouts are to be distributed to par-

ticipants - preferably in a shorter version (to be shortened by a trainer depending on her/his

target group). In the handouts there are case studies included for better illustration and under-

standing of the presented material. Please include them in your presentations, or in activities

(if suggested in the trainers’ notes).
NNoottee!! The handouts should preferably be given out AFTER you present and cover a given
topic. There are some exceptional cases where participants will be required to use the hand-
outs while working in groups (this will be indicated in trainer’s notes). 
Feel free to make any necessary cuts or add things to the handouts according to your target
group’s needs.

2.3.2. AAccttiivviittiieess  aarree  pprraaccttiiccaall  eexxeerrcciisseess  composed of the following elements:

AAiimm((ss)) explain what the participants should learn from the activities. When organising group

work, always carefully consider the aims. You must think about how to achieve them.
TTaasskk((ss)) (for participants) are explanations of what the participants should do during each exer-
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cise. Most of the activities involve work in groups, but also other methods like individual work,

discussion, “brainstorming” or simulation.
NNoottee:: explain the aims, working method(s) and task(s) to the participants so that everyone
knows what to do and why they are doing it.

2.3.3. There are also ttrraaiinneerr’’ss  nnootteess  that serve as guidelines for the trainer. They are there to

help explain how to organise and run a given activity. Read them carefully when preparing

yourself for the seminar!

2.3.4. GGrroouupp  rreeppoorrttss - Most of the activities end with a group report. This should be brief and

the main points from the reports should be written on flip-chart paper or on OHP trans-

parencies (overhead projector). This will help underline the key points. If reports cover sev-

eral different points, you may wish to take up one point from each group at a time. When

groups report back, there will not be one answer. Agreement or differences may ensue. This

stage can be difficult to organise because your role is to steer the discussion and engage oth-

ers in providing feedback. Plan ahead, think about the aims! 

Always strive to:
11..  SShhaarree  eexxppeerriieenncceess  --  gguuiiddee  ppaarrttiicciippaannttss  ttoo  lleeaarrnn  ffrroomm  oonnee  aannootthheerr..  TTrryy  ttoo  bbuuiilldd  lliinnkkss  bbeettwweeeenn  

ppeeooppllee’’ss  eexxppeerriieenncceess  aanndd  iinnffoorrmmaattiioonn  ppaasssseedd  oonn  ttoo  tthheemm  dduurriinngg  tthhee  ccoouurrssee;;

22..  TTeesstt  aattttiittuuddeess  --  tthhee  aaiimm  iiss  aallwwaayyss  ttoo  tteesstt  aattttiittuuddeess  aaggaaiinnsstt  iinnffoorrmmaattiioonn  ggiivveenn  dduurriinngg  tthhee  

ccoouurrssee,,  tthhee  eexxppeerriieenncceess  ooff  ppaarrttiicciippaannttss,,  aanndd  ttrraaddee  uunniioonn  ppoolliiccyy..

33..  CCoommbbiinnee  eevveerryyoonnee’’ss  iiddeeaass  --  ppuutt  tthheemm  aallll  ttooggeetthheerr  aarroouunndd  tthhee  mmaaiinn  ppooiinnttss  ffrroomm  eeaacchh  ooff  tthhee  rreeppoorrttss..

44..  SSoollvvee  pprroobblleemmss  oorr  mmaakkee  ppllaannss  --  ffiinndd  oouutt  iiff  ffuurrtthheerr  ddiissccuussssiioonn  iiss  nneeeeddeedd  aanndd  cchheecckk  wwhheetthheerr  

tthhee  ppllaannss  wwiillll  wwoorrkk  ((uussee  tthhee  cchheecckklliisstt  iinncclluuddeedd  iinn  tthhee  mmaannuuaall))..

NNoottee:: Reporting back may take 20 or 30 minutes, depending on the number of groups and the
tasks. Make sure you tell the participants that each group will have only 3-5 minutes for report-
ing back and ask for concrete reports which will be to the point! Again, depending on the par-
ticipants and the aim, you may wish to consider shortening the reporting or make it more inter-
esting (in case all the small groups share the same task) by letting the first group present their
full report and asking the rest to present only those parts which were not covered in the first
report. Then move to the next group’s report in the same way.
Remember to make a summary! 

2.3.5. HHooww  ttoo  WWoorrkk  oonn  aa  GGiivveenn  TTooppiicc  - The structure of a working session is simple:

1. SShhoorrtt  iinnttrroodduuccttiioonn of the topic given by trainer (approximately 10 - 15 min.) - you may

wish to involve participants in this early stage by asking them, for example, to define some-

thing with you. You can use the handouts to guide you in preparing the presentations. 

Remember to use visual aids to illustrate your presentation (ex. Power Point presentation,

transparencies or posters, etc.)

IMPORTANT: Try to provide a short example/case study from your country for each ses-

sion in order to illustrate the key point (the message) of the session.

2. PPrraaccttiiccaall  eexxeerrcciisseess (one or more) - activities - their aim is to help participants practise

their new knowledge or skills. They are usually followed by reports during a plenary ses-

sion (see above under reporting).

3. Always remember to ssuumm  uupp  tthhee  ttooppiicc! You will find more guidance on this in the train-

er’s notes attached to the activities.

4. Remember to sshhooww  aapppprreecciiaattiioonn  ffoorr  ppaarrttiicciippaannttss’’  wwoorrkk - for example, applaud after the

group report, etc.
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5. Remember to uussee  iiccee--bbrreeaakkiinngg  aaccttiivviittiieess - they are not a waste of time! They help with

group integration; they release tensions, etc.

2.3.6. PPrraaccttiiccaall  rreemmaarrkkss

aa..  TTrraannssllaattiioonn  - it is important to keep the lay-out of the manual as it is in the original. Make

sure that all the handouts and activities are on separate pages. 

bb..  DDiissttrriibbuuttiioonn  ooff  tthhee  mmaatteerriiaall  dduurriinngg  tthhee  sseemmiinnaarr  - make sure that you have a copy of the

manual for each participant. DO NOT distribute the manual BEFORE the seminar in

form of a book! Keep all the copies with you (loose pages; photocopied on one side only).

You will need a table in a plenary room for the manuals. Lay them out separately and use

handouts one by one according to the programme of the seminar.

cc..  TTrraaiinniinngg  PPrrooggrraammmmee - attached at the end of the detailed Kit programme.

dd..  ““IIccee--bbrreeaakkiinngg””  aaccttiivviittiieess::  

We strongly suggest beginning with two such activities during the introductory session (of

course, if this Kit No. 1 is used for a separate one-day training):

11..  IInnttrroodduuccttiioonn  ooff  tthhee  ppaarrttiicciippaannttss::

Distribute papers and markers to everybody;

Ask the participants to draw a situation/person that/who influenced them to become

trade unionists;

Organise them into pairs;

Ask them to present their situation/person to their partner (one to another), also adding

their present position in the union, experience related to the seminar topic, etc;

Ask person “A” to present person “B’s” situation/person and vice versa.
22..  ““GGoollddeenn  RRuulleess””  ooff  tthhee  sseemmiinnaarr

Prepare a flip chart and a white board marker and write “Golden Rules” on the top.

Give a small introduction-”We will be working together for some time, we don’t know

each other, so to make our work easier, let’s think about a set of rules for everyone....”

Follow this by asking the participants to make a set of rules using a “brain-storming” ses-

sion. The trainer will write all the proposals and when the list is complete, read it one-

by-one and ask for everyone’s agreement (you can use voting by show of hands). 

What can be included? - Here are some examples: No smoking in the plenary room;

Be punctual; Stick to the subject; Switch off your mobile phones, etc.
33..  RReellaaxxiinngg  aaccttiivviittiieess  dduurriinngg  tthhee  sseemmiinnaarr  

During the seminar you may face different problems, from people being tired and loos-

ing concentration, to tension and frustration in the group. In order to make the atmos-

phere more relaxed you can ask the group: 

-  to sing a song (for example: ask all men during a break to prepare a song and sing it

before the next session for women and vice versa) 

- to make a “living sculpture” (divide participants into two groups during the break and

ask them to prepare a “sculpture” from their bodies which would show/express some-

thing connected to trade union movement/trade unionism. Ask them to perform it in front

of the other group which has to guess what it is about, then the second group goes) 

-  to recite a poem (ask during the break again if anyone knows a nice poem and could

recite it in front of the group), etc.

ee..  SSuuggggeessttiioonnss  ffoorr  ggrroouupp  ddiivviissiioonn

The examples below are designed for a group of 20 participants to be divided into 4 small-

er groups - if you have a different number of participants or if you want to have another

number of small groups - RECALCULATE accordingly!
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PPoossttccaarrdd  ppuuzzzzllee  
Cut 4 different postcards into 5 pieces each and mix the pieces in a bread basket/hat,

etc. Let the participants pick ONE piece each. Ask them to find their groups by putting

the “puzzle” together. Make sure that the postcards are quite different in colours/pat-

terns, etc. - otherwise the puzzle will take too long!
SSwweeeettss
Prepare 20 (wrapped in distinct colours) sweets: 4 different kinds at 5 pieces each. Mix

them in a bread basket/hat, etc. and let the participants pick ONE each.
CCoouunnttiinngg
Ask your participants to count: 1, 2, 3, 4 and again 1,2,3,4 .... (5 times in total) and all

“numbers 1” should form one group, “numbers 2” the second one, etc.
CCoolloouurr  ppaappeerrss

Prepare yourself 4 sets of small pieces of paper of different (4) colours. Mix them in a

bread basket/hat, etc. and let the participants pick ONE each. Each colour forms one

group.
PPiiccttuurree  ccaarrddss
Prepare 20 small “cards” - 4 sets of 5 cards. Each set of five should have the same pic-

ture on it; do for example 5 flowers, 5 birds, etc. 

ff..  AAddddiittiioonnaall  pprreeppaarraattiioonn::  make a list of the technical equipment and stationery that you

will use during the seminar (check the programme for these in the materials and equip-

ment column).

gg.. Check the ddiivviissiioonn  ooff  wwoorrkk  bbeettwweeeenn  ttrraaiinneerr  aanndd  ccoo--ttrraaiinneerr//ss.. Decide on your responsi-

bilities BEFORE the seminar (for more details see the attached training programme at the

end of the Kit).
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HANDOUT 1: Traditional Collective Bargaining

Collective bargaining serves a dduuaall  ppuurrppoossee..  IItt  pprroovviiddeess  aa  mmeeaannss  ooff  ddeetteerrmmiinniinngg  tthhee  wwaaggeess

aanndd  ccoonnddiittiioonnss  ooff  wwoorrkk  aappppllyyiinngg  ttoo  tthhee  ggrroouupp  ooff  wwoorrkkeerrss  ccoovveerreedd  bbyy  tthhee  eennssuuiinngg  aaggrreeee--

mmeenntt  tthhrroouugghh  ffrreeee  aanndd  vvoolluunnttaarryy  nneeggoottiiaattiioonnss  bbeettwweeeenn  tthhee  ttwwoo  iinnddeeppeennddeenntt  ppaarrttiieess  ccoonn--

cceerrnneedd.. It also enables employers and workers to define by agreement the rules governing their

relationship. These two aspects of the bargaining process are closely interrelated. 

Collective bargaining takes place between an employer, a group of employers or one or more

employers’ organisations on the one hand and one or more workers’ organisations on the

other. It may take place at many different levels, with one level sometimes complementing the

other: aa  uunniitt  wwiitthhiinn  aann  eenntteerrpprriissee,,  eenntteerrpprriissee  lleevveell,,  sseeccttoorraall,,  rreeggiioonnaall  aanndd  nnaattiioonnaall  lleevveell..

Collective bargaining can be aaddvvaannttaaggeeoouuss  ffoorr  bbootthh  wwoorrkkeerrss  aanndd  eemmppllooyyeerrss.. For workers, col-

lective bargaining, more so than individual employment relations, ensures adequate wages and

working conditions by providing them with a “collective voice”. It also allows them to influ-

ence personnel decisions and to achieve a fair distribution of gains from technological progress

and productivity increases. For employers, collective bargaining helps to stabilise industrial

relations by maintaining industrial peace that otherwise may be disrupted by labour unrest.

Through collective bargaining employers can also address the need for adjustment to facilitate

modernisation and restructuring. 

There are certain legal and structural pre-conditions for collective bargaining to function prop-

erly. The democratic foundations and the appropriate legal framework with which to ensure

independence and the effective participation of social partners are essential. The ratification

of the FFrreeeeddoomm  ooff  AAssssoocciiaattiioonn  aanndd  PPrrootteeccttiioonn  ooff  tthhee  RRiigghhtt  ttoo  OOrrggaanniissee  CCoonnvveennttiioonn,,  11994488  ((CC

8877))  aanndd  RRiigghhtt  ttoo  OOrrggaanniissee  aanndd  CCoolllleeccttiivvee  BBaarrggaaiinniinngg  CCoonnvveennttiioonn,,  11994499  ((CC  9988)), two of the

fundamental ILO Conventions, is essential to provide a legal basis. There are many other ILO

Conventions and Recommendations related to collective bargaining, which stipulate the rights

and principles of workers belonging to specific sectors. If there exists an eexxtteennssiioonn  mmeecchhaanniissmm,,

the coverage of collective agreements can be extended to those who are not directly involved

in collective bargaining. A proper enforcement mechanism (legal, regulatory or soft regula-

tions) is essential for collective agreements to become effective. As for structural and institu-

tional conditions, legitimate, strong, consistent and pragmatic workers’ and employers’ organ-

isations on equal footing facilitate fair negotiation and effective bargaining. 

The ILO is undertaking technical assistance and cooperation in many countries to build the

capacity of employers’ and workers’ organisations to engage in collective bargaining from

which both sides can benefit.

The ICFTU and WCL, the two global trade union confederations, are fully committed to the

promotion and strengthening of the social dialogue and collective bargaining at all the levels, as this

is the main tool for improving working and living conditions of all the workers and their families.
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HHAANNDDOOUUTT  22: The Importance of Registered Work

How do workers exercise their rights based on their work? If you get a job, you have no

evidence of your rights unless you have something in writing. If your employer does not

pay you, you can hardly win your case in court. 

IINNDDIIVVIIDDUUAALL  EEMMPPLLOOYYMMEENNTT  CCOONNTTRRAACCTT:: That is what the trade unions fought in

almost all the countries of the world to include in the labour legislation provisions, which

would obligate the employers to give to their employees a duly signed employment contract,

whether they have a “permanent”, a short-term employment contract, or whether they are

freelancers. That is why trade unions fight for each worker to receive proof of his or her

employment status. 

Where there is an employee-employer employment contract, the income earned (employ-

ment income) may be subject to statutory deductions such as income tax and different contri-

butions. But, it is on the basis of that that workers receive their regular pay cheque, social secu-

rity and health insurance rights and all the other benefits. 

In legally and socially regulated countries, both the company and the employee benefit from a

written pact that clearly sets out responsibilities and rewards for both sides.

NNOONN--RREEGGIISSTTEERREEDD  WWOORRKKEERRSS:: Workers whose work is not registered are the most vul-

nerable group because they depend completely on their bosses. They are a kind of  contem-

porary “slaves”. They usually agree to work without a contract only because they desperate-

ly need a job or because the employer convinces them they would get a higher salary if the

employer did not have to pay statutory taxes and contributions for them. 

It is a double criminal act: a violation of workers rights (for example, no social security contri-

butions are paid), and evasion of tax payment to the state budget. At the end of the day non-

registered workers help the informal economy to grow, and employers to earn money on the

basis of unfair competition and deceit. And corruption and bribery go hand in hand with tax

evasion and multiple exploitation and violation of workers rights. Who would want to live in

such a country?

Trade unions in all countries worldwide are faced with this problem, placing informal econo-

my and the organising of informal workers on the top of their priority agenda. If they do not,

it becomes dangerous for the union itself.

Contracted work is important. Getting a formal contract is a priority.

But, that is only a first step.

CCOOLLLLEECCTTIIVVEE  AAGGRREEEEMMEENNTTSS:: Employers usually argue that contractual relationships

between workers and their employer should be at an individual, one-to-one level. Most work-

ers realise, however, that there is no equality in status or bargaining position between the

employer and the individual on his or her own. A balance can only be achieved where the

workers interest is supported by collective organisation and representation. This does not

automatically imply conflict or adversarial relationships between workers and their employer.

On the contrary, a bbaallaannccee  ooff  iinnfflluueennccee  aanndd  ssttrreennggtthh can provide a more solid foundation for

partnership and co-operation within, or parallel to, the collective bargaining system.

CCoolllleeccttiivvee  bbaarrggaaiinniinngg  iiss  tthhee  pprroocceessss  bbyy  wwhhiicchh  wwoorrkkeerrss  ccoolllleeccttiivveellyy  nneeggoottiiaattee  aaggrreeeemmeennttss  wwiitthh

tthheeiirr  eemmppllooyyeerrss.. At the company level, collective bargaining takes place where workers are
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collectively organised in a trade union which negotiates on their behalf with a management

which recognises the union’s right to represent their members. The object of collective bar-

gaining is to conclude a collective agreement. The agreement may deal with pay and the other

working conditions and benefits or procedural arrangements governing the relationships

between workers and their management. The bargaining process is based on an understand-

ing that there are differing and often conflicting interests to be reconciled between the work-

force as wage earners and the employer as shareholder\owner. 

Trade unions worldwide still fight to make it binding for employers by law to accept collective

bargaining and negotiating as part of a regular social dialogue.

CCoolllleeccttiivvee  bbaarrggaaiinniinngg  iiss  oonnee  ooff  ttrraaddee  uunniioonn’’ss  mmoosstt  iimmppoorrttaanntt  ttaasskkss..  

In a way, it is a means of ensuring that workers receive an equitable share of the national prod-

uct.  Collective bargaining, however, is intended to be more than just an instrument with

which to improve workers’ material standard of living; its purpose is also to enhance the social

position of workers and to protect their health. The humanization of working conditions has,

therefore, long been part of all trade unions collective bargaining policy. Moreover, collective

agreements must ensure that workers are protected against arbitrary decisions by employers as

well as the negative effects of changes in technology.

TTrraaiinneerr’’ss  nnootteess::
As the issue of unregistered work is so important and at the same difficult for trade
unions, allow, after your presentation based on Handout 2, for a short discussion. Ask
participants about their opinion about it? Do they have any experience in trade union
dealing with unregistered work?
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A c t i v i t y  1
HH OO WW   DD OO   YY OO UU   NN EE GG OO TT II AA TT EE ??

Aims:
To find out HOW and WHAT to negotiate
To find out the general “rules” of collective
bargaining 
To become aware that workers interests
are not the same as the employers’

Methods:
Group work
Role play
Discussion

Tasks:
You will be preparing a role play (simula-
tion) based on the following information:
Imagine that in your company your trade
union and the employer agreed that there
would be collective bargaining; you have
already gone through all the initial proce-
dures foreseen by the law and now you are
ready to put your demands (trade union
side) on the table and the employer’s side is
ready to negotiate them.

TTaasskkss  ffoorr  tthhee  TTRRAADDEE  UUNNIIOONN  GGRROOUUPP
Working in your group, prepare for negoti-
ations by doing the following:
develop a LIST of DEMANDS (three main

points) - when the list is ready give it to the
employer’s representative (do not spend
more than 10 min. on that)
divide roles in your group (for example, the
main speaker, expert, etc.)
develop your strategy for negotiations
(arguments in support of your demands;
think also about the possible counter-argu-
ments the other side may use, etc.)
do the role play in the plenary room (you
will have 10 minutes in total for “perform-
ing” your role play together with the other
side)

TTaasskkss  ffoorr  tthhee  EEMMPPLLOOYYEERR’’SS  GGRROOUUPP
Working in your group, prepare for negoti-
ations by doing the following:
divide roles in your group (for example, the
main speaker, expert, etc.)
based on the received trade union list of
DEMANDS, develop your strategy for nego-
tiations (think about the arguments trade
unionists may use, try to find counter-argu-
ments, decide on the maximum of what
you can give, etc.)
Role play in plenary room (you will have 10
minutes in total for “performing” your role
play together with the other side)

TTiimmee::  4400  mmiinn..  ffoorr  pprreeppaarraattiioonn;;  1100  mmiinn..  ffoorr  
rroollee  ppllaayy
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TTrraaiinneerr’’ss  nnootteess::
General remark: this is an initial exercise - a warm up for the activities to follow, so there is no
need for long, detailed preparation on either side.
1. Divide your participants into two groups by distributing them small pieces of paper (with 

“trade union” written on one half of them, and “employer” on the other). If the group is a
large one, you can have two role plays (i.e. 2 trade union groups and 2 employers groups)

2. Explain the exercise in detail and show the groups their working space/rooms; explain the
time framework - 40 min. for group work, followed by a 10 min. role play. 

3. Make sure that the representative(s) of the trade union group(s) pass their list of demands 
to the employer’s group(s) on time (they should do it after 10 min.)

4. Arrange (if necessary) the plenary room to have space needed for the “negotiating table”
5. Let them act for 10 minutes max. (if you have two “role plays” - allocate more time!)
6. Open a guided discussion using the below questions: (you can write them in advance on a 

flip-chart or a white board to make them visible): 
- Does the agenda cover all the workers (who are not the winners)?
- The interests/needs (e.g. what else could you include on the negotiating agenda)?
- Are we satisfied with today’s collective bargaining contents?
- What can we do in order to improve it?

7. Remember to sum up the discussion by stressing the most important points from it and pay
special attention to the representation of women and gender-specific topics on the agenda. 
Comment on that!

Total time: max. 1 hour 20 min.; 40 min. for preparation, 10 min. (or 20 min.) for role play,
20 min. for evaluation of the role play and discussion.

1.

2.

3.

4.

5.

1.

2.



A c t i v i t y  2
WW HH AA TT   YY OO UU   HH AA VV EE   TT OO   DD OO
BB EE FF OO RR EE   LL AA UU NN CC HH II NN GG   
CC OO LL LL EE CC TT II VV EE   BB AA RR GG AA II NN II NN GG

Aims:
To realize that legislation/regulations/ inter-
national standards are useful, realistic and
pragmatic tools

Method:
Discussion

Task:
Discuss the provided checklist in the ple-
nary.

Time: 30 min.
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TTrraaiinneerr’’ss  nnootteess::
NNOOTTEE!!  Before the seminar you have to:
A. Add to the checklist below (Handout 3) your national LEGAL 

& INSTITUTIONAL FRAMEWORK for collective bargaining (point 5 on the checklist)
B. Check if your country has ratified the below listed ILO Conventions 

and other documents (for the ILO, visit: www.ilo.org/ilolex/)
C. Make sure that you have copies of all the listed documents 

(at least one copy for yourself)

IIff  yyoouu  ddoonn’’tt  pprreeppaarree  tthhiiss,,  yyoouu  ccaannnnoott  ccaarrrryy  oonn  wwiitthh  tthhee  ccoouurrssee!!

1. Distribute the below checklist to all participants (INCLUDING YOUR
NATIONAL PART!)

2. Explain that these are the pragmatic tools which participants can use
and that they actually cannot have successful negotiations without all this
information. Such checklists should be developed by confederations 
and sent out to all the affiliates.

3. Read the checklist - point by point. You can ask the participants to do it.
4. Subsequently, open the discussion on usage of all these documents

- the international and the national ones. 
TToottaall  ttiimmee:: 30 min. (max. 45 - depending on the discussion)
NNOOTTEE!! The checklist can become rather lengthy (when you add your national legislation), so
you may consider reading all the points and giving them to the participants as points of refer-
ence. As for the discussion - set your priorities.



HANDOUT 3 Checklist: What you have to do before launching
collective bargaining

What is the first thing that a trade unionist at the company level must do before trying to nego-

tiate his/her (first?) company level collective agreement:

CHECK the following:
II.. HHaass  yyoouurr  ccoouunnttrryy  rraattiiffiieedd  tthhee  ffoolllloowwiinngg  ccoonnvveennttiioonnss  ooff  tthhee  IInntteerrnnaattiioonnaall  LLaabboouurr  OOrrggaanniissaattiioonn  ((IILLOO))??

• Convention No. 87 (Freedom of Association and Protection of the Right to Organize, 1948)

• Convention No. 98 (Right to Organize and Collective Bargaining, 1949)

• Convention No. 111 (Discrimination (Employment and Occupation), 1958)

• Convention No. 100 (Equal Remuneration, 1951)

• Convention No. 156 (Workers with Family Responsibilities, 1981)

• Convention No. 122 (Employment Policy)

• Convention No. 142 (Human Resources Development, 1975)

• Convention No. 89 (Night Work (Women), 1948 and Protocol 1990)

• Convention No.  171 (Night Work, 1990)

• Convention No. 47 (Forty Hour Working Week, 1935)

• Convention No. 177 (Home Work, 1997)

• Convention No. 131 (Minimum Wage Fixing, 1979)

• Convention No. 183 (Maternity Protection. 2000)

• Convention No. 85 (Labour Inspection, 1945)

• Convention No. 102 (Social Security, 1952)

• Convention N0. 135 (Workers Representatives, 1971)

• Convention No. 144 (Tripartite Consultation, 1976)

• Convention No. 175 (Part Time, 1994)

• Convention No. 154 (Collective Bargaining, 1981)

IIII..  HHaass  yyoouurr  ccoouunnttrryy  rraattiiffiieedd  tthhee  rreevviisseedd  SSoocciiaall  CChhaarrtteerr  ooff  EEuurrooppee??

IIIIII..  WWhhiicchh  aaccttss  rreegguullaattee//iinncclluuddee  tthhee  rriigghhtt  oonn  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  aanndd  ssoocciiaall  ddiiaalloogguuee??

a. State Constitution

b. Labour legislation

c. Law on Trade Unions 

d. Law on Trade Union Representativity

e. Different laws and regulation for the sectors/branches (health care, railways, police, 

education, energy, etc.)

f. Any other special laws/regulations, which?

IIVV..  IIss  tthhee  rriigghhtt  ttoo  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  aanndd  ssoocciiaall  ddiiaalloogguuee//ssoocciiaall  ppaarrttnneerrsshhiipp  iinncclluuddeedd  

iinn  tthhee  ffoolllloowwiinngg  ppaappeerrss::  

a. National tripartite or bipartite agreements

b. Social pacts

c. Branch collective agreements (especially the one from your branch) 

d. Territorial bipartite or multipartite collective agreements (check the agreement 

for your county, region)

e. Collective agreements at the company level (check all the previous agreements in your

company, and find and evaluate agreements from similar companies from the same sector)

f. Company level books of regulation and similar papers

g. Internal books of regulations of the trade union to which you belong (to learn about 

the regular procedure in concluding collective agreements, organising strike, etc.)

h. Any other documents and papers related to collective bargaining? 

VV..  NNaattiioonnaall  lleeggaall  aanndd  iinnssttiittuuttiioonnaall  ffrraammeewwoorrkk  ffoorr  ccoolllleeccttiivvee  bbaarrggaaiinniinngg
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HANDOUT 4: Company Identity Card 

W hich categories of workers are the most vulnerable? How to recognise which work-

ers in your company are those whom you should take special care of? Who are those

who have special needs to be covered by collective agreements or the company policies?

As soon as you are elected trade union shop-steward in your company, you have to learn

about the members of the union in your company and their needs. Furthermore, you have to

collect all ppoossssiibbllee  ddaattaa  aabboouutt  AALLLL  EEMMPPLLOOYYEEEESS  iinn  yyoouurr  ccoommppaannyy, because the trade union-

ists have to negotiate for the benefit of all the workers.

Also, do not forget to investigate how many wwoorrkkeerrss  aarree  lliinnkkeedd  ttoo  yyoouurr  ccoommppaannyy, how many

of them are ssuubbccoonnttrraacctteedd  oorr  ddeeppeenndd  oonn  iitt. It might tell you where to collect the data and who

could be your possible partners in finding solutions.

HHooww  ccaann  yyoouu  ffiinndd  oouutt  wwhhaatt  tthhee  ““iiddeennttiittyy  ccaarrdd””  ooff  tthhee  ccoommppaannyy  eemmppllooyyeeeess  iiss??

Check with the human resources department; contact the health and safety department; col-

lect all possible data. Prepare a questionnaire and survey the employees, including questions

on their income, family and health. Prepare a PC programme which will help you archive and

systemise the data. 

WWHHAATT  YYOOUU  CCAANN  DDOO::

11..    CCoolllleecctt  tthhee  ddaattaa..

22..    SSeelleecctt  ggeennddeerr  sseennssiittiivvee  ddaattaa..  ((IIff  tthheerree  aarree  nnoott  aannyy,,  rreeqquueesstt  tthhee  iinnttrroodduuccttiioonn  ooff  ggeennddeerr  

rreellaatteedd  ssttaattiissttiiccss  aanndd  kkeeeeppiinngg  rreeccoorrddss))..

33..    SSyysstteemmaattiissee  tthhee  ddaattaa..  

44..    IIddeennttiiffyy  iinniittiiaall  iissssuueess  aanndd  pprroobblleemmss..  

55..    DDoo  nnoott  ffoorrggeett  ttoo  ccaarrrryy  oouutt  ggeennddeerr  aannaallyysseess::  ggeennddeerr  ddiiffffeerreenncceess  aanndd  ddiissppaarriittiieess  nneeeedd  

ttoo  bbee  ddiiaaggnnoosseedd..

66..    LLiisstt  aallll  mmoosstt  vvuullnneerraabbllee  ccaatteeggoorriieess  ooff  eemmppllooyyeeeess  iinn  yyoouurr  ccoommppaannyy..  

77..    CCoouunntt  tthheemm..  

88..    TTaallkk  ttoo  tthheemm..

99..    CCoonndduucctt  aa  ssuurrvveeyy..  AAsskk  aallll  tthhee  wwoorrkkeerrss  oorr  oonnllyy  ssoommee  ccaatteeggoorriieess  ooff  wwoorrkkeerrss,,  ttoo  ffiillll  iinn  

tthhee  qquueessttiioonnnnaaiirree  yyoouu  pprreeppaarree..

1100..    AAnnaallyyssee  tthheeiirr  ssppeecciiaall  iinntteerreessttss  aanndd  nneeeeddss..  

1111..    CCoonnttaacctt  eexxppeerrttss..  

1122..    OOrrggaanniissee  mmeeeettiinnggss  wwiitthh  tthheemm..

1133..    OOrrggaanniissee  aa  ddeebbaattee..

1144..    EEllaabboorraattee  aa  ssttrraatteeggiicc  ppllaann  

1155..    GGeett  tthheemm  iinnvvoollvveedd  iinn  tthhee  pprreeppaarriinngg  ooff  tthhee  nneeggoottiiaattiinngg  aaggeennddaa..

1166..    MMoottiivvaattee  yyoouurr  wwoorrkkmmaatteess..

1177..    MMaakkee  tthheemm  aaccttiivvee..  

1188..    MMaakkee  tthheemm  ttaakkee  ffuullll  ppaarrtt  iinn  tthhee  ddeecciissiioonn  mmaakkiinngg  pprroocceessss..

1199..    RRaaiissee  tthhee  lleevveell  ooff  aawwaarreenneessss  oonn  rreessppeeccttiivvee  iissssuueess..

2200..    IInnffoorrmm  aanndd  eedduuccaattee  ootthheerrss  oonn  rreessppeeccttiivvee  iissssuueess..
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2211..    PPrreeppaarree  ssppeecciiaall  iinnffoorrmmaattiioonn  ffoorr  tthhee  mmeemmbbeerrss  aanndd  eemmppllooyyeeeess..

2222..    PPrreeppaarree  ssoommee  iinnffoorrmmaattiioonn  aanndd  rreeppoorrttss  ffoorr  tthhee  eemmppllooyyeerr,,  sshhaarree  yyoouurr  ddaattaa  oonn  tthhee  ssiittuuaattiioonn

ooff  wwoorrkkeerrss,,  aanndd  eessppeecciiaallllyy  oonn  tthhee  pprroobblleemmss  ooff  tthhee  mmoosstt  vvuullnneerraabbllee  ccaatteeggoorriieess  aammoonngg  tthheemm..

2233..    IImmpprroovvee  tthhee  ddiiaalloogguuee  wwiitthh  tthhee  eemmppllooyyeerr..

2244..    EEnnggaaggee  iinn  ddiiaalloogguuee  wwiitthh  tthhee  llooccaall  ccoommmmuunniittyy..

2255..    CCoonnssiiddeerr  ppoossssiibbllee  ccooaalliittiioonnss  wwiitthh  ootthheerr  nneettwwoorrkkss//ggrroouuppss..

2266..    LLaauunncchh  ccaammppaaiiggnnss..

2277..    RReepprreesseenntt  tthheemm  tthhrroouugghh  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  aanndd  ssoocciiaall  ddiiaalloogguuee..

2288..    IInncclluuddee  tthheeiirr  nneeeeddss  iinn  yyoouurr  pprriioorriittyy  lliisstt  ffoorr  tthhee  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  aaggeennddaa..  

2299..    TTrryy  ttoo  iinnvvoollvvee  tthhee  ddeessiirreedd  iissssuueess  iinn  rreegguullaarr  ccoolllleeccttiivvee  nneeggoottiiaattiioonnss  ccaarrrriieedd  oouutt  bbyy  yyoouurr  

ttrraaddee  uunniioonn..

3300..    IIff  tthhiiss  ffaaiillss,,  ttrryy  ttoo  hhoolldd  sseeppaarraattee  nneeggoottiiaattiioonnss  aanndd  aacchhiieevvee  tthhee  ssiiggnniinngg  ooff  aa  ssppeecciiaall  aaggrreeeemmeenntt..

3311..    EEssttaabblliisshh  aaccccoouunnttaabbiilliittyy  mmeecchhaanniissmmss  ffoorr  mmoonniittoorriinngg  pprrooggrreessss..

3322..    TTrryy  ttoo  mmaakkee  aannaallyyssiiss  bbyy  sshhiiffttss,,  bbyy  pprrooffeessssiioonnss,,  bbyy  ppoossttss..

NNeeggoottiiaattee  336655  ddaayyss  ttoo  ffiinndd  ssoolluuttiioonnss  ttoo  tthheeiirr  pprroobblleemmss!!

If it does not seem realistic to cover all their needs and

interests, do not give up.

Launch a new round of negotiations. Seek possible solu-

tions to their specific problems through other policy docu-

ments or decision making agenda. Try to find partners

within the company first.
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Some 10% of the outsourced workers in Croatia

(estimated at less than ten thousand) are organ-

ised in the Republic Trade Union of Workers of

Croatia, established in 1990. Most of them work

for the “Eurest”/Compass Holding, a

London-based company, and for the

two Croatian companies, usually as

cleaning, maintenance and catering staff. 

Unfortunately, only those who were

previously employed by the Croatian

Telecom are still protected by the 3-

year social clause which covers them

by the unchanged collective agreement

and protects them against dismissal. 

“Eurest” tried to avoid the implementa-

tion of the collective agreement and

there were many disputes on the

health and safety provisions, working

time and shifts and payment of the

over-time work hours. Trade union

have thus far succeeded in resolving

the problems, threatening the manage-

ment by labour inspection and strike.

The union is not sure that they will

succeed to renew the collective agree-

ment when the 3-year clause expires.

CROATIA: REPRESENTING 
OUT-SOURCED WORKERS

Latvian Seafarers’ Union 
of Merchant Fleet

We have created a special computer program for our office use.

This program contains data of each member, i.e. each member

has his own personal card. The card details the following:

name, surname, father’s name; date of birth; nationality; Identity

Code; marital status; children (name, surname, date of birth);

education; home address, contact details; position; company;

membership card No, date of joining the union; notes.

When we open the program, we can find each member

either by company for which he/she works or worked when

he joined the union or by his surname (it suffices to type in the

first three letters). We also have a separate list of women-

union members and men-union members. We have a full

members list also. All the data in the program is very easy to

change (amend or delete, i.e. company, address, position,

marital status) if necessary.

Of course, we ensure the privacy of workers is protected and

the data are included only with the consent of the members,

making it available for use only to certain trade union officials.

LLAATTVVIIAA::  CCOOLLLLEECCTTIINNGG  DDAATTAA



A c t i v i t y  3
NN EE GG OO TT II AA TT II NN GG   FF OO RR
VV UU LL NN EE RR AA BB LL EE   WW OO RR KK EE RR SS

Aims:
-To realise the importance of recognition of
different “categories” of workers
-To learn how to negotiate on behalf of vul-
nerable workers

Method:
Discussion
Questionnaire (individual work)
Meta plan
Small group work

Tasks:
GGeenneerraall  rreemmaarrkk::  
PPlleeaassee  ppaayy  ssppeecciiaall  aatttteennttiioonn  ttoo  tthhee  GGEENNDDEERR

ddiimmeennssiioonn  ooff  tthhee  iissssuueess  ddiissccuusssseedd!!
Working individually please fill in the pro-
vided questionnaire and write your answers
separately on sticky notes (one category per
note); 
Working in your small group on given cate-
gory of vulnerable workers, please:
a/. list 3 typical problems they are facing;
b/. choose ONE of them, which could be
solved via collective bargaining
c/. and discuss and propose (in detail) the
trade union strategy for tackling the prob-
lem (how you could include it in negotiation
agenda, what arguments you would   use
to support your demand, etc.)
e/. ensure that you choose a person to pres-
ent your report in the plenary (use a flip-
chart and markers)

Time: total: 1h 40 min.
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TTrraaiinneerr’’ss  nnootteess::
1. Distribute the questionnaire below to all participants,

together with 3 sticky-notes. Ask them to read it 
carefully.

2. Then open a short discussion (10 min.) by asking 
if they have a trade union policy for these groups of 
vulnerable workers.

3. After the discussion, explain task no 1 and give 
them 3-5 min. to complete the questionnaire. Ask 
the participants to stick the sticky-notes on a flip-chart.

4. Group them (count the “scores”). Take 3 biggest 
groups and write them on the flip chart. 

5. Present the outcomes of the meta plan - read the 
chosen priorities/groups. It may happen that women 
do not appear, or are one of the last ones to be 
mentioned. Ask WHY? 

6. Divide the groups (by counting: 1,2,3) and explain task 
no 2; remind about the time: 35-40 min. for group work; 

7. Reporting on task no 2 - ask participants for concrete 
solutions as again you will have just max. 30 min.
for reporting and summary

8. To summarise, ask: “What have you learned?” (ask for 
short comments) as you have about 5 min.for that.

TTIIMMEE::    1 hour 40 minutes in total.
- Guided discussion - 10 min.
- Questionnaire - 5 min.
- Meta-plan - 10 min.
- Group work - 40 min.
- Reporting and summary 35 min.

1.

2.



QUESTIONNAIRE: VULNERABLE WORKERS

RREEMMEEMMBBEERR!!  

FFiirrsstt,, wwoommeenn  uussuuaallllyy  rreepprreesseenntt  tthhee  mmaajjoorriittyy  ooff  tthhee  aabboovvee  mmeennttiioonneedd  vvuullnneerraabbllee    ccaatteeggoorriieess
ooff  wwoorrkkeerrss,, and you have to develop an intersectional approach to find the best solutions

to resolve their problems. At the end of the day you will have a list with a mix of different

categories: e.g. elderly women with family responsibilities, working part time or with short-

term contracts. And you have to try to filter all the categories from the gender-main-

streamed point of view to make it easier to understand their problems. The discrimination

of women in the workplace is usually multiple; it does not come just in one “instance”.

SSeeccoonndd,, it would be good if you ccoolllleecctteedd  tthhee  ddaattaa  aabboouutt  aallll  tthhee  llooww--wwaaggee  wwoorrkkeerrss in your

company and analysed their workplaces, health and safety protection level, typical charac-

teristics of the group, their problems; try to understand what you could do to improve the

quality of their life and work.

TThhiirrdd,, do not state that your union ““ddooeess  nnoott  rreeffeerr  ttoo  sseeppaarraattee  ccaatteeggoorriieess  ooff  wwoorrkkeerrss  wwhheenn
nneeggoottiiaattiinngg  yyoouurr  ccoolllleeccttiivvee  aaggrreeeemmeennttss  aass  aallll  tthheessee  ccaatteeggoorriieess  aarree  aallrreeaaddyy  ffuullllyy  ccoovveerreedd  bbyy
pprroovviissiioonnss  ooff  oouurr  lleeggiissllaattiioonn  aanndd  ccoovveerreedd  bbyy  sseerriioouuss  ssoocciiaall  ddiiaalloogguuee,,  ssoo  uupp  ttoo  nnooww  tthheerree  hhaass
bbeeeenn  nnoo  rreeaall  nneeeedd  ttoo  ppaayy  ssppeecciiaall  aatttteennttiioonn  ttoo  tthhee  aabboovvee  mmeennttiioonneedd  ccaatteeggoorriieess  ooff  wwoorrkkeerrss””,,
as the majority of trade unions in the CEE and NIS region do. If you do not pay special

attention and collect data on the most vulnerable workers, and you do not make a special

effort to represent their special needs, you will fail in the most important part of your duty

as a trade unionist.
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A. Please read carefully.

B. Circle only 3 “categories” of workers you
consider the most vulnerable and in 
need of union representation:

11..      WWoommeenn

22..      SSiinnggllee  ppaarreennttss

33..      NNoonn--ppeerrmmaanneenntt  wwoorrkkeerrss;;  

sshhoorrtt--tteerrmm  wwoorrkkeerrss

44..      WWoorrkkeerrss  wwiitthh  ffaammiillyy  

rreessppoonnssiibbiilliittiieess

55..      EEllddeerrllyy  wwoorrkkeerrss

66..      PPaarrtt  ttiimmee  wwoorrkkeerrss

77..      SSeeaassoonnaall  wwoorrkkeerrss

88..      DDiissaabblleedd  wwoorrkkeerrss

99..      EEtthhnniicc  mmiinnoorriittiieess  wwoorrkkeerrss

1100..      YYoouunngg  wwoorrkkeerrss

1111..      IImmmmiiggrraannttss

1122..      DDoommeessttiicc  wwoorrkkeerrss

1133..      HHoommee  wwoorrkkeerrss

1144..      AAttyyppiiccaall  wwoorrkkeerrss,,  wwhhiicchh??

1155..      SSeeaassoonnaall  wwoorrkkeerrss

1166..      TTeellee--wwoorrkkeerrss

1177..      DDiissllooccaatteedd  wwoorrkkeerrss

1188..      OOuuttssoouurrcceedd  wwoorrkkeerrss

1199..      WWoorrkkeerrss  iinn  mmeeggaa--ssttoorreess

2200..      WWoorrkkeerrss  iinn  eexxppoorrtt--zzoonneess

2211..      SSuubbccoonnttrraacctteedd  wwoorrkkeerrss

2222..    IInnffoorrmmaall  wwoorrkkeerrss  ((ccooooppeerraattiinngg  wwiitthh  

tthhee  ccoommppaannyy))

2233..      TTeemmppoorraarryy  aaggeennccyy  wwoorrkkeerrss

2244..    WWoorrkkeerrss  ooff  ddiiffffeerreenntt  sseexxuuaall  

oorriieennttaattiioonn

2255..      UUnneemmppllooyyeedd

2266..  OOtthheerr:



HANDOUT 5: Women’s Committee/Group/Structure at
Company Level

It is very important to have a women’s committee at the company level. Such structures can

have different names in different countries, e.g.: women’s group, women’s board, women’s

council, etc. In some cases they constitute an important part of trade union structure, in other

- they can be organised ad hoc if there is a need for solving certain issues of interest to women

workers. For example, these can be organised during collective negotiations. 

11..      WWhhyy  hhaavvee  aa  wwoommeenn’’ss  ccoommmmiitttteeee??

to increase participation of women in our union

to encourage women to run for elected positions

to help build women’s rights in your workplace and in your community

to identify and work on issues of particular concern to women in your union

to gain equality and achieve our goals.

22      WWhhaatt  ccaann  aa  wwoommeenn’’ss  ccoommmmiitttteeee  ddoo??

HHeerree  aarree  ssoommee  iiddeeaass::
1. Attract women organised in your company to become members of their trade union 

women’s group;

2. Organise unorganised women in your company;

3. Keep track of members on a regular basis, with a specific number of useful data (foreign

languages, special skills, number and ages of children, marital status, profession, 

occupation, etc.)

4. Call regular meetings for the main/executive board of your women’s group and plan 

and prepare the items on the agenda as well as the materials for discussion and agreement;

5. Keep detailed notes/minutes of meetings, attendance, decisions;

6. Regularly inform the union leadership of meetings, conclusions, initiatives and overall 

activities of the women’s group;

7. Make annual and quarterly work plans for women’s groups;

8. Create a strong team of women’s interest groups, with recognisable specialisations for 

individual areas of work;

9. Involve as many interested female activists in the activities at the very top of the women’s 

interest group and co-opt the most active women in leadership;

10. Keep in touch with your territorial/branch women’s (equality) unit (department or person

responsible);

11. Draw up a list of women’s issues for collective agreements;

12. Make sure that women are part of negotiating teams and their voice is being heard;

13. Make sure that women are informed and take active part in ALL trade union activities;

14. Organise various women’s trade union meetings, round tables, panels, debates;

15. Work on the sensitivity of the public regarding certain hidden issues (e.g. sexual 

harassment of women);

16. Establish a women’s trade union club in cities on a given day of the week;
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17. Organise popular lectures for members and the greater public;

18. Celebrate various occasions;

19. Nominate your candidates for trade unions’ positions, for awards etc.;

20. Organise social events for women: outdoor trips, walks (sponsored or self-financed);

21. Other

33..  BBuuiillddiinngg  aann  aaccttiivvee  wwoommeenn’’ss  ccoommmmiitttteeee  --  CChheecckklliisstt

Obviously, having good committee members who are committed to the mission and goals of

the union is an important first step, but it is only a first step! The following are “tried and true”

strategies for building an active committee:

11..  HHaavvee  rreegguullaarr  aanndd  wweellll--ppllaannnneedd  ccoommmmiitttteeee  mmeeeettiinnggss..
Meetings should be called regularly; committee leadership should not just keep in touch with

each person separately. People need to see and feel that they are part of something big.

Committee should know well in advance the next meeting’s date, time and place. If possible, an

annual calendar of committee dates should be created. Each person should be called before a

meeting, to make sure she will be there. There should be a list of names and addresses and spe-

cial jobs or skills of committee members. Each member should be given a copy of meeting min-

utes which gives all group decisions. Minutes also serve as a reminder of job/task assignments.

Members should jointly determine what jobs need to be done, how they can best be done, and

who can do them best. Meetings should have agendas and be well planned. Remember, meet-

ings are for transacting business, making decisions, reviewing past work and planning.

22..  KKeeeepp  rreeccoorrddss
No one can keep it all in his/her head! There should be a list of members with names and up-

to-date addresses and phone numbers. Minutes or notes of jobs and decisions made should

be kept. A list of each person’s assignments should be kept up-to-date, along with a list of each

person’s skills.

33..  EEnnggaaggee  iinn  aa  ssttrraatteeggiicc  ppllaannnniinngg//wwoorrkk  ppllaann  ddeevveellooppmmeenntt  pprroocceessss
The committee needs to discuss and reach consensus about its goals and mission. It is also

important for the committee to develop a work plan, which details specific tasks, those

assigned to complete the tasks, and a time frame for completion.

44..  KKeeeepp  ccoommmmiitttteeee  mmeemmbbeerrss  mmoottiivvaatteedd  aanndd  aaccttiivvee
Members will take their cue from the standards set by the committee chairperson. Recognition

of accomplished goals and tasks is also a good motivator! The committee needs to be large

enough to accomplish its objectives. Overworked volunteers stop volunteering, and numbers

are needed to create group energy. Good work should be recognised!

55..  CCrreeaattee  aa  ssttrroonngg  tteeaamm
Members should be encouraged to help each other. Members who do not live up to the com-

mittee’s standards need guidance and support. The chair should speak to them, try to find the

problem, encourage them and offer them help. If necessary, work reassignments should be made.

66..  FFiinnaallllyy,,  aasssseessss  tthhee  ccoommmmiitttteeee’’ss  wwoorrkk  rreegguullaarrllyy  ttoo  eennssuurree  tthhaatt  iitt  iiss  iinn  kkeeeeppiinngg  wwiitthh  tthhee  uunniioonn’’ss
mmiissssiioonn  aanndd  ggooaallss..
Remember, committees are tools for the union to accomplish its mission and goals. Committees

are required to give reports and recommendations to the union’s leadership and/or member-

ship.

26 C O L L E C T I V E B A R G A I N I N G A T C O M P A N Y L E V E L

�



A c t i v i t y  4
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Aims: 
To discuss how your group/committee is
organised (or can be organised)
To discuss its role in the collective bargain-
ing process 

Method: Group work

Tasks:
GGrroouupp  AA::  IInn  ccaassee  yyoouu  HHAAVVEE  aa  WWoommeenn’’ss
CCoommmmiitttteeee::
In your group, discuss the following:
Using the provided checklist (Handout 5),
check how well you are organised. What is
missing? What changes should be imple-
mented?
Does your women’s committee have any
experience in collective bargaining? 
- If yes, what kind? (did you work on the
agenda (demands) or were involved in the
negotiations themselves? Etc.)

- If not, why not? Think what you should do
in order to take an active part in the collec-
tive bargaining process. 
Prepare a report to be presented in the ple-
nary session.

GGrroouupp  BB::  IInn  ccaassee  yyoouu  DDOO  NNOOTT  HHAAVVEE  aa
WWoommeenn’’ss  CCoommmmiitttteeee::
In your small working group discuss the fol-
lowing:
How would you organise a women’s com-
mittee in your company? (think about the
structure, in the context of the existing
trade union structure; and its main aims)
Write down arguments (supporting the
idea of establishing the committee) which
can be useful while presenting the proposal
in a trade union meeting.
What role could your committee play in col-
lective bargaining? 
Prepare a report to be presented in the ple-
nary session.

Time: 45 min.
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TTrraaiinneerr’’ss  nnootteess::
After your presentation based on Handout 5:
1. Ask participants if they have women’s committees in their enterprises. Count the answers 

in order to divide groups.
2. Divide participants into 2 groups according to the situation in their company. Those who 

have a women’s committee will work on tasks for group A, and those who do not have one 
- on tasks for group B. Of course, in case the groups are not even - for example   do not have
the committee - organise two groups for task “B” and one with tasks “A”, etc.

3. Explain the tasks and time (40 minutes) to the groups. Reporting on flip-chart.
TToottaall  ttiimmee::  depending on the number of reports (max 3): app. 1 hour 30 min.
(45 min. group work; 10 min. for each report; 10 min. summary)

1.

2.

3.

1.

2.

3.

4.



A c t i v i t y  5
WW HH AA TT   II SS   GG EE NN DD EE RR
MM AA II NN SS TT RR EE AA MM II NN GG ??

Aim:
- To understand gender and gender main-
streaming

Method: 
- Brain storming 

Task:
Working in plenary, try to define/describe:
GENDER
GENDER MAINSTREAMING

Time: 15 min.
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AA55

TTrraaiinneerr’’ss  nnootteess::
The aim of the exercise is to make sure that everybody understands the two terms: “gender”
and “gender mainstreaming”. So before your presentation:
1. Prepare two flipchart papers: on the first write GENDER on  the second GENDER 

MAINSTREAMING
2. Ask participants what comes to their mind when they hear “gender” - ask them for key

words and write them on the relevant poster. When there are no more comments, sum up
by reading the notes from the poster and give the definition of gender (below).

3. Ask participants how they understand the term “gender mainstreaming” - ask them for key 
words and write them on the relevant poster. When there are no more comments, sum up 
by reading the notes from the poster and give the definition of gender mainstreaming
(Handout 6)

4. Continue with your presentation of gender mainstreaming in collective bargaining (based 
on Handout 6)

DDeeffiinniittiioonn//eexxppllaannaattiioonn  ooff  GGEENNDDEERR::
GGeennddeerr  rreeffeerrss  ttoo  tthhee  ssoocciiaallllyy  ddeetteerrmmiinneedd  ddiiffffeerreenncceess  bbeettwweeeenn  wwoommeenn  aanndd  mmeenn  ssuucchh  aass  rroolleess,,
aattttiittuuddeess,,  bbeehhaavviioouurrss  aanndd  vvaalluueess..
Sex identifies the biological differences between women and men. While sex is genetically
determined, gender roles are learned, vary widely within and between cultures, and are thus
amenable to change over time.
Gender equality: equal rights, responsibilities and opportunities of women and men, girls and
boys. Gender equality is not just a “women’s issue”; it concerns men as well. Equality does not
mean that women and men will become the same, but that women’s and men’s rights,
responsibilities and opportunities will not depend on whether they are born male or female.
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HANDOUT 6: 
CHANGE OF AGENDA 1: What is Gender Mainstreaming?

The concept of gender mainstreaming was adopted as a new strategy by the UN 4th

Women’s Conference in Beijing in 1995. Within the European Union, the principle of

gender mainstreaming was first described in the 4th Action Programme on Equal

Opportunities in 1995 when it was stated that “gender relations should be taken into account

in every policy measures from the planning stage to the performance review”. The gender

mainstreaming principle was further reinforced in the 1996 Amsterdam Treaty when all

Member States in the European Union pledged to apply the principle. 

““MMaaiinnssttrreeaammiinngg  aa  ggeennddeerr  ppeerrssppeeccttiivvee  iiss  tthhee  pprroocceessss  ooff  aasssseessssiinngg  tthhee  iimmpplliiccaattiioonnss  ffoorr  wwoommeenn  aanndd

mmeenn  ooff  aannyy  ppllaannnneedd  aaccttiioonn,,  iinncclluuddiinngg  lleeggiissllaattiioonn,,  ppoolliicciieess  oorr  pprrooggrraammmmeess,,  iinn  aannyy  aarreeaa  aanndd  aatt  aallll

lleevveellss..  IItt  iiss  aa  ssttrraatteeggyy  ffoorr  mmaakkiinngg  tthhee  ccoonncceerrnnss  aanndd  eexxppeerriieenncceess  ooff  wwoommeenn  aass  wweellll  aass  ooff  mmeenn  aann

iinntteeggrraall  ppaarrtt  ooff  tthhee  ddeessiiggnn,,  iimmpplleemmeennttaattiioonn,,  mmoonniittoorriinngg  aanndd  eevvaalluuaattiioonn  ooff  ppoolliicciieess  aanndd  pprroo--

ggrraammmmeess  iinn  aallll  ppoolliittiiccaall,,  eeccoonnoommiicc  aanndd  ssoocciieettaall  sspphheerreess,,  ssoo  tthhaatt  wwoommeenn  aanndd  mmeenn  bbeenneeffiitt  eeqquuaall--

llyy,,  aanndd  iinneeqquuaalliittyy  iiss  nnoott  ppeerrppeettuuaatteedd..  TThhee  uullttiimmaattee  ggooaall  ooff  mmaaiinnssttrreeaammiinngg  iiss  ttoo  aacchhiieevvee  ggeennddeerr

eeqquuaalliittyy.. (July 1997 - UN Economic and Social Council (ECOSOC)
Mainstreaming includes gender-specific activities and affirmative action, whenever women or

men are in a particularly disadvantageous position. Gender-specific interventions can target

women exclusively, men and women together, or only men, to enable them to participate in

and benefit equally from development efforts. Gender specific measures are necessary tempo-

rary measures designed to combat the direct and indirect consequences of past discrimination.

Gender mainstreaming consists of the re-organisation of decision-making processes in all areas of

an organisation’s policy and work to take into account the existence of unequal gender relations.

The goal of gender mainstreaming is to ensure that all policies and activities of an organisation

take into account direct and indirect discrimination and promote equality treatment and oppor-

tunities between men and women and the equitable distribution of measures and benefits. 

HHooww  ddooeess  ggeennddeerr  mmaaiinnssttrreeaammiinngg  wwoorrkk  iinn  pprraaccttiiccee??

Gender mainstreaming consists of two main aspects:

1. the identification of the ways in which existing policies and decision-making processes with-

in any organisation are reflecting and reinforcing existing inequalities between men and women

2. the development of policies and practices to overcome these inequalities.

WWhhaatt  cchhaannggeess  wwiitthh  ggeennddeerr  mmaaiinnssttrreeaammiinngg??

When gender equality be-

comes a central policy objec-

tive of an organisation, many

common assumptions are

given a new perspective. The

gender mainstreaming policy is

replacing the traditional

women’s policy, which was

too narrow:

Source: PSI Policy on
Gender Mainstreaming
leaflet, January 2002
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For the trade union work at the company level, the principle of mainstreaming means ssyyss--

tteemmaattiicc  ccoonnssiiddeerraattiioonn  ooff  tthhee  ddiiffffeerreenncceess  bbeettwweeeenn  tthhee  ccoonnddiittiioonnss,,  ssiittuuaattiioonnss  aanndd  nneeeeddss  ooff

wwoommeenn  aanndd  mmeenn in all company policies and actions. It means that the trade union shop-

steward has to make ““ggeennddeerr  rree--cchheecckkiinngg”” of all the problems, issues, solutions, decisions,

recommendations, policies, measures etc. before making them formal or giving approval to

them.

Furthermore, gender mainstreaming involves not restricting efforts to promote equality to the

implementation of specific measures to help women, but mobilising all general policies and

measures specifically for the purpose of achieving equality by actively and openly taking into

account at the planning stage their possible effects on the respective situation of men and

women (gender perspective). This means systematically examining measures and policies and

taking into account such possible effects when defining and implementing them.

For the trade union representative, for example, it also means that he/she has to mmoonniittoorr  tthhee

lleevveell  ooff  rreepprreesseennttaattiioonn  ooff  wwoommeenn,, firstly, within the trade union unit, which sshhoouulldd  rreefflleecctt

tthhee  sshhaarree  ooff  wwoommeenn  iinn  tthhee  wwoorrkkffoorrccee.. Secondly, he/she should take care that in all negoti-

ating teams there is a ppaarriittyy  ooff  wwoommeenn,, as well as in all trade union delegations or the other

workers representation and participation bodies for which the trade union unit has right to

candidate or nominate representatives. Thirdly, it is not, of course, only about the repre-

sentation, but to observe that topics relevant for women workers are included in the agen-

da. 

““IIff  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  llaacckkss  aa  ggeennddeerr  ppeerrssppeeccttiivvee,,  iitt  iiss  vveerryy  lliikkeellyy  tthhaatt  aaggrreeeemmeennttss  wwiillll  iinnssttiittuu--
ttiioonnaalliissee  ddiissccrriimmiinnaattoorryy  pprraaccttiicceess,,  eennttrreenncchh  rraatthheerr  tthhaann  cchhaalllleennggee  ggeennddeerr  sseeggrreeggaattiioonn  ooff  wwoorrkk,,
aanndd  ooppeerraattee  oonn  aa  mmaallee  nnoorrmm  ooff  eemmppllooyymmeenntt,,  ttoo  tthhee  oobbvviioouuss  ddiissaaddvvaannttaaggee  ooff  wwoommeenn..””

How can we gender-mainstream trade union policies and programmes? How can we gen-

der-mainstream the collective bargaining process?
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TTrraaiinneerr’’ss  nnootteess::
After the presentation based on Handout 6, present also the main points from the below case
study “Europe: Equal opportunities and collective bargaining”. Explain shortly:
- job segregation
- gender pay gap
- reconciling work and family life
- sexual harassment/unfair treatment
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A c t i v i t y  6
GG EE NN DD EE RR   MM AA II NN SS TT RR EE AA MM II NN GG   II NN
CC OO LL LL EE CC TT II VV EE   BB AA RR GG AA II NN II NN GG   

Aims: 
- To learn more and become aware of job
segregation, gender pay gap, reconciling
work and family life and sexual harass-
ment/unfair treatment at work.
- To realise that collective bargaining with-
out a gender perspective may institution-
alise discriminatory practices

Method:
Work in small groups

Tasks:
Working in your group:
Read the allocated PART of the case study
Based on your topic from the text:
ggrroouupp  aa:: job segregation; 
ggrroouupp  bb:: gender pay gap; 
ggrroouupp  cc:: reconciling work and family life;
ggrroouupp  dd:: sexual harassment/unfair treatment
Think about examples from real life and share
them with the other participants in your group.
Discuss what the trade union policy for col-
lective bargaining in  this area should be
and make a list of your recommendations
Remember to select a person to report in
the plenary

Time: 40 min.

AA

TTrraaiinneerr’’ss  nnootteess::
1. Explain the tasks to the participants and distribute the below case study (as a whole) to all 

participants
2. Divide the participants into 4 groups (A, B, C, D - corresponding to the division of the case 

study) by distributing pieces of paper which will be marked as “A”, another as “B”, etc.
3. Tell each group where to go and remind them that they have 40 minutes to work. Also 

inform them about back-reporting (on flip-chart)
4. Reporting: ask them to be very concrete and precise in their answers - time for each report 

app. 7-8 minutes
5. Sum up by presenting some useful recommendations from the EIRO recommendations 

included after the case study - you can distribute it at the end of this session as a handout  
for the participants).

TToottaall  ttiimmee:: minimum 1 hour 30 min.

1.

2.

3.

4.
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The gender segregation of employment has

increased in many countries, mostly chang-

ing its face. Women in employment are fac-

ing new forms of job segregation - often due

to prejudices of new employers and man-

agers against women. While traditional

industrial segregation by gender seems on

the decrease, better positions now tend

more often to be occupied by men regard-

less of economic sectors. 

The newly emerging small private sector has

also begun to exercise a significant influence

on women’s employment. Most small busi-

nesses are run by men, not only because

women are traditionally less confident in

starting up their own firms, but also because

they are faced with discrimination in con-

nection with bank loans, treatment by the 

state ad-ministration, etc. In family firms

women often serve as bookkeepers or help

family members without any official status, a

role which can leave them in a precarious sit-

uation if the firm - or their family - should fail. 

Men have moved into private sector

employment, while women have remained

in public employment, especially services. In

all countries women’s share in the education

sector, for example, increased to 70-85%,

and a similar trend can be observed in the

fields of health and social care. Women’s

jobs in the public sector are paid lower than

private sector employment, and, what is the

worst, is that women are becoming increas-

ingly insecure under the pressure of public

sector reforms pushed by the international

financial institutions (IMF, World Bank).
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The European Foundation for the Improvement in Living and Working Conditions has conducted a five-year

research project on collective bargaining and equal opportunities in the EU, identifying and analysing agreements

with good potential for promoting equality, and exploring the process by which such agreements were reached.

The report, issued in 2002, stresses the value of collective bargaining - as a complement to legislation - in: achiev-

ing a more flexible and tailored (and more acceptable and workable) approach in the promotion of equality;

developing positive measures to promote equality rather than simply measures to counter discrimination; and giv-

ing women and men a voice in shaping their own working conditions, enabling them to define their own needs

and interests and to set their own priorities.

In the past five years, the report notes, there has been growing consensus in the EU about mainstreaming equal

opportunities within general policies. Since bargaining plays an important role in determining the terms and con-

ditions of employment for large numbers of citizens, it is therefore a key mechanism for mainstreaming equality in

employment. The equality potential of collective bargaining must be developed since, in its absence, bargaining

may serve to underpin inequalities. 

Examples of collective agreements with provisions that are potentially good for equality can be found, to a greater

or lesser extent, in all Member States. They can be found: in the public and private sectors; in manufacturing and

services; at sectoral and company level; and in branches with varying levels of female participation. This suggests

that tthheerree  aarree  nnoo  aarreeaass  wwhheerree  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  ccaannnnoott  bbee  uusseedd  ttoo  pprroommoottee  aanndd  ssttrreennggtthheenn  eeqquuaall  ooppppoorrttuunnii--

ttiieess,, although its use varies among and within the Member States.

The two key areas identified are tackling ggeennddeerr  ggaappss and rreeccoonncciilliinngg  wwoorrkk  aanndd  ffaammiillyy  lliiffee.. These accord with

areas of impact to aid the identification of good agreements - reducing pay inequality, narrowing the “gender hier-

archy”, breaking down horizontal segregation, and encouraging a more equal distribution of paid and unpaid

work between women and men. In addition, however, the research sought to identify agreements with the poten-

tial to change organisational cultures and structures.

C A S E  S T U D Y EE UU RR OO PP EE ::   EE qq uu aa ll   oo pp pp oo rr tt uu nn ii tt ii ee ss   aa nn dd   cc oo ll ll ee cc tt ii vv ee   bb aa rr gg aa ii nn ii nn gg   

HHOORRIIZZOONNTTAALL  AANNDD  VVEERRTTIICCAALL  SSEEGGRREEGGAATTIIOONN  
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TThhee  ddaattaa  oonn  ggeennddeerr  sseeggrreeggaattiioonn  iinn  eemmppllooyymmeenntt  ccoonnttrraaccttss  iinn  1155  EEUU  ccoouunnttrriieess  ccoonnffiirrmmss  tthhee  ffooll--

lloowwiinngg::  WWoommeenn  aarree  oovveerr--rreepprreesseenntteedd  iinn  ppaarrtt--ttiimmee  jjoobbss  iinn  aallll  ccoouunnttrriieess  ccoonnssiiddeerreedd,,  bbuutt  wwhhiillee

iinn  nnoorrtthheerrnn  EEuurrooppee  ssuucchh  aallllooccaattiioonn  rroouugghhllyy  rreefflleeccttss  wwoommeenn’’ss  pprreeffeerreenncceess  aanndd  tthheeiirr  nneeeedd  ttoo

ccoommbbiinnee  wwoorrkk  wwiitthh  cchhiilldd  ccaarree,,  iinn  ssoouutthheerrnn  EEuurrooppee  ppaarrtt--ttiimmee  jjoobbss  aarree  oofftteenn  iinnvvoolluunnttaarryy  aanndd

pprroovviiddee  ssiiggnniiffiiccaannttllyy  lloowweerr  jjoobb  ssaattiissffaaccttiioonn  tthhaann  ffuullllttiimmee  oonneess..  WWoommeenn  aarree  aallssoo  oovveerr--rreepprree--

sseenntteedd  iinn  ffiixxeedd--tteerrmm  ccoonnttrraaccttss  iinn  ssoouutthheerrnn  EEuurrooppee,,  aanndd  aaggaaiinn  tthhiiss  jjoobb  aallllooccaattiioonn  ccaannnnoott  bbee

eexxppllaaiinneedd  bbyy  pprreeffeerreenncceess  oorr  pprroodduuccttiivviittyy  ddiiffffeerreennttiiaallss  bbeettwweeeenn  tthhee  ttwwoo  ggeennddeerrss..  TThheerree  iiss  tthhuuss

aa  llaarrggeellyy  uunneexxppllaaiinneedd  rreessiidduuaall  iinn  tthhee  ggeennddeerr  jjoobb  aallllooccaattiioonn,,  wwhhiicchh  mmaayy  bbee  ccoonnssiisstteenntt  wwiitthh  ssoommee

ddeeggrreeee  ooff  ddiissccrriimmiinnaattiioonn  iinn  aa  ffeeww  ooff  tthhee  llaabboouurr  mmaarrkkeettss  ccoonnssiiddeerreedd,,  eessppeecciiaallllyy  iinn  ssoouutthheerrnn

EEuurrooppee.. (Various sources)

AA..  JJOOBB  SSEEGGRREEGGAATTIIOONN    - Collective agreements which address the issues of wwoommeenn’’ss

aacccceessss  ttoo  aanndd  pprrooggrreessss  iinn  jjoobbss  aanndd  sseexx  sseeggrreeggaattiioonn in the workforce, focus on three, often over-

lapping aspects - recruitment, promotion and training.

1. On rreeccrruuiittmmeenntt aanndd  sseelleeccttiioonn, features of the good agreements analysed include:

••    eelliimmiinnaattiioonn  ooff  sseexx  sstteerreeoottyyppiinngg  iinn  jjoobb  ddeessccrriippttiioonnss  aanndd  aaddvveerrttiisseemmeennttss;;  

••    ooppppoorrttuunniittiieess  ttoo  ccoommbbiinnee  wwoorrkk  aanndd  ccaarriinngg  aanndd  ttoo  wwoorrkk  ppaarrtt  ttiimmee;;  

••    rreemmoovviinngg  oorr  rraaiissiinngg  aaggee  lliimmiittss  aanndd  eelliimmiinnaattiinngg  ddiissccrriimmiinnaattoorryy  rreeqquueessttss  ffoorr  iinnffoorrmmaattiioonn;;  

••    cchheecckkiinngg  ffoorr  ssuuiittaabbllee  iinntteerrnnaall  ccaannddiiddaatteess;;  

••    ppoossiittiivvee  aaccttiioonn  rreeccrruuiittmmeenntt  aaddvveerrttiissiinngg  ((eennccoouurraaggiinngg  aapppplliiccaattiioonnss  ffrroomm  tthhee  uunnddeerr--

rreepprreesseenntteedd  sseexx));;  

••    sseettttiinngg  rreeccrruuiittmmeenntt  ttaarrggeettss;;  aanndd  

••    sseettttiinngg  rreeccrruuiittmmeenntt  ttaarrggeettss;;  aanndd  iinnvviittiinngg  aallll  ffeemmaallee  ccaannddiiddaatteess  ffoorr  iinntteerrvviieeww  oorr  ppuuttttiinngg  ffeemmaallee

ccaannddiiddaatteess  oonn  sshhoorrttlliissttss  ffoorr  jjoobbss  iinn  wwhhiicchh  tthheeyy  aarree  uunnddeerr--rreepprreesseenntteedd,,  aatt  lleeaasstt  iinn  pprrooppoorrttiioonn  

ttoo  tthhee  nnuummbbeerr  ooff  wwoommeenn  aammoonngg  aapppplliiccaannttss..

The agreements analysed, in this EIRO research, cover:

••    ssttuuddyyiinngg  tthhee  wwoorrkkffoorrccee’’ss  sseexx  ccoommppoossiittiioonn;;  

••    iiddeennttiiffyyiinngg  oobbssttaacclleess  ttoo  tthhee  pprroommoottiioonn  ooff  wwoommeenn;;  aanndd  

••    mmaappppiinngg  ccaarreeeerr  ppaatthhss  ttoo  ffaacciilliittaattee  wwoommeenn’’  aacccceessss  ttoo  hhiigghheerr  ppoossttss..

2. Another instrument which can be used to tackle gender segregation is pprroommoottiioonn  ppoolliiccyy.

Targets for the promotion of women range from achieving an equal balance of the sexes at  

all hierarchical levels to defining possible proportions in selected departments for selected

groups of positions. Measures to achieve the targets include:

••    ggeennddeerr--sseennssiittiivvee  pprroommoottiioonn  ccrriitteerriiaa;;  

••    pprreeffeerreennttiiaall  ttrreeaattmmeenntt  ooff  wwoommeenn;;  

••    pprroommoottiioonnaall  ppoooollss;;  

••    eennccoouurraaggiinngg  wwoommeenn;;  aanndd  

••    iinncceennttiivveess  ffoorr  ddeeppaarrttmmeennttss  ttoo  aacchhiieevvee  ttaarrggeettss..  

3. The research also found that agreements which provide for ttrraaiinniinngg can help women

progress within organisations and break down gender segregation. Such agreements cover:

••    eeqquuaall  oorr  pprreeffeerreennttiiaall  aacccceessss  ttoo  ttrraaiinniinngg  aanndd  wwoorrkk  eexxppeerriieennccee;;  

••    ssppeecciiaall  ttrraaiinniinngg  ((ee..gg..  eennaabblliinngg  wwoommeenn  ttoo  aaccqquuiirree  ““mmaallee””  sskkiillllss  aanndd  ffoorr  mmaannaaggeerrss  aanndd  ootthheerrss

iinn  eeqquuaall  ooppppoorrttuunniittiieess  aawwaarreenneessss));;  

••    ttrraaiinniinngg  ffuunnddss  aanndd  ppllaacceess  rreesseerrvveedd  ffoorr  wwoommeenn;;  aanndd  

••    aarrrraannggeemmeennttss  ffoorr  ccaarree  ffaacciilliittiieess  dduurriinngg  ttrraaiinniinngg..    (Source: EIRO web-site)



BB..  GGEENNDDEERR  PPAAYY  GGAAPP      - The EU has a long tradition of regulating equal pay for women

and men. Nevertheless, ggeennddeerr  ppaayy  ggaappss persist. This is due partly to labour market segmen-

tation processes, which, for example, encourage women to re-enter the labour market into

low paid jobs, and partly to the undervaluing of traditional women’s jobs. OOnn  aavveerraaggee,,  wwoommeenn

ssttiillll  eeaarrnn  2200%%  lleessss  tthhaann  mmeenn.. Pay differences exist to differing degrees in all Member States, in

both manufacturing and services. However, the pay gap tends to be narrower in countries

with strong statutory protection - where there is, for example, a minimum wage and/or cen-

tralised wage fixing (e.g. Sweden, Denmark and France) - than in countries which have tra-

ditionally not had such features (e.g. the UK and Ireland).

It follows that the way in which the gender pay gap is best tackled varies according to the

national context. However, pay determination is a central component of collective bargaining,

and if an equal opportunities perspective is not incorporated into agreements, gender gaps will

be (re)institutionalised by bargaining.

In the CEE and NIS countries, pprriioorr  ttoo  11998899,,  aavveerraaggee  ffeemmaallee  wwaaggeess  wweerree  2200--2255%%  lloowweerr  tthhaann

mmeenn’’ss.. The differences were due to occupational segregation in less paid sectors and lower

positions in the economy, but there was also an element of discrimination. After the fall of the

Berlin Wall, the data from some countries suggests that tthhee  wwaaggee  ggaapp  mmaayy  hhaavvee  iinnccrreeaasseedd.. In

1997 women’s wages in Russia were estimated at only about 55% of male wages as compared

to about 70% in 1989 (NHDR 1999). The opening of the gender gap is partly explained by

growing wage differentiation in favour of male dominated industries and better job opportu-

nities for men in the private sector. 

It is important ttoo  rreevveeaall  aannyy  iinnvviissiibbllee  ddiissccrriimmiinnaattiioonn  iinn  aa  ccoolllleeccttiivvee  aaggrreeeemmeenntt by looking at the

context within which it will be implemented. This context (e.g. organisational or sectoral) is gen-

erally one of labour market segregation by employment forms, combined with sex segregation. 

Consequently, it is necessary to ask: Who are the workers in the various categories of the
agreement? Who is left outside the scope of the agreement (e.g. employees in flexible and
part-time jobs)? Who in practice receives the different benefits negotiated?

More positively formulated, bargaining can help remove discrimination, for example by ensur-

ing transparency, the review of pay structures and the development of gender-neutral job eval-

uation schemes. The undervaluing of traditional women’s work could thus be addressed.

Other possibilities are a systematic re-evaluation of work traditionally done by women, and

using equality supplements to balance out discriminatory tendencies in the wage-fixing process.

It is evident from the table (below)  that in all the surveyed countries, the average salaries of

women are significantly lower than

the average salaries of men, by as

much as 13.3% (Bosnia-Herzego-

vina), and as high as 27% (Estonia). In

the 12 countries in which the data

was collected, the average salary of

women is 8866..77%%  ooff  tthhee  aavveerraaggee  ssaallaarryy

ooff  mmeenn at best, while in the worst

case, it is only 63%. We may con-

clude that women are incomplete

workers as they are not valued equal-

ly on the labour market.
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Source: CEE & NIS ICFTU Women’s
Network survey,  April 2002
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CC..  RREECCOONNCCIILLIINNGG  WWOORRKK  AANNDD  FFAAMMIILLYY  LLIIFFEE      -- The ability to combine paid work and

family life is important for male and female employees at different stages of life, not only with

regard to childcare, but also care for elderly relatives. To improve the possibilities for reconcil-

ing work and family life, it is important to point to the desirability of ““ffaammiillyy--ffrriieennddllyy””  ppoolliicciieess

such as career breaks, parental leave facilities, possibilities for part-time working, and flexible

working time. Opportunities for care time (e.g. parental leave, care leave or part-time work) in

combination with care services (childcare and elderly care facilities) would give employees the

possibility to choose an arrangement which fits best with their individual needs or situation.

Provisions relating to the reconciliation of work and family life must be available equally to

women and men. Otherwise the traditional unequal distribution of family work would be rein-

forced and constitute a barrier to equal opportunities in paid employment. Some agreements

aim to encourage the take-up of provisions by men - for example, full pay for parental leave.

The research identified many examples of agreements with leave facilities that go beyond the

legal minimum standards. Good examples were also found of agreements where the social

partners provide for childcare facilities, sometimes in cooperation with national or local gov-

ernment or non-governmental organisations.

The main areas touched on are:

• training measures during parental leave and in relation to reintegration into employment; 

• ways of maintaining contact while on leave; and 

• building up seniority and social security rights during periods of leave. 

Independent Trade Union “Solidarnost” (affiliated to the ITUC), organises employees in the State Financial Agency of Croatia

among whom women make the majority at 76%. For this reason, they paid considerable attention to the issues of reconcilia-

tion of work and family issues in the bargaining agenda. 57% of the bargaining team which succesfully concluded such an

agreement were men!

• establishment of a charity foundation (financed by the union and the employer) aimed at providing assistance 

to ill workers and workers with families in difficult social conditions;

• the employer can not dislocate to a distance exceeding 50 kilometres the following categories of workers: 

pregnant workers, mothers of children under 7, workers with disabilities, single parents and parents of children

with disabilities; these categories of workers can not be requested to work longer than the regular working  hours;

• pregnant workers can not be requested to perform their jobs while standing during their full working hours;

• in case the employer decides to transfer a male worker over 60 or a female worker over 55 to another job with 

lower wages, he/she will continue receiving their previous wage until completing 65 (male) or 60 (female) years

of age (when they can fully retire according to the recent legislation);

• the following categories of workers may not be dismissed: pregnant workers; parents on parental leave; 

workers temporarily unable to work due to illness; single parents or adoptive parents with children under 7; 

parents or adoptive parents with three or more children; parents of a child with special needs;

• disabled workers enjoy special protection regarding dismissals, change of workplace etc., and they receive an

annual bonus (2,500 HRK= app.    340);

• fathers have the right to 5 days of paid leave for childbirth;

• parents or adoptive parents of a child under 15 years of age have 3 extra days of annual leave;

• every worker when having a child, born or adopted, receives a bonus of 5,000 HRK (app.  670) per child;

• workers who take parental leave, especially women, have the right to free of charge training, postgraduate

courses or any other courses related to their job in order to allow them to adapt to their job once they return

from maternity leave;

• women are protected against discrimination and sexual harassment and the employer has the responsibility to

guarantee such an environment; a worker has the right to cease work and file a case in court in case of

discrimination or harassment, while the employer is obliged to pay him/her a full salary during the period 

during which the case is being resolved.

C A S E  S T U D Y “ S o l i d a r i t y ”  f o r  C h a r i t y



DD..  SSEEXXUUAALL  HHAARRRRAASSMMEENNTT//UUNNFFAAIIRR  TTRREEAATTMMEENNTT      --  Modernising organisations is

also directed at adapting organisational cultures to accommodate a diversity of employees. To

attract women to higher positions and to technical sectors, a safe and hhoossppiittaabbllee  wwoorrkkiinngg  eennvvii--

rroonnmmeenntt  mmuusstt  bbee  ccrreeaatteedd.. Too often, organisational cultures are unfriendly or even hostile to

female employees. Sexual harassment and unfair treatment are not isolated phenomena affect-

ing only individual women, as seen in the fact that research indicates that iinn  oonnee  yyeeaarr  33%%  ((22

mmiilllliioonn))  ooff  tthhee  wwoommeenn  iinn  tthhee  EEUU  hhaadd  bbeeeenn  ssuubbjjeecctteedd  ttoo  sseexxuuaall  hhaarraassssmmeenntt.. Health disorders,

loss of production and resignation are more likely to occur in this situation, making sexual

harassment both an equality and efficiency issue.

In the research, different examples were found of collective agreements with provisions to

combat sexual harassment and other kinds of intimidation. 

Agreements include:
••  aa  cclleeaarr,,  ccoonntteexxttuuaall  ddeeffiinniittiioonn  ooff  sseexxuuaall  hhaarraassssmmeenntt;;  

••  ddeettaaiilleedd  pprroovviissiioonnss  oonn  pprreevveennttaattiivvee  mmeeaassuurreess;;  

••  aa  ccoommppllaaiinnttss  pprroocceedduurree  aanndd  ccoommppllaaiinnttss  ooffffiicceerr;;  

••  pprrootteeccttiioonn  aanndd  ssuuppppoorrtt  ffoorr  hhaarraasssseedd  eemmppllooyyeeeess;;  

••  ssaannccttiioonnss  ffoorr  tthhoossee  ffoouunndd  gguuiillttyy  ooff  hhaarraassssmmeenntt;;  aanndd  

••  ssuuppppoorrttiivvee  iinniittiiaattiivveess  ssuucchh  aass  ssppeecciiaall  ttrraaiinniinngg  pprrooggrraammmmeess,,  ddeessiiggnneedd  ttoo  rraaiissee  aawwaarreenneessss  ooff    

tthhee  iissssuuee  aanndd  ttoo  eeqquuiipp  tthhoossee  ggiivveenn  rreessppoonnssiibbiilliittyy  ffoorr  ooppeerraattiinngg  tthhee  pprroocceedduurreess..  

Some agreements distinguish between harassment from superiors and from others and regard

sexual harassment that takes place in the context of a hierarchical workplace relationship as

particularly grave.
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Agreement between the British Printing Industries

Federation and the Graphical, Printing and Media

Union (GPMU) in 1991 led to the issuing of guidelines

for dealing with sexual harassment at work covering all

member companies and all employ-

ees. The guidelines define sexual

harassment and place a duty on all

employees to adhere to them and on

management to take responsibility to

prevent sexual harassment. The

guidelines also provide for advice,

support and counselling to be pro-

vided confidentially to complainants

and procedures for dealing with per-

petuators of harassment are laid

down.

GREAT BRITAIN: GUIDELINES FOR 
DEALING WITH SEXUAL HARASSMENT

TThhee  ccoolllleeccttiivvee  aaggrreeeemmeenntt  nneeggoottiiaatteedd  ffoorr  tthhee

mmeettaall--pprriinnttiinngg  sseeccttoorr  iinn  CCaattaalloonniiaa,,  SSppaaiinn,,  ffoorr

11999966--11999977  ccoonnttaaiinneedd  aa  ccoommpprreehheennssiivvee  aaggrreeee--

mmeenntt  ccoovveerriinngg  sseexxuuaall  hhaarraassssmmeenntt,,  lliinnkkeedd  ttoo

tthhee  pprriinncciippllee  ooff  eeqquuaalliittyy  aanndd  nnoonn--ddiissccrriimmiinnaa--

ttiioonn..  TThhee  aaggrreeeemmeenntt  pprroovviiddeess  aa  cclleeaarr  ddeeffiinnii--

ttiioonn  ooff  sseexxuuaall  hhaarraassssmmeenntt  aanndd  oouuttlliinneess  rreessppoonn--

ssiibbiilliittiieess  ddeeaalliinngg  wwiitthh  mmiissccoonndduucctt  tthhrroouugghh  ddiiss--

cciipplliinnaarryy  mmeeaassuurreess..

SPAIN: DISCIPLINARY MEASURES
IN COLLECTIVE AGREEMENT

Source: Equal Opportunities and
Collective Bargaining in Europe, back-
ground briefing paper by Dr Jane
Pillinger
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HANDOUT 7: Recommendations for the Promotion of Equality
Bargaining

The below listed recommendations are the outcomes of the previously used case study

(EIRO - research report from 2002 on equal opportunities in collective bargaining). If

your union is from the country which is not an EU member, still you can use it as a reminder.

Which factors can encourage the use of collective bargaining as an instrument for strength-

ening and mainstreaming equal opportunities, and offer some suggestions for action? To

whom would such recommendations for future action be addressed: the first, to the social

partners and, in the second, to national and supra-national authorities which are in a position

to request, stimulate and/or facilitate action by the social partners. The recommendations are

as follows.

AA..    SSOOCCIIAALL  PPAARRTTNNEERRSS  ((AATT  TTHHEE  AAPPPPRROOPPRRIIAATTEE  LLEEVVEELLSS))  SSHHOOUULLDD::  

1. Improve their expertise on equality issues by establishing equality officers or expertise

centres within their organisations at national, sectoral and/or company level. 

2. Take positive action to ensure women’s proper representation within their organisations and

to improve women’s participation in the bargaining process both in terms of quantity 

(increasing the number) and quality (increasing women’s influence). 

3. Develop equality guidelines or manuals for their negotiators, to promote equality on the 

bargaining agenda and to help mainstream equality in all agenda items. 

4.  Provide training to develop equality awareness of negotiators. 

5. Develop an equal opportunities scan as an instrument for gender-proofing collective 

agreements. 

6. Ensure that agreements include provisions for implementation and monitoring of equality

measures. 

7. Set up joint equality bodies on national, sectoral or company level with responsibility for

overseeing the implementation and elaboration of equality provisions. 

8. Conclude general framework agreements on equality issues, at European, sectoral and

national level, as appropriate, to tackle, for example, the gender pay gap or sexual harassment.

9. In order to integrate an equality perspective in all collective bargaining, focus, for example, 

on the creation of good quality new jobs and on the inclusion of flexible and part-time 

workers in all collective arrangements. 

BB..    AACCTTIIOONN  BBYY  OOTTHHEERRSS::  

• National governments should seek to utilise (or establish) mechanisms to disseminate good

practice in equality bargaining, for example by stimulating national expertise centres and

expert groups and by ensuring that attention is paid to equality in the administrative 

collection and review of agreements. 

• National Action Plans should report at least on quantitative developments on the decrease 

of the pay gap between the sexes, changes in horizontal and vertical sex segregation and the

increase of female negotiators in collective bargaining. 

• National governments should develop equality legislation and review how new and 

existing equality legislation requires action by the social partners, and facilitate and monitor

such action. 

• National governments should ensure action by the social partners to promote collective 

bargaining includes an equality dimension. 

• The European Commission should maintain a database on the results of equality 

bargaining throughout the EU
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HANDOUT 8
CHANGE OF AGENDA 2: Workers with family responsibilities
- Family friendly collective agreements

In the past collective bargaining was largely confined to wages and hours of work. Today,

collective bargaining covers a much broader agenda, encompassing such things as pensions,

health and safety, equality of opportunity, training and personal development, and consulta-

tion on participative arrangements.   Collective agreements usually stipulate procedures for

dealing with grievances and disciplinary matters. More than ever before, collective bargaining

takes into account the competitive pressures faced by a company and related issues involving

rationalisation, restructuring and new technology. 

Because national collective agreements today cover mostly pay and hours of work, negotia-

tions at company level have tended to extend into the non-pay area more and more.

Frequently, the emphasis is on developing a strategy and culture which combines employers’

needs for greater competitivity and innovation with workers’ desire for improved conditions

and a better workplace environment.  

In AAUUSSTTRRIIAA  collective agreements may be concluded at national, regional or branch level. In

addition to that, there are general collective agreements governing certain social rights of all

employees (e.g. minimum holiday or reduction of working time).

Collective agreements regulate:

• wages and salaries

• additional pay for overtime

• holiday pay and Christmas allowance

• working time and leisure (e.g. December 24th and 31st)

• protective regulations in case of dismissal

• extra-pay, bonuses, travel and daily allowances

• credits for unpaid leave periods

• approved leave for special occasions (move, wedding, case of death, etc.)

In FFIINNLLAANNDD the Metalworkers Union national collective agreements stipulate the minimum

terms of employment to which the employee is entitled. 

Agreements cover for example the following: 

• minimum levels of pay

• recommendations for the payroll system 

• working hours (36.4 hours per week on average)

• pay during sick leave and maternity leave

• overtime and overtime pay

• pay entitlements for national holidays

• annual holiday and holiday pay

• rights of the shop steward

In PPOOLLAANNDD collective agreements usually have the following content:

• remuneration - e.g. components of the remuneration package and their value, principles 

governing the extension of assorted payments and bonuses and retirement/disability severance; 

• employment conditions and especially working time - e.g. the rules for various working time 

systems, schedules, and settlement periods; and 

• recreational leave. 

Issues relating to the fostering of a healthy and safe working environment and to cooperation

with trade union organisations received less attention. A frequent feature of collective agree-

38 C O L L E C T I V E B A R G A I N I N G A T C O M P A N Y L E V E L

HH88



39 C O L L E C T I V E B A R G A I N I N G A T C O M P A N Y L E V E L

ments was provisions concerning in-house social benefits funds - most such provisions, how-

ever, provided for reduction of the fund’s commitments or for its total abolition.

GGRREEEECCEE:: The collective agreement for accountants in private commerce, industry and serv-

ices provides that employees with children up to the age of 16 may take five days’ paid leave

per year to monitor their children’s school progress and six days unpaid leave for exceptional

domestic problems. Either partner may opt to work reduced hours to care for a child.

BBEELLGGIIUUMM:: An agreement concluded in the National Labour Council provides a right to

unpaid leave of up to 10 days per year for urgent reasons: illness, accident or hospitalisation

of a person living under the same roof, or a parent or close relation.

SSWWEEDDEENN:: A 1995 agreement in insurance provides for a review of employees’ salaries after

a return to work following full-time parental leave, to address the fact that returners’ salaries

tended to lag behind those of fellow employees.

IIRREELLAANNDD::  The broadcasting authority, in conjunction with unions, created a childcare coop-

erative - an on-site crËche - in 1987. The employer bears the cost of the building and main-

tenance. An overall management committee works in conjunction with an operational com-

mittee elected by parents whose children attend the crËche.

NNEETTHHEERRLLAANNDDSS::  An agreement in medical insurance provides for the employer to invest

0.4% of paybill in childcare provision, in the context of the government subsidising childcare

places together with places financed by employers.

PPOORRTTUUGGAALL:: An agreement in the Post Office entitles employees with children under the age

of 12, and those responsible for disabled family members, to work part time. In banking,

employees are entitled to part-time work to care for children under 12. A 1996 agreement in

the paper and cardboard industry entitles parents with children under 12 to work on a

reduced or flexible timetable.
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ZSSS Equal Opportunities Committee draft-

ed 11 articles which should be part and par-

cel of every branch collective agreement,

which ZSSS also proposed to its branch trade

unions for motions:
11..  AArrttiiccllee

It is proposed that the agreement use the term

‘worker’ - denoting either a female or a male

worker.
22..  AArrttiiccllee

The Employer shall not use technical devices

(cctv) in rooms used by workers for the pur-

pose of rest.
33..  AArrttiiccllee  

When a female worker

returns from her mater-

nity leave, the employer

shall not dismiss her but

rather provide her with

training or offer her a

new job. Should any dif-

ficulties arise, the

employer shall invite the

trade union to act as a

mediator and work on

the solution of the prob-

lem together with the

worker and the employ-

er. 
44..  AArrttiiccllee  

While timetabling the

working hours, the

employer shall be

obliged to take into con-

sideration family obliga-

tions both in case of

working hours as well

as annual vacation. 

55..  AArrttiiccllee  

A single mother or a single father of a child

under 6 shall work night shifts only on the

condition of their written consent. 
66..  AArrttiiccllee  

Annual vacation shall be arranged during the

period of school leave. 
77..  AArrttiiccllee  

If a worker’s working hours are changed as

he/she is working, the change in the hours shall

be paid as if he/she had worked overtime. 
88..  AArrttiiccllee

If a larger number of workers are being laid

off, the criteria for selection of workers to be

made redundant shall not include such crite-

ria as worker’s looks, weight, or similar.
99..  AArrttiiccllee

Sexual harassment at workplace shall be stipu-

lated in the way that the employer shall ensure

such working conditions free of any forms of

harassment, intimidation or abuse of workers.

The trade union shall provide the members

with professional staff who shall provide the

workers with assistance in such situations.
1100..  AArrttiiccllee  

In the preparation of his plan, the employer

shall include an equal opportunities programme

for working men and women. The trade union

shall participate in the preparation of the above. 
1111..  AArrttiiccllee  

Every year the employer shall describe in the

annual report all the activities he had under-

taken to improve the position of women and

men at work. The employer shall inform

workers and the trade union on the progress

made - the improvements and the possible

difficulties and conduct talks with the trade

union and the works council.

SLOVENIA: WOMEN’S RECOMMENDATIONS FOR COLLECTIVE
AGREEMENTS

TTrraaiinneerr’’ss  nnootteess::
1 Present the above two case studies (or ask two participants the day BEFORE to prepare the case 

studies and present them to the rest of the class)
2 Distribute them to the participants and ask:

- Do you consider the case studies too weak or strong enough point?
- In what way are such issues covered in your collective agreements?
- Are such measures applicable in your country?
- How realistic would it be to introduce them? (if they have not been introduced yet)

TToottaall  ttiimmee:: 30 min. (10 min. for presentation and 20 min. for discussion)

11.. Special protection of single

mothers is also envisaged in the

collective agreement at the level of

the public company, primarily

against redundancy and dismissal.
22.. The Macedonian Trade Union of

Police Forces included several

advantages for women in its branch

collective agreement:
AA.. a pregnant woman and a moth-

er of a child under the age of 2

cannot be required to work at night

or to work hours longer than the

full-time working hours;
BB.. in case an employee of the

Ministry of Interior dies (particular-

ly if this should happen on duty),

the wife of the deceased worker, if

unemployed, must be employed

within the Ministry.

MACEDONIA: SPECIAL 
MEASURES FOR WOMEN
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HANDOUT 9: Collective Bargaining Checklist

Issues of special interest of workers with family responsibilities:

11..    PPRREE--SSCCHHOOOOLL  CCHHIILLDDCCAARREE  

- in-company day-care facilities; special agreement with the local self-government on the 

programme and working hours of the kindergarten - work in shifts, night work, etc; 

subsidies to parents; co-financing of programmes in childcare institutions;  

- adjustment of working hours for workers with pre-school children; 

- additional forms of childcare; organised transport for children, etc.  

This is a “service” that must remain a part of the public system of a general interest, although

it is usually regulated at the level of local self-government; develop coalitions at the level of

local community - non-governmental organisations, local associations of small employers,

etc. 

22..    CCAARREE  FFOORR  TTHHEE  EELLDDEERRLLYY

- mediated accommodation for retired workers in existing homes (criteria, priorities, subsidies);

- meal deliveries;

- organised house care for elderly persons in need of such care, giving medications, visits,

shopping, escorting to therapies, walking pets, watering flowers, etc. 

- right to free meals in the company; taking meals home

- organised transport and escort

- social life (e.g. retired workers’ club, annual gatherings, awards, etc.)

33..    CCAARREE  FFOORR  FFAAMMIILLYY  MMEEMMBBEERRSS  

- meals for family members, particularly with single parents (school children, disabled 

persons, elderly, etc.): in-company/institution canteen; public kitchen; local centres; home 

delivery of meals; arrangements made with restaurants, etc.

- children’s allowance

- after-school activity programme

- organised vacations for children and youth 

- day-care/social activities

- groups for problematic adolescents; youth groups; alcoholics anonymous groups

- organised recreation, leisure

- stipends/scholarships for children 

44..    HHEEAALLTTHH  CCAARREE

- free annual medical check 

- free annual gynaecological examination + cervical smear test + mammography 

- additional health care insurance for the employed/family members 

- company fund for assistance in case of increased health care needs (purchase of 

medications, orthopaedic aids, surgeries, etc.)

- increased sickness benefit in comparison with the minimum sickness benefit stipulated by law

- remuneration for special time-off due to illness of a family member 

55..    TTRRAANNSSPPOORRTT  TTOO  WWOORRKK

- free transport to work

- organised
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- regular subsidised transport of workers to work 

- reimbursement of full transport costs 

66..    WWOORRKKIINNGG  HHOOUURRSS

- duration of working week, working days

- remuneration for overtime, shift, night work, etc. 

- night work

- shift work

- teleworking

- flexible working hours

- part-time work

- job-sharing 

- compressed work week

- possibility of shift swapping

- shorter working week (e.g. for finding employment during notice period)

- outsourcing 

77..    HHUUMMAANNEE  WWOORRKKIINNGG  CCOONNDDIITTIIOONNSS

- workers’ committees dealing with working conditions 

- bathrooms for workers

- availability of refreshments 

- safety clothes and equipment 

- regulations on new technology 

- carrying heavy weights

- expository to hazardous waste, etc.

- working conditions: ventilation, light, extreme temperatures, noise, vibrations, position at work

- rooms for rest; changing clothes; prayer

- organised meals or space for meals

- ergometric furniture

- humanised machines and work tools

- protection of privacy (video surveillance, evidences, testing, etc.)

- insurance against occupational accidents and illnesses 

- control over supervision policies

- life insurance

- protection of employees with AIDS and other infectious diseases

88..    PPEENNSSIIOONN  IINNSSUURRAANNCCEE

- additional pension insurance programmes (various pension schemes) 

- higher payments made in the 2nd pillar of the pension insurance; taking over the burden

- third pillar instead of the workers

- insurance for additional risks 

99..    EEMMPPLLOOYYMMEENNTT//AADDDDIITTIIOONNAALL  TTRRAAIINNIINNGG  //WWAAGGEE//PPRROOMMOOTTIIOONN

- advertising jobs in compliance with the gender equality principle

- parity in employment

- parity committees for employment/supervision of work

- equal pays for equal jobs

- equal/parity promotion at work

- equality in job grading by categories and hierarchy

- representatives of women’s trade union groups in committees for employment and dismissals
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- respect of the principle of gender, seniority and family responsibilities when dealing with

dismissals 

1100..  PPRREEGGNNAANNCCYY  AANNDD  MMAATTEERRNNIITTYY  

- facilitated working conditions for pregnant women/young mothers

- rights in case of miscarriage or early/still birth

- rights in case of adoption 

- benefits/bonuses for pregnant women, young mothers (lump sums, additional)

- medical checks during working hours

- shorter working hours

- additional breaks for rest

- no overtime or shift work 

- breast-feeding breaks

1111..  HHUUMMAANN  RREELLAATTIIOONNSS  AATT  TTHHEE  WWOORRKKPPLLAACCEE

aa//..  ttoo  aacchhiieevvee  aa  ggeenneerraall  ffeeeelliinngg  ooff  ssaaffeettyy  

- good relationship with employer 

- no threats from the employer side

- no atmosphere of fear

- to provide information on how to avoid rumours

- to provide professional psychological assistance

bb//..  sseexxuuaall  hhaarraassssmmeenntt  aanndd  ootthheerr  ffoorrmm  ooff  vviioolleennccee

Forms: 
11..  pphhyyssiiccaall (touching, pinching, gestures, assaults, etc.); 
22..  vveerrbbaall (obscene jokes, comments of sexual, ethnic, racial or similar nature, questions about 

the body/clothes/personal life, etc.); 
33..  vviissuuaall (obscene posters, drawings, films, e-mails, etc.)
44..  rruummoouurrss (provocation, gossip, spreading rumours, etc.).

- protect the dignity of working women (and men) and stress the responsibility of the 

management

- stipulate sexual harassment as a misdemeanour, ensure a procedure for a case of sexual 

harassment (discretion/secrecy if necessary)

- stipulate a procedure for a case of sexual 

harassment (discretion/secrecy if necessary)

- take measures of reprimand, transfer, dismissal

- prevention programmes

- compulsory information material and courses for the management (and employees)

- assistance and protection of victims from retaliation 

1122..  AABBSSEENNCCEE  FFRROOMM  WWOORRKK

- annual vacation, additional benefits for children, health, years of service, etc.

- paid and unpaid leaves (schooling, exams, weddings, etc.)

- trade union days (trade union training, meetings, etc.)

- personal leave for private purposes 

1133..  PPRROOTTEECCTTIIOONN  OOFF  VVUULLNNEERRAABBLLEE  CCAATTEEGGOORRIIEESS  OOFF  WWOORRKKEERRSS    

- special programmes to prohibit job discrimination on the basis of race, ethnicity, colour,
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religion, sex or national origin, and ensure quality of opportunity in all aspects of employment.

- prohibit discrimination in hiring, promotion, discharge, pay, fringe benefits, job training, 

classification, refferal, and other aspects of employment of specially vulnerable categories of

workers (employment contract security, job security, protection against discrimination, 

infringement of privacy, dignity,) including: women; disabled persons; youth; seasonal,

casual, temporary, part-time workers, etc.; migrants, ethnic and religious minorities, 

workers with “different” sexual orientation 

- special protection against child and forced labour 

1144..  QQUUAALLIITTYY  OOFF  HHOOUUSSIINNGG  

- company flats/houses

- favourable loans

- housing co-operatives

- joint projects with local self-government in the community

- subsidising/covering rent costs

- personal housing loans 

1155..  TTHHEE  RRIIGGHHTT  OOFF  WWOOMMEENN  TTOO  HHAAVVEE  AA  VVOOIICCEE  AANNDD  BBEE  VVIISSIIBBLLEE  

AAtt  wwoorrkkppllaaccee:: parity representation of women in negotiating teams for collective agree-

ments; in employment committees; in health and safety committees; workers representation

bodies; trade union locals; business and other committees in the company; training and

additional training programmes; committees/occasions for representation or advocation on

behalf of the employees at all levels 

IInn  ttrraaddee  uunniioonnss:: women’s committees; women’s groups; women representatives at all levels

1166..  EEMMPPLLOOYYEEEE  SSEERRVVIICCEE

- informing workers on their rights at workplace, at state institutions, their social rights, 

pension and health schemes, etc. 

- bulletins, newsletters, notice boards

- counselling and information of workers, courses, seminars

- psychological and social support

- support groups for ill workers

- alcoholics anonymous groups

This “women’s list”, an additional collective bargaining agenda, was developed at the Third

International Trade Union Women’s School held in Rovinj on October 8-12, 2002, by app. 80

women participants from 20 countries.
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TTrraaiinneerr’’ss  nnootteess::
To present the checklist:
1. Prepare a slide(s) (transparency) with the key points from the checklist (or, alternatively, a 

PowerPoint presentation)
2. Pause after each of the 16 main points and present an illustrating example or a case from 

real life, or involve participants - ask if they have any short examples on the topics from the 
checklist (ask for 1 -2, otherwise this may take too long).

3. Allocate app. 45 min. (max. 1 hour if involving participants)
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Aims: 
- To realise that there are many forgotten

issues which deserve to become 
bargaining issues

- To enlarge your bargaining agenda by 
discussing new ideas

Method:
- Questionnaire
- Meta plan
- Group work

Tasks:
Fill in the questionnaire and write numbers
of the circled answers on a piece of paper.
Give it to the trainer (if you chose points 1,
2 and 3 - write 1, 2, 3 on the paper)

Based on task one, think about two issues
which are important for you, apart from the
ones presented by the trainer (the “top” ones),
and write them on separate sticky-notes 

Working in your group on the allocated
question:

- identify the allies in the company for 
negotiation

- identify the tools
- develop strategy - timing, what/who
might be an obstacle, etc.

- remember to choose a person to report on
your group’s work at the plenary

Time: 
- Questionnaire: 5 min.
- Meta plan: 3 min.
- Small group work: 30 min.
- Discussion: 15 min.
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TTrraaiinneerr’’ss  nnootteess::
1.   Prepare in advance a flipchart with a copy of the questionnaire. Make sure you leave enough space to insert scores.  

Remind participants that they have 3-5 minutes. Warn them against embellishing the picture…This is not a contest 
and scores will be taken anonymously.

2. Distribute the below questionnaire to all participants and explain the task (no 1). Give them also small pieces 
of paper on which you will ask them to write the NUMBERS of circled answers. Collect them after 3 minutes 
(place them in a hat or a bread basket)

3. Write down the score on “your” questionnaire on the flipchart. Ask the co-trainer (or a participant) to make the 
count and write the results on the flipchart. After this, sum up by indicating the most “popular” issues.

4. Distribute two sticky-notes to each participant and ask them to write the following on each of them: one area for 
negotiation on company level - they MUST NOT choose among those on the “top” of the list (results from task 1), 
but those that have been “neglected” so far.

5. Ask them to come to the flip-chart and stick the sticky notes on it. Group them; choose 3-4 groups (depending on 
the number of participants and time available) and they will be the issues to be discussed in small working groups. 
Remember gender mainstreaming - try to  make groups from the gender point of view - in many cases they will be 
the ones to which the participants pay the least attention).

6.   Divide the participants into 3 or 4 small groups (e.g. using the “postcard puzzle” - see general remarks for trainers 
at the beginning of Kit 1) and explain task 3 to them; remind them of time available for the activity (30 min) and 
back-reporting

7. Reporting: ask them to give concrete and precise answers - each group will have 3-4 min. for reporting 
(max. 20 minutes)

8.   Sum-up the session by guided discussion, ask participants the following questions:
- Do you find such issues important?
- Do you want to include them on your bargaining agenda?
- Why have you not done it so far? What were the obstacles?
- Is it realistic to include such issues in collective bargaining agenda in your company? 

TToottaall  ttiimmee:: 1 hour 40 min.
- Questionnaire: 15 min. (including the collection of answers and the count)
- Meta plan: 15 min.(including collecting, counting)
- Group work: 35 min. (including explanations)
- Reporting: 15-20 min. 
- Guided discussion and summary: 15 min.

AA77

2.

3.

1.
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QUESTIONNAIRE: ISSUES OF SPECIAL INTEREST TO WORKERS WITH
FAMILY RESPONSIBILITIES

Are these issues (areas of interests) already included in the collective bargaining agenda in
your company? 
Please cciirrccllee  the categories below which are included.

NNoottee:: the questionnaire is anonymous!

11..  PPrree--sscchhooooll  cchhiillddccaarree  

22.. CCaarree  ffoorr  tthhee  eellddeerrllyy

33.. CCaarree  ffoorr  ffaammiillyy  mmeemmbbeerrss  

44.. HHeeaalltthh  ccaarree  

55..  TTrraannssppoorrtt  ttoo  wwoorrkk

66.. WWoorrkkiinngg  hhoouurrss

77.. HHuummaann  wwoorrkkiinngg  ccoonnddiittiioonnss

88.. PPeennssiioonn  iinnssuurraannccee

99.. EEmmppllooyymmeenntt//AAddddiittiioonnaall  ttrraaiinniinngg//WWaaggee//PPrroommoottiioonn

1100.. PPrreeggnnaannccyy  aanndd  mmaatteerrnniittyy  

1111.. SSeexxuuaall  hhaarrrraassmmeenntt  aanndd  ootthheerr  ffoorrmmss  ooff  vviioolleennccee  

1122.. AAbbsseennccee  ffrroomm  wwoorrkk

1133.. PPrrootteeccttiioonn  ooff  vvuullnneerraabbllee  ccaatteeggoorriieess  ooff  wwoorrkkeerrss    

1144.. QQuuaalliittyy  ooff  hhoouussiinngg  

1155.. RRiigghhtt  ooff  wwoommeenn  ttoo  hhaavvee  aa  vvooiiccee  aanndd  bbee  vviissiibbllee  

1166.. EEmmppllooyyeeee  sseerrvviiccee

NNoottee:: For clarification purposes check the enclosed Checklist



HANDOUT 10: ILO standards for Workers with Family
Responsibilities

Women’s interests and issues, with, perhaps, the exception of the maternity protection,

are usually not in the focal point of collective bargaining. Traditional bargaining topics

are dealt with without the involvement of women, and issues of women’s special interest are

usually not involved in negotiations. However, considering the fact that women today make a

far greater proportion in the labour market and that there is an ever-increasing number of

unionised women, there is a need to involve issues of women’s special interest in collective

bargaining. Women’s issues are - trade union issues, and trade union issues are - women’s

issues.

CCoonnvveennttiioonn  NNoo..  115566::  WWoorrkkeerrss  wwiitthh  FFaammiillyy  RReessppoonnssiibbiilliittiieess,,  11998811

The Convention No. 156 has been ratified only by 36 countries, among which 9 are from

our Region of CEE and NIS:

11.. BBoossnniiaa  &&  HHeerrzzeeggoovviinnaa

22.. CCrrooaattiiaa

33.. LLiitthhuuaanniiaa

44.. RReeppuubblliicc  ooff  MMaacceeddoonniiaa

55.. RRuussssiiaann  FFeeddeerraattiioonn

66.. SSeerrbbiiaa  &&  MMoonntteenneeggrroo

77.. SSlloovvaakkiiaa

88.. SSlloovveenniiaa

99.. UUkkrraaiinnee

AAiimm:: to create equality of opportunity and treatment for women and men workers with fami-

ly responsibilities

SSuummmmaarryy::  

The Convention applies to women and men workers with responsibilities for their dependent

children or other members of their immediate family where such responsibilities restrict their

participation in economic activity.

It requires states to make it an aim of national policy to enable workers with such responsibil-

ities to engage in employment without being subject to discrimination, and, as far as possible,

without conflict between their employment and family responsibilities.

All measures compatible with national conditions and possibilities should be taken to enable

the workers in question to exercise their right to free choice of employment and to take

account of their needs in terms and conditions of employment and in social security.

The Convention then provides for corresponding measures to be taken in community plan-

ning and in the development of community services such as child care and family services and

facilities.

In addition, it provides for information and education to engender a broader understanding of

the principle of equality of opportunity and treatment for women and men workers and of the

problems of workers with family responsibilities. It also lays the basis for specific measures in

the field of vocational guidance and training.
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Source:
www.ilo.org/ilolex

(26/07/2004)
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The Convention states that family responsibilities alone are not a valid reason for a person to

lose her or his job.

RReeccoommmmeennddaattiioonn  NNoo..  116655::  WWoorrkkeerrss  wwiitthh  FFaammiillyy  RReessppoonnssiibbiilliittiieess,,  11998811

AAiimm:: to supplement Convention No. 156 in creating effective equality of opportunity and

treatment for women and men workers with family responsibilities.

SSuummmmaarryy::  

Within the national policy to promote equality of opportunity and treatment for workers with

family responsibilities, it is recommended that states develop or promote childcare, family and

other community services, public or private. Appropriate research should be undertaken to

provide information upon which national policies should be based and educational pro-

grammes should encourage the sharing of family responsibilities between women and men.

Services, including counselling, guidance and placement, should be made available to help

workers in question to enter or re-enter employment. It is recommended that particular atten-

tion should be given to improving working conditions and the quality of working life by means

such as more flexible working hours, rest periods and holidays.

It is recommended that either parent should be able to take parental leave within a period

immediately following maternity leave with the right to return to employment; and to take

leave in case of a dependant’s illness. Guidance is provided as to how childcare and family

services and facilities can be arranged, with particular emphasis on the local community. 
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A c t i v i t y  8
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Aims:
- To analyse the contents of Convention No.
156 
- To find arguments for/against its ratifica-
tion (or if not ratified: discuss how to imple-
ment it in practice)

Method: 
individual work
group work

Tasks: 
Read Convention No. 156 and underline the
most important provisions
Working in your small group, answer the fol-
lowing question: 

GGrroouupp  11::  
if your State has not ratified Convention
156, discuss and write down ARGUMENTS
for its ratification  
if your state has ratified Convention 156, dis-
cuss how to implement it in practice
GGrroouupp  22:: What can trade unions do in order
to raise awareness and to use Convention
156?

Remember to select a person who will pres-
ent a group’s report on the plenary (use
transparencies and special markers whilst
preparing the report).

Time:  50 min.
individual reading 15 min.
group work 35 min.

RReessoouurrcceess:: Handout no 4, Convention 156
List of ratifications in the CEE and NIS region
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TTrraaiinneerr’’ss  nnootteess::
1. Make sure that you have enough copies of the ILO Convention 156 for all the participants. 

Hand them out and ask the participants to read them individually (while sitting in plenary)
and, at the same time, to underline the most important provisions. Allow about 10 min. for
this.

2. Divide the participants into two groups (e.g. by distributing two kinds of sweets) and explain 
task no 2. Remind them about time (35 min.) and instruct each group about where to work.

3. Reporting: hand out transparencies and markers for the report and ask the participants to 
be as concrete as possible. Each group should have about 5 minutes for reporting.

4. Remember to sum-up the activity by stressing the most important findings.
TToottaall  ttiimmee::  11  hh  1155  mmiinn..  --  11  hh  3300  mmiinn..

1.

2.

3.

a.

b.



HANDOUT 11: International Standards for Collective Bargaining

CCoonnvveennttiioonn  NNoo..  9988  oonn  tthhee  RRiigghhtt  ttoo  OOrrggaanniizzee  aanndd  CCoolllleeccttiivvee  BBaarrggaaiinniinngg  ((11994499)) has been

ratified by 154 ILO Member States. It extends workers’ protection against acts of anti-

union discrimination, and encourages and protects the process of voluntary negotiation

between worker and employer organizations to regulate terms and conditions of em ployment

by means of collective agreements. It does not deal directly with public servants, who are cov

ered by Convention No. 151 (1978).

AAmmoonngg  tthhee  ccoouunnttrriieess  wwhhiicchh  hhaavvee  rraattiiffiieedd  CCoonnvveennttiioonn  NNoo  9988  aarree  2277  ccoouunnttrriieess  ffrroomm  tthhee  CCEEEE

aanndd  NNIISS  RReeggiioonn::

The ILO CCoonnvveennttiioonn  NNoo..  115544  oonn  CCoolllleeccttiivvee  BBaarrggaaiinniinngg  ((11998811)) (followed by the

Recommendation 163 on Collective Bargaining) has been ratified so far by 35 countries,

including 11 countries from the CEE and CIS Region:

The collective bargaining determines the terms of employment and is the main function of the

trade unions for their members. This is as well the main reason why people join unions. Any

restriction on the right to collective bargaining therefore has a direct impact on the organizing

ability of trade unions, as well as on the conditions in which people work.

One difficulty for the trade union movement is that ILO Conventions often provide limited pro

tection in the field of bargaining rights. Convention 98 encourages voluntary negotiations
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11 AAllbbaanniiaa

22.. AArrmmeenniiaa

33.. AAzzeerrbbaaiijjaann

44.. BBeellaarruuss

55.. BBoossnniiaa  &&  HHeerrzzeeggoovviinnaa

66.. BBuullggaarriiaa

77.. CCrrooaattiiaa

88.. CCzzeecchh  RReeppuubblliicc

99.. EEssttoonniiaa

1100.. GGeeoorrggiiaa

1111.. HHuunnggaarryy

1122.. KKaazzaakkhhssttaann

1133.. KKyyrrggyyzzssttaann

1144.. LLaattvviiaa

1155.. LLiitthhuuaanniiaa

1166.. RReeppuubblliicc  ooff  MMaacceeddoonniiaa

1177.. RReeppuubblliicc  ooff  MMoollddoovvaa

1188.. PPoollaanndd

1199.. RRoommaanniiaa

2200.. RRuussssiiaann  FFeeddeerraattiioonn

2211.. SSeerrbbiiaa  &&  MMoonntteenneeggrroo

2222.. SSlloovvaakkiiaa

2233.. SSlloovveenniiaa

2244.. TTaajjiikkiissttaann

2255.. TTuurrkkmmeenniissttaann

2266.. UUkkrraaiinnee

2277.. UUzzbbeekkiissttaann

Source: www.ilo.org/ilolex  (26/07/2004)

11.. AAllbbaanniiaa

22.. AAzzeerrbbaaiijjaann

33.. BBeellaarruuss

44.. HHuunnggaarryy

55.. KKyyrrggyyzzssttaann

66.. LLaattvviiaa

77.. LLiitthhuuaanniiaa

88.. RReeppuubblliicc  

ooff  MMoollddoovvaa

99.. RRoommaanniiaa

1100.. UUkkrraaiinnee

1111.. UUzzbbeekkiissttaann

Source: www.ilo.org/ilolex  (30/07/2004)
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between employers’ and workers’ organizations, but it does not oblige an employer to bargain.

The ILO’s procedures have therefore been of limited value in seeking to deal with some of

the threats to collective bargaining.

Collective Bargaining Convention became one of the eight fundamental international labour

standards and it is supposed to be ratified and implemented by every democratic country.

Usually it is guaranteed in the State Constitution and through main laws. But, even those coun-

tries which did not ratified Convention No. 98, have obligation to implement it and to report

to the ILO about it.

CCOONNVVEENNTTIIOONN    9988::  CCRRIITTIICCAALL  OOBBSSEERRVVAATTIIOONNSS

The observations made by the Committee of Experts on the application of the Right to

Organise and Collective Bargaining Convention, 1949 (No. 98), show that the large major-

ity of states which have ratified the Convention apply it in a satisfactory manner. This

demonstrates that it is a right which enjoys almost universal recognition. By way of exam-

ple, it may be pointed out that in its 1998 and 1999 reports the Committee of Experts made

critical observations on 47 out of the 145 governments which have ratified Convention No.

98 (ILO, 1998c, pp. 249-299; and ILO, 1999c, pp. 322-351). 

The problems noted most frequently in the observations of the Committee of Experts relate

in particular to the denial of the right to collective bargaining, to public servants who are not

engaged in the administration of the State, as well as the requirement for trade union organ-

izations to represent too high a proportion of workers to be recognized or to engage in col-

lective bargaining. Immediately afterwards comes the significant number of countries in

which collective bargaining is subjected to the government’s economic policy. Finally, cceerr--

ttaaiinn  ccoouunnttrriieess  eexxcclluuddee  ssoommee  ssuubbjjeeccttss  ffrroomm  ccoolllleeccttiivvee  bbaarrggaaiinniinngg,,  ssuubbmmiitt  iitt  ttoo  ccoommppuullssoorryy

aarrbbiittrraattiioonn  iinn  cceerrttaaiinn  ccaasseess,,  rreessttrriicctt  tthhee  rriigghhtt  ooff  tthhee  ppaarrttiieess  ttoo  ddeetteerrmmiinnee  tthhee  lleevveell  ooff  bbaarrggaaiinn--

iinngg,,  oorr  pprroohhiibbiitt  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  bbyy  ssppeecciiffiicc  ccaatteeggoorriieess  ooff  wwoorrkkeerrss  iinn  tthhee  pprriivvaattee  sseeccttoorr

oorr  ooff  ffeeddeerraattiioonnss  aanndd  ccoonnffeeddeerraattiioonnss..
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HANDOUT 12: Summary of ILO Principles on the Right to
Collective Bargaining

The standards and principles emerging from the ILO’s Conventions, Recommendations

and other instruments on the right to collective bargaining, and the principles set forth by

the Committee of Experts and the Committee on Freedom of Association on the basis of these

instruments, may be summarized as follows:

The rriigghhtt  ttoo  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  iiss  aa  ffuunnddaammeennttaall  rriigghhtt endorsed by the members of the

ILO in joining the Organisation, which they have an obligation to respect, to promote and

to realize, in good faith (ILO Declaration on Fundamental Principles and Rights at Work and

its Follow-up).

CCoolllleeccttiivvee  bbaarrggaaiinniinngg  iiss  aa  rriigghhtt  ooff  eemmppllooyyeerrss  aanndd  tthheeiirr  oorrggaanniissaattiioonnss,, on the one hand, and

organisations of workers, on the other hand (first- level trade unions, federations and con-

federations); only in the absence of these latter organisations may representatives of the

workers concerned conclude collective agreements.

TThhee  rriigghhtt  ttoo  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  sshhoouulldd  bbee  rreeccooggnniizzeedd  tthhrroouugghhoouutt  tthhee  pprriivvaattee  aanndd  ppuubblliicc

sseeccttoorrss,, and it is only the armed forces, the police and public servants engaged in the admin-

istration of the State who may be excluded from the exercise thereof (Convention No. 98).

TThhee  ppuurrppoossee of collective bargaining iiss  tthhee  rreegguullaattiioonn  ooff  tteerrmmss  aanndd  ccoonnddiittiioonnss  ooff  eemmppllooyy--

mmeenntt,, in a broad sense, and the relations between the parties.

CCoolllleeccttiivvee  aaggrreeeemmeennttss  sshhoouulldd  bbee  bbiinnddiinngg.. It must be possible to determine terms and con-

ditions of employment which are more favourable than those established by law and pref-

erence must not be given to individual contracts over collective agreements, except where

more favourable provisions are contained in individual contracts.

To be effective, the exercise of tthhee  rriigghhtt  ttoo  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  rreeqquuiirreess  tthhaatt  wwoorrkkeerrss’’

oorrggaanniissaattiioonnss  aarree  iinnddeeppeennddeenntt and not “under the control of employers or employers’

organisations” and that the process of collective bargaining can proceed without undue

interference by the authorities. 

AA  ttrraaddee  uunniioonn  wwhhiicchh  rreepprreesseennttss  tthhee  mmaajjoorriittyy  oorr  aa  hhiigghh  ppeerrcceennttaaggee  ooff  tthhee  wwoorrkkeerrss  iinn  aa  bbaarr--

ggaaiinniinngg  uunniitt  mmaayy  eennjjooyy  pprreeffeerreennttiiaall  oorr  eexxcclluussiivvee  bbaarrggaaiinniinngg  rriigghhttss.. However, in cases where

no trade union fulfils these conditions or such exclusive rights are not recognized, workers’

organisations should nevertheless be able to conclude a collective agreement on behalf of

their own members.

TThhee  pprriinncciippllee  ooff  ggoooodd  ffaaiitthh  iinn  ccoolllleeccttiivvee  bbaarrggaaiinniinngg implies recognizing representative organ-

isation, endeavouring to reach an agreement, engaging in genuine and constructive negoti-

ations, avoiding unjustified delays in negotiation and mutually respecting the commitments

entered into, taking into account the results of negotiations in good faith. 

In view of the fact that tthhee  vvoolluunnttaarryy  nnaattuurree  ooff  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  iiss  aa  ffuunnddaammeennttaall  aassppeecctt

ooff  tthhee  pprriinncciipplleess  ooff  ffrreeeeddoomm  ooff  aassssoocciiaattiioonn,, collective bargaining may not be imposed upon

the parties and procedures to support bargaining must, in principle, take into account its vol-

untary nature; moreover, the level of bargaining must not be imposed unilaterally by law or

by the authorities, and it must be possible for bargaining to take place at any level.
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IItt  iiss  aacccceeppttaabbllee  ffoorr  ccoonncciilliiaattiioonn  aanndd  mmeeddiiaattiioonn  ttoo  bbee  iimmppoosseedd  bbyy  llaaww  iinn  tthhee  ffrraammeewwoorrkk  ooff  tthhee

pprroocceessss  ooff  ccoolllleeccttiivvee  bbaarrggaaiinniinngg,, providing that reasonable time limits are established.

However, the imposition of compulsory arbitration in cases where the parties do not reach

agreement is generally contrary to the principle of voluntary collective bargaining and is only

admissible: (1) in essential services in the strict sense of the term (those whose interruption

would endanger the life, personal safety or health of the whole or part of the population);

(2) with regard to public servants engaged in the administration of the State; (3) where,

after prolonged and fruitless negotiations, it is clear that the deadlock will not be overcome

without an initiative by the authorities; and (4) in the event of an acute national crisis.
AArrbbiittrraattiioonn  wwhhiicchh  iiss  aacccceepptteedd  bbyy  bbootthh  ppaarrttiieess  ((vvoolluunnttaarryy  aarrbbiittrraattiioonn))  iiss  aallwwaayyss  lleeggiittiimmaattee..

IInntteerrvveennttiioonnss  bbyy  tthhee  lleeggiissllaattiivvee  oorr  aaddmmiinniissttrraattiivvee  aauutthhoorriittiieess  wwhhiicchh  hhaavvee  tthhee  eeffffeecctt  ooff

aannnnuulllliinngg  oorr  mmooddiiffyyiinngg  tthhee  ccoonntteenntt  ooff  ffrreeeellyy  ccoonncclluuddeedd  ccoolllleeccttiivvee  aaggrreeeemmeennttss,, including

wage clauses, aarree  ccoonnttrraarryy  ttoo  tthhee  pprriinncciippllee  ooff  vvoolluunnttaarryy  ccoolllleeccttiivvee  bbaarrggaaiinniinngg.. These inter-

ventions include: the suspension or derogation of collective agreements by decree without

the agreement of the parties; the interruption of agreement which have already been nego-

tiated; the requirement that freely concluded collective agreements be renegotiated; the

annulment of collective agreements; and the forced renegotiation of agreements which are

currently in force. Other types of interventions, such as the compulsory extension of the

validity of collective agreements by law are only admissible in cases of emergency and for

short periods.

RReessttrriiccttiioonnss  oonn  tthhee  ccoonntteenntt  ooff  ffuuttuurree  ccoolllleeccttiivvee  aaggrreeeemmeennttss,, particularly in relation to wages,

which are imposed by the authorities as part of economic stabilisation or structural adjust-

ment policies for imperative reasons of economic interest, aarree  aaddmmiissssiibbllee  oonnllyy  iinn  ssoo  ffaarr  aass

ssuucchh  rreessttrriiccttiioonnss  aarree  pprreecceeddeedd  bbyy  ccoonnssuullttaattiioonnss  wwiitthh  tthhee  oorrggaanniissaattiioonnss:: they are applied as

an exceptional measures, and only to the extent necessary; do not exceed a reasonable peri-

od and are accompanied by adequate guarantees designed to protect effectively the stan-

dards of living of the workers concerned; and particularly those who are likely to be most

affected.
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Source: International
Labour Review, Vol. 139
(2000), No 1; B.
Gerningon, A. Odero, H.
Guido “ILO Principles
concerning Collective bar-
gaining”, ILO Geneva

10.

11.

12.



A c t i v i t y  9
II LL OO   CC OO NN VV EE NN TT II OO NN SS   NN OO ..   99 88   AA NN DD
NN OO ..   11 55 44   

Aim:
To familiarise ourselves with Conventions
No. 98 and No. 154
To discuss the rights covered by those con-
ventions

Method:  group work

Tasks:
Working in your group:
Read the ILO Conventions 98 and 154.
While reading underline the main provisions

(you can do it by individual reading, or one
person could read aloud while everyone
else is  underlining the main provisions)
Discuss: are these provisions respected in
your country? If not, why not?
Make a list of problems you are facing in
the field of collective bargaining.
Remember to select a person to present the
group’s report in the plenary (use the
flipchart and markers while preparing the
report).

Time: 45 min.

Resources:
ILO Conventions 98 and 154

54 C O L L E C T I V E B A R G A I N I N G A T C O M P A N Y L E V E L

TTrraaiinneerr’’ss  nnootteess::
1. Hand out copies of the Conventions 98 and 154 (to be found in a separate booklet called 

“Appendices”). 
2. Divide the participants into two smaller groups (by using pieces of paper of different colours)
3. Explain tasks to working groups and remind them about time and the report (each group 

should have only 6 minutes for reporting - they should report on tasks 2 and 3)
4. During the reports, allow participants to speak freely. Do not interrupt the discussion which 

is important to them: this is a way for them to release their frustrations.
5. Remember to sum up by underlining the importance of using the ILO standards as tools and 

by stressing the key points from the reports. Be careful not to allow the session to end in 
complaints only.

TToottaall  ttiimmee:: minimum 1 hour

AA99

1.

2.

3.

4.



HANDOUT 13: Why is Collective Bargaining Important?

FFiirrsstt,, collective bargaining has the advantage of settlement through dialogue and consensus

rather than through conflict and confrontation. It differs from arbitration where the solution is

based on a decision of a third party, while arrangements resulting from collective bargaining usual-

ly represent the choice or compromise of the parties themselves. Arbitration may displease one party

because it usually involves a win/lose situation, and sometimes it may even displease both parties.

SSeeccoonndd,, collective bargaining agreements often institutionalise settlement through dialogue.

For instance, a collective agreement may provide for methods by which disputes between the

parties will be settled. In that event the parties know beforehand that if they are in disagree-

ment there is an agreed method by which such disagreement may be resolved.

TThhiirrdd,, collective bargaining is a form of participation. Both parties participate in deciding what

proportion of the ‘cake’ is to be shared by the parties entitled to a share. It is a form of partic-

ipation also because it involves a sharing of rule-making power between employers and unions

in areas which in earlier times were regarded as management prerogatives, e.g. transfer, pro-

motion, redundancy, discipline, modernisation, production norms. 

FFoouurrtthh,, collective bargaining agreements sometimes renounce or limit the settlement of disputes

through trade union action. Such agreements have the effect of guaranteeing industrial peace for the

duration of the agreements, either generally or more usually on matters covered by the agreement.

FFiifftthh,, collective bargaining is an essential feature in the concept of social partnership towards

which labour relations should strive. Social partnership in this context may be described as a

partnership between organised employer institutions and organised labour institutions

designed to maintain non-confrontational processes in the settlement of disputes which may

arise between employers and employees.

SSiixxtthh,, collective bargaining has valuable by-products relevant to the relationship between the

two parties. For instance, a long course of successful and bona fide dealings leads to the gen-

eration of trust. It contributes towards mutual understanding by establishing a continuing rela-

tionship. The process, once the relationship of trust and understanding has been established,

creates an attitude of attacking problems together rather than each other.

SSeevveenntthh,, in societies where there is a multiplicity of unions and shifting union loyalties, collective

bargaining and consequent agreements tend to stabilise union membership. For instance, where

there is a collective agreement, employees are less likely to change union affiliations frequently.

This is of value also to employers who are faced with constant changes in union membership

and consequent inter-union rivalries resulting in more disputes in the workplace than otherwise.

EEiigghhtthh - perhaps most important of all - collective bargaining usually has the effect of improv-

ing industrial relations. This improvement can be at different levels. The continuing dialogue

tends to improve relations at the workplace level between workers and the union on the one

hand and the employer on the other. It also establishes a productive relationship between the

union and the employers’ organization where the latter is involved in the negotiation process.
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TTrraaiinneerr’’ss  nnootteess::
UUssee  tthhee  aabboovvee  tteexxtt  aass  aa  ssuummmmaarryy  ooff  tthhee  pprreevviioouuss  sseessssiioonn  aanndd  aa  ssttaarrttiinngg  ppooiinntt  ffoorr  tthhee  ddiissccuussssiioonn::
After presenting each of the points ask participants to give comments/illustrations (keep it BRIEF!)
TToottaall  ttiimmee:: 40 min.

Source: Collective
Bargaining Negotiations,
by Sriyan de Silva, ILO,
1996

HH1133



A c t i v i t y  1 0
GG LL OO BB AA LL II SS AA TT II OO NN   --   WW HH AA TT   DD OO EE SS
II TT   MM EE AA NN   FF OO RR   MM EE ??

Aim:
To understand what globalisation is

Method:
Individual work

Tasks:
What comes to your mind when you hear
the term ‘globalisation’?
Try to draw it on the provided sticky-notes
(you can also use 2-3 words in your draw-
ing)
Place your “pictures” on the flipchart

Time: 5 min.
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TTrraaiinneerr’’ss  nnootteess::
1.  Hand out one sticky-note (the biggest size) per person and explain tasks and time (5 min.)
2.  When the participants are ready, ask them to stick the pictures on the flipchart
3.  Present them to the participants - by describing/reading them to the group.
4. Proceed immediately to the definition of globalisation (beginning of Handout 14), 

continuing with your presentation on globalisation (based on Handout 14).
TToottaall  ttiimmee:: 20 min. for the activity and another 20-30 min. for the presentation.

AA1100

1.

2.

3.



HANDOUT 14: GGlloobbaalliissaattiioonn  -- What is Collective Bargaining
like Today?

Whhaatt  iiss  gglloobbaalliissaattiioonn?? Each of thousands of academic papers begins with the own defi-

nition. In its literal sense it is a ssoocciiaall  cchhaannggee, an increased connectivity among soci-

eties which leads to the phenomenon of transculturation. Globalisation means eexxpplloossiivvee  eevvoo--

lluuttiioonn  ooff  ttrraannssppoorrtt  aanndd  ccoommmmuunniiccaattiioonn  tteecchhnnoollooggiieess to facilitate international cultural and eco-

nomic exchange. Economic globalisation defines more ffrreeeeddoomm  ooff  ttrraaddee and increasing rela-

tions among members of an industry in different parts of the world. It brings to the top pprrii--

vvaattiissaattiioonn,,  ttrraaddee  aanndd  ffiinnaanncciiaall  lliibbeerraalliissaattiioonn  aanndd  ddeerreegguullaattiioonn.. It leads to erosion of the nation

state or national boundaries.

The negative effects of profit-oriented transnational corporations - the use of substantial and

sophisticated legal and financial means to avoid the bounds of local laws and standards, in

order to pull the labour and services of uunneeqquuaallllyy--ddeevveellooppeedd  rreeggiioonnss  aaggaaiinnsstt  eeaacchh  ootthheerr.. At the

end of a day, it means the pressure on deregulation in the labour markets and glorification of
cchheeaapp  llaabboouurr..

WWhheenn  ddiidd  tthhee  gglloobbaalliissaattiioonn  ssttaarrtt?? There are different statements as well, but most papers

agree that the fall of the Berlin Wall and the collapse of the Soviet Union ended the cold war

between the forces of capitalism and socialism with capitalism triumphant. Parallel, the devel-

opment of the Internet made possible the organisation of business on a global scale with

greater facility than ever before.
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11..  TThhee  mmaaiinn  ccaauusseess  ffoorr  tthhee  ppeerrssiisstteenntt  aanndd  rriissiinngg  uunneemmppllooyymmeenntt  iinn  EEuurrooppee,,

aass  iiddeennttiiffiieedd  bbyy  tthhee  OOEECCDD  sseeccrreettaarriiaatt  iinn  22000022  aarree::  too restrictive employment

and labour protection legislation, which discourages recruitment; collective bar-

gaining, which enables the social partners to fix collective wage levels above productivity levels

pricing workers out of the market, particularly the lower skilled; the extension procedures for collective agreements to

non-signatory firms - a common practice in most European countries within this global context…

2. In September 2001, the Confederation of Norwegian Business and Industry (NHO) stated that they will work

towards ddeecceennttrraalliissaattiioonn  ooff  ccoolllleeccttiivvee  bbaarrggaaiinniinngg;;  an increased use of rreessuulltt--oorriieenntteedd  wwaaggee  ssyysstteemmss,,  at the individual level

or the level of the group, department or company; that the rreegguullaarr  ppaayy  sshhoouulldd  ttoo  aa  ggrreeaatteerr  eexxtteenntt  bbee  iinnddiivviidduuaalliisseedd  aanndd

ddiiffffeerreennttiiaatteedd;; and that collective agreement should become ssiimmpplliiffiieedd  aanndd  fflleexxiibbllee..

3. In Sweden, although almost 90% of workers in the private sector are covered by collective agreements, lately howev-

er, employers in ssmmaallll  ccoommppaanniieess  aarree  iinnccrreeaassiinnggllyy  rreessiissttiinngg  ttoo  ccoolllleeccttiivvee  aaggrreeeemmeennttss..

4. Hungary, like many other accession countries, has a decentralised bargaining structure. The statistical report from the

Ministry of Employment and Labour shows a ddeeccrreeaassiinngg  oovveerraallll  bbaarrggaaiinniinngg  ccoovveerraaggee  rraattee.. The shrinking coverage of

wage agreements and the lack of tariff agreements shows that many employers are withdrawing from wage negotiations,

and the individualisation of wage determination seems to be an irreversible trend in the Hungarian private sector.

5. In Albania the union registered many cases, especially in the foreign owned companies like the cement factory  Selenica

Bitumen Mine, where the employer does not want to negotiate with the unions, claiming that in their countries there are

such labour standards that they just sign individual contracts with employees and they do not have any intention to do more.

The same reply was received from the Italian Shoes Company, Coca-Cola, furniture factory, all of them owned by the

foreign employers. The trend of iinnddiivviidduuaalliissaattiioonn on the labour market equates directly to the dramatic increase in individ-

ual contracts by employers.

6. In Croatia, of the total number of the newly employed workers in 2002, 9944%% were employed with sshhoorrtt--tteerrmm  ccoonn--

ttrraaccttss.. Of all newly employed women, 97% had short-term contracts for a period under 12 months. This trend makes

workers feel unsafe and afraid to organise themselves in trade unions. 
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VVIICCTTIIMMSS  OOFF  SSOOCCIIAALLLLYY  IIRRRREESSPPOONNSSIIBBLLEE  CCOOMMPPEETTIITTIIOONN:: The globalisation of the

world economy and the rapid spread of international companies are having a mmaajjoorr  iimmppaacctt  oonn

tthhee  pprraaccttiiccee  ooff  ccoolllleeccttiivvee  bbaarrggaaiinniinngg.. Most countries are interested in attracting mobile investment

and governments and employers often argue that legal protections for workers will discourage

investment. Most multinational companies indulge in intra-plant competition. This means that

subsidiaries in one country are effectively competing against equivalent facilities elsewhere in the

world or even within the same country. The threat of transferring all or part of production is

often implicit during negotiations for improved pay or conditions. Some multinational ccoommppaanniieess

hhaavvee  aa  ppoolliiccyy  aaggaaiinnsstt  uunniioonn  rreeccooggnniittiioonn.. Although unions in each country are usually connected,

through affiliations to global unions within the ICFTU/International Confederation of Free

Trade Unions or WCL/World Confederation of Labour, the extent of these contacts has not

seriously rivalled the international bargaining strength of multinational companies. 

DDEECCEENNTTRRAALLIISSAATTIIOONN  AANNDD  DDEE--UUNNIIOONNIISSAATTIIOONN::  The tteennddeennccyy during the last decade

- and especially in the 1990s - even among industrialised countries with a highly centralised

bargaining system, is ttoowwaarrddss  eenntteerrpprriissee  lleevveell  bbaarrggaaiinniinngg.. Only few countries are spared the

trends toward the decentralisation of bargaining and ddee--uunniioonniissaattiioonn  ooff  tthhee  wwoorrkkffoorrccee..

TTrraaddee  uunniioonnss  ffiigghhtt  ffoorr  tthhee  nnaattiioonnaall  lleevveell  ((cceennttrraalliisseedd))  ccoolllleeccttiivvee  aaggrreeeemmeennttss - sectoral or

intersectoral - because it gives bbeetttteerr  cchhaannccee  ffoorr  pprroovviiddiinngg  mmiinniimmuumm  rriigghhttss  ttoo  aass  mmaannyy  wwoorrkk--
eerrss  aass  ppoossssiibbllee  aanndd  ffoorr  eessttaabblliisshhiinngg  ooff  tthhee  pprraaccttiiccee  ooff  eexxtteennddiinngg  tthhee  aaggrreeeemmeennttss to all employ-

ees in the sector or in the country. On the contrary, decentralisation of collective agreement

restricted to the company level, leads to the weaking of the workers position, decreases their

employment rights and security of their jobs. Moreover, it weakens the trade unions.

Even a country like Sweden with a strong employers’ organization, a strong trade union move-

ment, and a previous tradition of centralised bargaining is changing the pattern. In the 1990s, the

declared policy of the Swedish Employers’ Confederation was to move negotiation to the enter-

prise level. DDeecclliinnee  iinn  uunniioonn  mmeemmbbeerrsshhiipp and an iinnccrreeaassee  iinn  ccoorrppoorraattee  ppoowweerr in Europe have

contributed to this trend. But most importantly, restructuring of enterprises flowing from intense

competition has created the need to focus on enterprise level issues such as flexible working time,

removal of narrow job classifications, new work organization, promotion of more worker

involvement schemes and decentralised decision-making. Many employers view centralised bar-

gaining as facilitating more equal distribution of income, but depriving employers of the ability to

use pay as an instrument for productivity enhancement and to compensate for skills and per-

formance. The ppuusshh  bbyy  eemmppllooyyeerrss  ffoorr  fflleexxiibbiilliittyy in the context of increasing global competition

has raised many issues which are more appropriately dealt with at the enterprise level. Some of

the many concerns of employers such as productivity and quality, performance, and skills devel-

opment to retain or gain the competitive edge and to make rapid changes to adapt to the global

marketplace are likely to increase the movement towards more enterprise level negotiation. 

Existence of nneeww  ffoorrmmss  ooff  eemmppllooyymmeenntt  that are certainly more precarious but also less codified

in relation to the traditional wage-earning model leads to the nneeww  mmooddeell  ooff  ccoolllleeccttiivvee  nneeggoottiiaatt--

iinngg, as well as these forms of employment also play a role in the remodelling of the organisa-

tion of work. All this has sped up working patterns and made living conditions harder. 

CCOOVVEERRAAGGEE  AANNDD  EEXXTTEENNSSIIOONN::  With information available for 16 of the 20 European

countries examined, it is striking that within the EU Member States and Norway bbaarrggaaiinniinngg

ccoovveerraaggee  rreemmaaiinnss  aatt  aa  rraatthheerr  hhiigghh  lleevveell.. For the overwhelming majority of the countries sur-

veyed, an analysis of recent trends in collective bargaining coverage reveals a high degree of

stability. 
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• In 1166 of the 2200 European countries examined, bbaarrggaaiinn--

iinngg  ccoovveerraaggee  rreemmaaiinnss  aatt  aa  rraatthheerr  hhiigghh  lleevveell (except
Germany and UK)

••  1100  ccoouunnttrriieess  ccaann  bbee  ccoonnssiiddeerreedd  ttoo  hhaavvee  hhiigghh  ddeennssiittyy

((oovveerr  7700%%  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  ccoovveerraaggee));;  tthhrreeee  mmeeddiiuumm

ddeennssiittyy  ((bbeettwweeeenn  4400%%  aanndd  7700%%));;  aanndd  tthhrreeee  llooww  ddeennssiittyy

((lleessss  tthhaann  4400%%))

••  EExxtteennssiioonn  ooff  ccoolllleeccttiivvee  aaggrreeeemmeennttss  applies in the great

majority of countries examined

• With the exception of Slovenia, ccoolllleeccttiivvee  bbaarrggaaiinniinngg  iiss

iinn  ddeecclliinnee  iinn  tthhee  ““nneeww  EEuurrooppeeaann  ccoouunnttrriieess””, reaching only

medium coverage rates at best. 

While in the area of extension provisions, developments

in Hungary, Poland, Slovakia and Slovenia go along the same lines as the majority of western

European countries in maintaining a stable legal framework, the situation is different in the

case of bargaining coverage. With the exception of Slovenia, ccoolllleeccttiivvee  bbaarrggaaiinniinngg  iiss  iinn

ddeecclliinnee, reaching only medium coverage rates at best. As in the case of Hungary, where there

are attempts to use special EU programmes to stabilise the collective bargaining system, it will

be difficult to reverse the downward trend and to keep coverage rates from declining even fur-

ther. 

The lleevveell  ooff  ttrraaddee  uunniioonn  ddeennssiittyy differs greatly, even within the European Union. Trade union

membership as a proportion of the workforce is at its highest in the Scandinavian countries and

Belgium, while France has one of the lowest densities of trade union membership. Trade union

density in the transition countries (CEE and CIS) is on the continuous decrease. The lowest is

in the Baltic countries (Estonia, Lithuania and Latvia), and the highest in the South-Eastern

European countries (Slovenia, Serbia, Macedonia). However, tthhee  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  pprroocceessss

iinn  mmaannyy  ccoouunnttrriieess  ccoovveerrss  wwoorrkkeerrss  wwhhoo  aarree  nnoott  uunniioonniisseedd.. This is because agreements reached

at a sectoral level apply to all workers in the sector, or

because non-unionised companies comply with the

national or sectoral agreements. 

GGOOVVEERRNNMMEENNTTSS’’  RROOLLEE:: It should be said loudly:

What is the role of the governments in collective bargaining?

GGoovveerrnnmmeennttss  aarree  iinnssuuffffiicciieennttllyy  ccoommmmiitttteedd  ttoo  tthhee  ccoolllleeccttiivvee

bbaarrggaaiinniinngg,,  aalltthhoouugghh  tthheeyy  aarree,,  aaccccoorrddiinngg  ttoo  tthhee  iinntteerrnnaa--

ttiioonnaall  llaabboouurr  ssttaannddaarrddss,,  ddiirreeccttllyy  rreessppoonnssiibbllee  ffoorr  pprroommoottiinngg

aanndd  ffaacciilliittaattiinngg  ccoolllleeccttiivvee  bbaarrggaaiinniinng.

1. Notwithstanding the voluntary nature of collective bar-

gaining, governments can be highly influential - both

through lleeggiissllaattiioonn and through pprroovviissiioonn  ooff  ssuuppppoorrttiivvee

iinnssttiittuuttiioonnss - in promoting collective bargaining. 

2. They have to provide the nneecceessssaarryy  cclliimmaattee for it. 

3. For instance, they sshhoouulldd  pprroovviiddee  eeffffeeccttiivvee  ccoonncciilliiaattiioonn

sseerrvviicceess in the event of a breakdown in the process, and

even provide the necessary legal framework for it to oper-

ate in where necessary, e.g. pprroovviissiioonn  ffoorr  tthhee  rreeggiissttrraattiioonn

ooff  aaggrreeeemmeennttss..  
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TTrraaddee  uunniioonnss  aarree  ssttrriiccttllyy  ooppppoossiinngg  ddeecceennttrraalliissaa--
ttiioonn,,  fflleexxiibbiilliissaattiioonn  aanndd  ddee--uunniioonniissaattiioonn  aanndd  tthheeyy

ffiigghhtt  ttoo  pprreesseerrvvee  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  aatt  aallll  tthhee

lleevveellss::  iinn  aaddddiittiioonn  ttoo  tthhee  nnaattiioonnaall  aanndd  bbrraanncchh

lleevveell  ccoolllleeccttiivvee  aaggrreeeemmeennttss  aanndd  eenntteerrpprriissee  nneeggoo--

ttiiaattiioonnss,,  tthheeyy  aarree  ttrryyiinngg  ttoo  ssttrreennggtthheenn  ssuupprraannaa--

ttiioonnaall  ccoolllleeccttiivvee  nneeggoottiiaattiinngg  aatt  tthhee  gglloobbaall  aanndd  tthhee

EEUU  lleevveell;;  iinnttrroodduucciinngg  nneeww  cchhaannnneellss  ffoorr  ccoolllleecc--

ttiivvee  nneeggoottiiaattiioonn  oonn  iimmpprroovveemmeenntt  ooff  wwoorrkkiinngg

aanndd  lliivviinngg  ccoonnddiittiioonnss  wwiitthhiinn  ccoommppaanniieess  ((ee..gg..

ccoorrppoorraattee  ssoocciiaall  rreessppoonnssiibbiilliittyy;;  wwoorrkkeerrss  ppaarrttiiccii--

ppaattiioonn))  aanndd  aatt  tthhee  llooccaall  ccoommmmuunniittyy  lleevveell..

!



4. The governments should nnoott  ssuuppppoorrtt  aa  ppaarrttyy  iinn  bbrreeaacchh of agreements concluded conse-

quent to collective bargaining, especially not the stronger side. 

5. The governments sshhoouulldd  sseeccuurree  oobbsseerrvvaannccee  ooff  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  aaggrreeeemmeennttss,, and pro-

vide methods for the settlement of disputes arising from collective bargaining if the parties them-

selves have not so provided. 
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According to the Albanian legislation, more precisely Article 159 of the Labour
Code of the Republic of Albania, collective bargaining agreements are signed
between the trade unions and the employers.
The Federations, in the make-up of the Confederation of Trade Unions of
Albania, have concluded 18 collective bargaining agreements at the first level and
391 at the second level. Despite the efforts made, the number of employees cov-
ered by the collective agreements is very low on the national scale. In other
words, they constitute 29% of the total number of the employees. There are two
main reasons of this situation: 1) the state administration and the companies do
not implement the labour legislation; and 2) the inefficient work of the trade
unions in this respect. In most cases, there are no union organizations in the pri-
vate sector and sometimes even when they exist; they are too weak to impose
the signing of collective agreements on the employers. The lack of collective
agreements makes workers feel unprotected and left at the mercy of the employ-

ers. It is not rare that employers violate the most essen-
tial rights of the employees, rights which are sanc-
tioned by the Albanian legislation. The shortage of col-
lective agreemnets in the private sector has brought
about the growth of informality and corruption.
Usually, collective agreements are concluded for a 1-
year period. But practice over the past two years has
seen agreements signed for a longer period of time,
such as a 2-3 year term. Collective agreements cover
issues dealing with recruitment, working hours, periods
of rest  (weekly rest, bank holidays, annual leave, leave
due to marriage, death and sickness of a spouse, child
sickness), equal wages for equal work , remuneration,
working conditions and protection, protection of preg-
nant women and breastfeeding mothers, social insur-
ance, union rights, settlement of disputes, obligations
and sanctions for the parties bound by the contractual
agreement in cases when one of the parties does not
observe the collective agreement, etc. Once the col-
lective agreement has been signed, its implementation
becomes a prerogative. It may undergo further
changes upon request of the signing parties.
Changes are made in writing and are binding for both
parties.

ALBANIA: COLLECTIVE AGREEMENTS

Year after year, the number of concluded col-

lective bargaining agreements (CBAs) is grow-

ing, e.g. in 2002 - 2,035 CBAs were conclud-

ed, in 2003: 2,049. It is up to each branch

union whether to make annual analysis of con-

cluded CBA or not. Mostly they are reviewed

upon request of workers or if some essential

legislative provision is coming into force.

There are many companies with good CBAs,

such as “Latvian Railways”, “Latvenergo”,

“Aldaris”, “Laima”, “Riga Traffic”, etc.

Numerous additional issues are covered by

their CBAs: scholarships, very good health

insurance, free of charge medical examina-

tions, organised rest/holidays for workers and

their family members, bonuses for mothers

with small children, special bonuses for moth-

ers with children starting school in September,

gifts for children graduating from schools, col-

leges, universities, etc.

LATVIA: FAMILY SENSITIVE 
PROVISIONS

C A S E  S T U D Y
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Subcontracting and outsourcing are thought to be on the increase in Spain. Some com-

mentators see this as part of a model of business relations and employment that is based

on larger companies reducing their own risks and responsibilities. Other techniques used

to this end include temporary agency work, various forms of remote and teleworking,

satellite offices/centres and flexible working. The main company becomes ‘leaner’ and is

surrounded by a constellation of companies with which it has flexible relations of a pure-

ly business character, with little commitment. Observers believe that Spain is a particular-

ly open to the proliferation of this type of business relations, given the nature of its econ-

omy, which relies to a comparatively large extent on services auxiliary to production.

From the industrial relations viewpoint, confusion arises about which collective agree-

ment should be applied to the workers in subcontracted/outsourced activities, an issue

that is particularly obvious in multi-service activities. By outsourcing some activities,

according to some analysts, main companies can choose the collective agreement that

is most favourable to them by using a subsidiary or a subcontractor. 

The spread of subcontracting is, it is claimed, leading to many new agreements that

offer less protection to workers because they start from

scratch, and to the fragmentation of collective bargain-

ing. Furthermore, the stability provided by an employ-

ment contract (open-ended or temporary) may vary

according to whether the worker is employed by the

main company (which is more stable because of its dom-

inant position) or by a dependent company (operating in

a more fragile and volatile market). 

The phenomenon of subcontracting/outsourcing has

attracted a degree of public concern. According to a

recent study from the Trade Union Confederation of

Workers’ Commissions (CC.OO), subcontracting is

extremely common in construction, hotels and catering,

and industry. Trade unions are very interested in monitor-

ing and controlling subcontracting through collective bar-

gaining. In general, in order to avoid a loss of rights due to

such decentralisation, collective agreements on the issue

place limits on the types of subcontracting that are

allowed, establish the employers’ responsibilities arising

from it and a right to information for trade union repre-

sentatives, regulate occupational risk prevention and seek

to maintain employment as far as possible.

SPAIN: SUBCONTRACTING 

““IInnkkaarroo  aavvaallyynnee””  ((aa  sshhooee  ffaaccttoorryy))  wwaass  eennggaaggeedd

iinn  ccooooppeerraattiioonn  wwiitthh  ““AAddiiddaass””..  TThhee  wwoorrkk  iinn

tthhee  ffaaccttoorryy  wwaass  oorrggaanniisseedd  iinn  33  sshhiiffttss..  WWhheenn,,

aatt  tthhee  bbeeggiinnnniinngg  ooff  22000000,,  ““AAddiiddaass””  lleefftt

LLiitthhuuaanniiaa  ffoorr  BBeellaarruuss,,  11,,112200  eemmppllooyyeeeess  ((9988  %%

ooff  tthheemm  wweerree  wwoommeenn))  wweerree  lleefftt  wwiitthhoouutt  jjoobbss

aanndd  oonnee  yyeeaarr  ppaayy  ((ii..ee..  tthheeyy  ddiidd  nnoott  rreecceeiivvee

tthheeiirr  wwaaggeess  ffoorr  tthhee  pprreevviioouuss  1122  mmoonntthhss))..  TThhee

uunniioonn  aapppprrooaacchheedd  tthhee  LLiitthhuuaanniiaann  GGoovveerr--

nnmmeenntt  aanndd  tthhee  PPaarrlliiaammeenntt  rreeqquueessttiinngg  wwaaggeess

ttoo  bbee  ppaaiidd  ttoo  tthhee  wwoorrkkeerrss..  SSiinnccee  tthhiiss  ddeemmaanndd

wwaass  nnoott  ffuullffiilllleedd,,  aa  ddeecciissiioonn  wwaass  mmaaddee  ttoo

eennggaaggee  iinn  aa  hhuunnggeerr  ssttrriikkee  iinn  wwhhiicchh  aabboouutt  2200

wwoommeenn  ttooookk  ppaarrtt..  TThhee  ssttrriikkee  ssttaarrtteedd  iinn  MMaarrcchh

22000000  aanndd  eennddeedd  iinn  DDeecceemmbbeerr  tthhaatt  yyeeaarr..  AAss  aa

rreessuulltt,,  8800  %%  ooff  wwoorrkkeerrss  rreecceeiivveedd  ppaarrtt  ooff  tthheeiirr

wwaaggeess..  HHoowweevveerr,,  tthhee  pprroobblleemm  hhaass  yyeett  nnoott

bbeeeenn  ffuullllyy  rreessoollvveedd..

LITHUANIA: WOMEN
AND GLOBALISATION

6. The governments ccoouulldd  eexxtteenndd  tthhee  vvaalliiddiittyy  ooff  tthhee  ccoolllleeccttiivvee  aaggrreeeemmeennttss  iinn  ccaasseess  ooff

eexxppiirraattiioonn of the agreement or if the employer’s side cancels the agreement. 

7. Finally, the governments ccoouulldd  eexxtteenndd  tthhee  vvaalliiddiittyy  ooff  tthhee  sseeccttoorraall  ccoolllleeccttiivvee  aaggrreeeemmeenntt

oonn  aallll  eemmppllooyyeeeess  iinn  tthhee  sseeccttoorr..

C A S E  S T U D Y



A c t i v i t y  1 1
GG LL OO BB AA LL II SS AA TT II OO NN   AA NN DD
CC OO LL LL EE CC TT II VV EE   BB AA RR GG AA II NN II NN GG

Aims:
To learn more about the outcomes of glob-
alisation and its influence on collective bar-
gaining
To find possible solutions for these prob-
lems and to discuss them

Method:
- group work

Tasks:
Working in your group on ONE topic:
a. Discuss and evaluate the situation in your 

country/ies in the given area 
b. List facts which illustrate the negative 

trend in the given area

c. List min. 3 actions which should be taken 
by trade unions to deal with or to stop 
the trend

d. Develop a report to be presented in the
plenary (choose a reporter) using 
transparencies and special markers

TTOOPPIICCSS::
(each group works on one topic allocated
by the trainer)
Gr. 1 Deregulation and flexibilisation of
labour legislation in your country/ies
Gr. 2  De-unionisation and decline of trade
union density 
Gr. 3  Decentralisation of collective 
bargaining
Gr. 4  Collective bargaining coverage 

Time: 40 min.
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TTrraaiinneerr’’ss  nnootteess::
1. Explain the activity (the tasks) to the participants. Ensure that everyone has a copy of 

Handout 14. Despite this, be careful to explain well the topics for groups’ discussions - you 
may need to explain again (based on Handout 14) the terms used there - e.g. deregulation, 
decentralisation, etc.

2. Distribute handout 14 (participants may use it during group discussion)
3. Divide the participants into 4 groups (e.g. by randomly distributing cards with 4 different 

pictures (e.g.: sun, flower, star, tree)) 
4. Remind everyone of the time available - allow 35 min. initially (if necessary, extend it up to 

45 min). Show the groups their designated work area.
5. Hand out transparencies and markers and remind participants about reporting
6. Reporting should take maximum 5-6 min. per group. 
7. Sum up by recapitulating the most important and relevant ideas from the reports
TToottaall  ttiimmee for the activity (including group work, reporting and summary): 1 h 15 min. - 1 h.
30 min.

AA1111



A c t i v i t y  1 2
WW OO MM EE NN   II NN   GG LL OO BB AA LL II SS AA TT II OO NN

Aims:
- To become aware of  the situation of
women and other vulnerable groups in the
world of globalisation

Method:
- Discussion

Tasks:
Read to all the participants the state-
ment/sentence which you have received
from the trainer
Share your comments with the group in ple-
nary discussion

Time: 20 min.
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TTrraaiinneerr’’ss  nnootteess::
1. Prepare the below statements separately 

(e.g. write them on separate paper slips in 
different colours (“spaghetti”), or print
them off in big letters and cut into separate
strips of paper)

2. It may be useful to prepare and add to 
the list 2-3 examples from your country.

3. Give one copy of each statement to a 
different participant (e.g. to every other  
participant) to read

4. Ask them to read them to the group (one 
by one).

5. Open a plenary discussion, asking for 
comments on what had just been heard. 

AA1122

1.

2.



HANDOUT 15: Women and Globalisation: Painful Statistics

••  OOnnllyy  oonnee  tthhiirrdd  ooff  wwoommeenn’’ss  wwoorrkkiinngg  hhoouurrss  aarree  ppaaiidd..

••  7700  ppeerrcceenntt  ooff  ppeeooppllee  lliivviinngg  iinn  ccoonnddiittiioonnss  ooff  eexxttrreemmee  ppoovveerrttyy  aarree  wwoommeenn  aanndd  cchhiillddrreenn..

••  2200  ppeerrcceenntt  ooff  ppeeooppllee  ccoonnttrrooll  8800  ppeerrcceenntt  ooff  wwoorrlldd’’ss  wweeaalltthh..

••  WWoommeenn  rreepprreesseenntt  ttwwoo  tthhiirrddss  ooff  mmoorree  tthhaann  oonnee  bbiilllliioonn  iilllliitteerraattee  ppeerrssoonnss  iinn  tthhee  wwoorrlldd..

••  2200  ttoo  5500  ppeerrcceenntt  ooff  wwoommeenn  iinn  tthhee  wwoorrlldd  aarree  vviiccttiimmss  ooff  vvaarriioouuss  ffoorrmmss  ooff  mmaarriittaall//eexxttrraa--

mmaarriittaall  vviioolleennccee..

••  UUnnppaaiidd  wwoommeenn’’ss  wwoorrkk  iiss  eessttiimmaatteedd  aatt  $$1111  bbiilllliioonn  --  aapppprrooxxiimmaatteellyy  oonnee  hhaallff  ooff  tthhee  aannnnuuaall

wwoorrlldd  pprroodduuccttiioonn..

••  WWoommeenn  aanndd  ggiirrllss  wwoorrkk  aapppprrooxxiimmaatteellyy  7700  ppeerrcceenntt  ooff  tthhee  ttoottaall  nnuummbbeerr  ooff  wwoorrkkiinngg  hhoouurrss,,  

wwhheerreeaass  tthheeyy  rreecceeiivvee  oonnllyy  1100  ppeerrcceenntt  ooff  rreemmuunneerraattiioonn  aanndd  oowwnn  11  ppeerrcceenntt  ooff  wwoorrlldd’’ss  wweeaalltthh..

••  TThheerree  aarree  884411  mmiilllliioonn  mmaallnnoouurriisshheedd  ppeerrssoonnss  iinn  tthhee  wwoorrlldd;;  aammoonngg  tthheemm  tthhee  mmaajjoorriittyy  ccaann  bbee  

ddiivviiddeedd  iinn  tthhrreeee  ggrroouuppss::  cchhiillddrreenn  uunnddeerr  tthhee  aaggee  ooff  ffiivvee  --  ppaarrttiiccuullaarrllyy  ggiirrllss;;  wwoommeenn  ooff  tthhee  

rreepprroodduuccttiivvee  aaggee;;  ppoooorr  hhoouusseehhoollddss  ooff  ssiinnggllee  wwoommeenn//mmootthheerrss..  

••  AAnn  eexxaammppllee::  tthhaannkkss  ttoo  ffrreeee  ttrraaddee,,  PPeeppssii  hhaass  ooppeenneedd  aa  ffaaccttoorryy  mmaannuuffaaccttuurriinngg  ‘‘bbiikkaanneerrii  

bbhhuujjiiaa’’,,  aa  ssmmaallll  IInnddiiaann  ddiisshh  wwhhiicchh  uusseedd  ttoo  bbee  ggeenneerraallllyy  mmaaddee  bbyy  wwoommeenn  iinn  pprriivvaattee  hhoommeess  

oorr  pprroodduucceedd  bbyy  ssmmaallll  ccoommppaanniieess..  TTooddaayy  tthhee  ffaaccttoorryy  pprroodduucceess  5500  ttoonnss  ppeerr  ddaayy  --  tthhee  aammoouunntt  

tthhaatt  pprreevviioouussllyy  ttooookk  oovveerr  8800,,000000  ppeeooppllee  ttoo  pprroodduuccee..  

••  9900  ppeerrcceenntt  ooff  2277  mmiilllliioonn  wwoorrkkeerrss  iinn  eexxppoorrtt--pprroocceessssiinngg  zzoonneess  aarree  yyoouunngg  wwoommeenn..

••  WWoorrkkiinngg  wwoommeenn  iinn  ffaammiilliieess  aarree  oofftteenn  vviiccttiimmss  ooff  sseexxuuaall  eexxppllooiittaattiioonn,,  ffoorrcceedd  bbyy  tthheeiirr  bboosssseess

ttoo  ppeerrffoorrmm  aaddddiittiioonnaall  sseexxuuaall  ffaavvoouurrss,,  wwoorrkkiinngg  iinn  ssllaavveerryy  ccoonnddiittiioonnss..  TThheeyy  aarree  oofftteenn  aallssoo

ccooeerrcceedd  iinnttoo  pprroossttiittuuttiioonn..  

••  AAccccoorrddiinngg  ttoo  UUNN  ssttaattiissttiiccss,,  44  mmiilllliioonn  wwoommeenn  aanndd  cchhiillddrreenn  aarree  vviiccttiimmss  ooff  hhuummaann  ttrraaffffiicckkiinngg  

eevveerryy  yyeeaarr,,  aanndd  iitt  iiss  eessttiimmaatteedd  tthhaatt  tthheeiirr  eexxppllooiitteerrss  ppoocckkeett  ssoommee  77  bbiilllliioonn  ddoollllaarrss  aa  yyeeaarr..

••  AA  ppoorrttiioonn  ooff  tthhee  llooaannss  iissssuueedd  bbyy  iinntteerrnnaattiioonnaall  ffiinnaanncciiaall  iinnssttiittuuttiioonnss  ttoo  tthhee  ddeevveellooppiinngg  

ccoouunnttrriieess  iiss  uusseedd  ttoowwaarrddss  tthhee  ddeevveellooppmmeenntt  ooff  ttoouurriissmm  aanndd  eenntteerrttaaiinnmmeenntt  iinndduussttrryy,,  iinncclluuddiinngg

sseexx  iinndduussttrryy..  
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A c t i v i t y  1 3
FF II NN DD II NN GG   AA LL TT EE RR NN AA TT II VV EE
CC HH AA NN NN EE LL SS   FF OO RR   CC OO LL LL EE CC TT II VV EE
NN EE GG OO TT II AA TT II OO NN SS

Aims: 
To think about alternative channels for col-
lective negotiations
To learn how to use them

Method:
Small group work
Case studies

Tasks: Working in your group:

Read the allocated case study
Think about who with you might resolve
such problems -  list some of so many
potential partners
Discuss: which tools you can use within the
“company walls”, apart from the company
collective agreement  - make a list
Discuss how you would resolve this particu-
lar problem
Remember to select a reporter to present
your group’s work on the resolution of this
particular problem.

Time: 30 min.
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TTrraaiinneerr’’ss  nnootteess::
1. IN ADVANCE! Prepare the below five case studies according to the following model made

for 20 participants: four copies of each  case study (you will have 4 copies of “Woman from 
the fishing industry”; 4 x “Single parents”; etc.) - they should be on separate sheets of paper.

2. Explain the activity to the participants (aims, tasks, time, etc)
3. Place the case studies in a basket/hat and let the participants choose one - this will help you 

divide them into groups.
4. Once everyone has ONE case study, show them working space for their group and remind 

them about reporting.
5. Allow each group app. 6 minutes for reporting back - ask for very concrete answers

concerning THE SOLUTION to THE GIVEN PROBLEM
6. Sum-up by way of a discussion. Ask the participants: WWhhaatt  hhaavvee  yyoouu  lleeaarrnneedd  ffrroomm  tthhiiss  

aaccttiivviittyy??
TToottaall  ttiimmee::  aapppp..  11  hh  1155  mmiinn..

AAddddiittiioonnaall  gguuiiddeelliinneess  ffoorr  tthhee  ttrraaiinneerrss::

Explain to the participants that:

a. You do not need to and you cannot wait for the annual collective bargaining procedure - 
collective problems need to be negotiated and resolved every day, as soon as possible …

b. Ask participants with wwhhoomm they might resolve such problems - they should make a list 
of some of so many potential partners:

1. employers side: line manager, head of unit, department, etc.; experts; health and safety 
department, human resources department, doctors…

2. workers side: workers representatives (works councils, health and safety councils or 
representative, representatives in the management or supervisory board - workers families etc.)

3. Which ttoooollss could you use within the “company walls”, apart from the company collective
agreement:
-  any written agreement 
-  non-written agreement (manager’s order or similar) 
-  annual working plans 
-  books of regulation 
-  agreements of the works council
-  corporate social responsibility policy 
-  European Works Councils (EWC) in multinational companies, etc. 

AA1133

1.
2.

3.

4.

5.
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C A S E  S T U D I E S

WW OO MM AA NN FF RR OO MM TT HH EE FF II SS HH II NN GG II NN DD UU SS TT RR YY

Maria works on the assembly line in a fishery. The norm is high and wages

are very low. Maria is 36 years old and already has 18 years of service.

However, she is afraid of losing her job as the company is facing ever

more severe difficulties. Therefore, although she can request rubber

gloves for work, she rather uses bare hands as it allows her to work to the

norm. At the end of her working hours, every inch of her skin smells of

fish, and bits of fish are stuck everywhere. She takes her rubber apron

and her white cap off in haste, and washes her hands and face in cold

water in the workshop. Every day, on the way home she picks up her

younger son from the nursery. She has noticed that her son never

wants to give her a hug and that other parents move away from her

due to the intensive fish smell. Maria is growing sadder and sadder;

she is depressed. She has been prescribed anti-depressants by the

factory GP. 

WWhhaatt  wwoouulldd  yyoouu,,  aass  aa  ttrraaddee  uunniioonniisstt,,  ddoo  iinn  oorrddeerr  ssoollvvee  hheerr  pprroobblleemm??
IIff  tthhee  wwoorrkkeerr  iinn    qquueessttiioonn  ccaammee  ttoo  yyoouu??

SS UU MM MM EE RR TT II MM EE

Summers are unbearable in the workshop of a large chemical fac-

tory. The heat is impossible, the air-conditioning is loud and ineffi-

cient. Workers complain to the factory GP of a dry and ticklish

throat, perspiration and sweating, while work productivity is very

low due to frequent visits to the distant toilet. Absence from work

due to sickness is considerably higher than in any other season of

the year. Foremen spied on the workers’ movements and found out

that they washed their faces in toilets and drank water from taps or

from dirty plastic cups. The foreman spoke to the shop steward about

the problem. 

WWhhaatt  wwoouulldd  yyoouu,,  aass  aa  ttrraaddee  uunniioonniisstt,,  ddoo  iinn  oorrddeerr  ssoollvvee  hhiiss  pprroobblleemm??
IIff  tthhee  wwoorrkkeerr  iinn    qquueessttiioonn  ccaammee  ttoo  yyoouu??

AA1133
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C A S E  S T U D I E S

PP OO SS TT EE RR SS OO FF NN AA KK EE DD WW OO MM EE NN

Women workers working on the packaging of products in a large

food-processing company work in the same room in which goods

are shipped and loaded onto vans by male employees. On the way

to their workplace, as well as on the way to the toilet, women must

go through the “male” part of the workshop which is completely

covered with posters of women in the nude as well as images of

explicit pornography. After several vain requests for the posters

to be removed made to their fellow workers, as well as the

manager of the packaging unit, women workers addressed

the female shop steward with a claim that this was a matter

of sexual harassment. They demanded that they be no

longer humiliated and their dignity offended by such

posters. 

WWhhaatt  wwoouulldd  yyoouu,,  aass  aa  ttrraaddee  uunniioonniisstt,,  ddoo  iinn  oorrddeerr  ssoollvvee  tthheeiirr
pprroobblleemm??  IIff  tthhee  wwoorrkkeerr  iinn    qquueessttiioonn  ccaammee  ttoo  yyoouu??

SS II NN GG LL EE PP AA RR EE NN TT SS --   WW OO RR KK II NN GG TT II MM EE

Gregor is a single father of a son who is attending the second class in a primary

school and of a daughter who is almost 5. He works as a school caretaker

and the school principal demands that he come to work at 5 every morn-

ing to switch the heating on. He is requested to work until 2 pm with-

out a break, which is when the other caretaker comes in to work until

10 pm. They work in alternate shifts every week, which doesn’t suit

Gregor because he has to pay from his relatively low wages a lady

to take his daughter to nursery and wake his son up to go to school

on his own during the weeks when he works from 5 am. Gregor

spoke to the school principal asking him to permit him to go home

immediately after having switched the heating on instead of using

his lunch break and return to work immediately after he takes his

daughter to the nursery. The school principal refused to grant

him this. Gregor is desperate because he does not have family

support and his ex-wife lives in another country. He doesn’t

know whom to address for help.

WWhhaatt  wwoouulldd  yyoouu,,  aass  aa  ttrraaddee  uunniioonniisstt,,  ddoo  iinn  oorrddeerr  ssoollvvee  hhiiss  pprroobb--
lleemm??  IIff  tthhee  wwoorrkkeerr  iinn    qquueessttiioonn  ccaammee  ttoo  yyoouu??

AA1133
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�
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C A S E  S T U D I E S AA1133

TT OO II LL EE TT SS

One day a dozen women workers at a central railway station, working on ticket sales,

organised a protest by sticking a paper badge on their blouses saying: We want a ladies toi-

let! Shocked passengers demanded from the manager in charge to have women remove

their badges because this made them feel uncomfortable. The manager reacted immedi-

ately, and after women refused to remove the badges, threatened to dismiss them.

Knowing that there was no one to replace them, women continued with their protest.

They distributed a flyer to passengers stating that, apart from being exposed to constant

draft between the small openings of the ticket sales booths, they had great difficulty obtain-

ing replacement to merely visit the toilet. They found that the worst humiliation was the

fact that they had to share the toilets with the predominantly male employees, and that the

toilet was in a very poor state. The management had previously refused to secure a sepa-

rate ladies toilet. The shop steward refused to do anything under the pretext of not being

a shop steward in charge of toilets.

WWhhaatt  wwoouulldd  yyoouu,,  aass  aa  ttrraaddee  uunniioonniisstt,,  ddoo  iinn  oorrddeerr  ssoollvvee  tthheeiirr  pprroobblleemm??  IIff  tthhee  wwoorrkkeerrss  iinn    
qquueessttiioonn  ccaammee  ttoo  yyoouu??�



HANDOUT 16: Different Voluntary Initiatives

There are many types of voluntary initiatives which have emerged in various forms in recent

decades. Although voluntary initiatives are based on the desire to add value to the enter-

prise, they may serve for improvement of workplace and living conditions. Private voluntary ini-

tiatives can relate to individual unilateral enterprise initiatives (codes of conduct) or concerted

initiatives developed and implemented by coalitions that can group together enterprise associa-

tions, trade unions, NGOs and other stakeholders in civil society (e.g. consumer groups). Social

initiatives cover a number of activities. They include initiatives in terms of employment and skills

development; they cover matters such as job tenure, benefit systems, and worker protection;

they also cover educational, charitable, and artistic provision; they may include the participation

and representation of employees and other groups in the governance of the enterprise. 

aa..  CCooddeess  ooff  ccoonndduucctt - refers to a written policy or statement of principles, intended to serve

as the basis for a commitment to particular enterprise conduct. Unfortunately, the International

Organisation of Employers (IOE) estimates, based on the review of 258 codes of conducts,

that 80 per cent of codes of conduct fall into the category of general business ethics with no

implementation methods. They usually address labour practices, like child labour, employment

discrimination, freedom of association and collective bargaining, wage levels, occupational

health and safety and other workplace-related issues. Enterprise codes of conduct are usually

issued by enterprise, trade unions or enterprise associations. Such multi-stakeholder codes

involving employers and trade unions are increasing and often focus on labour practices. The

main problem emerged is how to monitor their implementation.

An ILO Report by Michael Urminsky defines ‘code of conduct’ as ““aa  wwrriitttteenn  ppoolliiccyy,,  oorr  ssttaattee--
mmeenntt  ooff  pprriinncciipplleess,,  iinntteennddeedd  ttoo  sseerrvvee  aass  tthhee  bbaassiiss  ffoorr  aa  ccoommmmiittmmeenntt  ttoo  ppaarrttiiccuullaarr  eenntteerrpprriissee
ccoonndduucctt””.. In his study of 258 codes he found that 67% were devised by enterprises them-
selves, 11% by enterprise associations, 7% by NGOs, 8% by framework agreement (what-
ever that means), 33..55%%  bbyy  ttrraaddee  uunniioonnss and only 0.4% by Governmental bodies. Of the
codes examined, only 20 (8%) included some statement regarding commitment to commu-
nicating the code. While, only 66%%  wweerree  iinntteerreesstteedd  iinn  eexxtteerrnnaall  mmoonniittoorriinngg or inspection.
(Source: Michael Urminsky (ed.): “Self-regulation in the workplace: Codes of conduct,
social labelling and socially responsible investment”, ILO, Geneva, 2002)

bb..  SSoocciiaall  llaabbeelllliinngg - reports about the social conditions surrounding the production of a prod-

uct or rendering of a service. They may be single issue (child-labour free; trade union organ-

ised work e.g.) or multiple issue - including labour issues. As trade unions became more

involved in the programmes, more labour issues were included in the social labelling.

cc..  IInnvveessttoorr  iinniittiiaattiivveess - this term generally indicates investment-related decisions that seek social

change while maintaining economic returns.
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MMoosstt  WWeellll--KKnnoowwnn  BBuussiinneessss  PPrriinncciipplleess  
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dd..  SSccrreeeenniinngg  ooff  iinnvveessttmmeenntt  ffuunnddss  aanndd  iinntteerrnnaattiioonnaall  ffiinnaanncciiaall  iinnssttiittuuttiioonnss - there are available

evidences which suggest that socially responsible investment is growing. Global trade unions,

for example, launched last year a campaign against investing in Burma due to the forced labour

still existing in this country. The criteria might serve as bases for exclusion or inclusion.

ee..  SShhaarreehhoollddeerr  iinniittiiaattiivveess - like shareholder resolutions and submitting questions at annual

shareholder meetings; “shadow annual reports” etc.

ff..  EEmmppllooyyeeeess  iinniittiiaattiivveess - for improvement of working and living conditions.

gg..  CCoonnssuummeerrss  iinniittiiaattiivveess - boycotts, rallies, declarations etc.



A c t i v i t y  1 4
VV OO LL UU NN TT AA RR YY   II NN II TT II AA TT II VV EE SS   --   NN EE WW
TT OO OO LL SS   FF OO RR   TT RR AA DD EE   UU NN II OO NN SS ??

Aims:
- To learn more about voluntary initiatives
- To discuss if your trade union could use
them in order to improve working and liv-
ing conditions of workers and their families

Method:
- Discussion

Tasks:
Based on the presentation given by the
trainer and your own experience take part
in a plenary discussion on the following
questions:
- Do you find the new voluntary initiatives
useful for improving working and living con-
ditions of workers and their families?
- Can you give any examples of such volun-
tary initiatives in your company? In your
country?

Time:  30 min.
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TTrraaiinneerr’’ss  nnootteess::
After your presentation based on Handout 16 (and illustrated, if possible, with examples of
such voluntary initiatives in your country), open a discussion (use questions from the above
tasks)
Sum up by underlining the most important issues from the discussion.
TToottaall  ttiimmee:: about 30 min. (depending on the discussion)

TTrraaiinneerr’’ss  nnootteess::
As an introduction to the next session on CSR: before presenting the issue of  CSR, ask the
participants in the plenary session:
- Have you heard of CSR? 
- How would you define or describe it?



HANDOUT 17: Corporate Social Responsibility Model

II NN TT RR OO DD UU CC TT II OO NN ::   BB UU SS II NN EE SS SS   WW II TT HH   AA   SS OO UU LL ??

TTEERRMMSS:: A variety of terms are used to talk about corporate social responsibility (CSR): busi-
ness ethics, corporate citizenship, corporate accountability, corporate citizenship, and corpo-
rate sustainability. CSR has become an extremely fashionable acronym and very much IN.

Though sometimes those who use it have no idea what it really means.

DDEEFFIINNIITTIIOONNSS:: Corporate social responsibility can be defined as aacchhiieevviinngg  ccoommmmeerrcciiaall  ssuucccceessss

iinn  wwaayyss  tthhaatt  hhoonnoouurr  eetthhiiccaall  vvaalluueess  aanndd  rreessppeecctt  ppeeooppllee,,  ccoommmmuunniittiieess,,  aanndd  tthhee  nnaattuurraall  eennvviirroonnmmeenntt..

CSR means aaddddrreessssiinngg  tthhee  lleeggaall,,  eetthhiiccaall,,  ccoommmmeerrcciiaall  aanndd  ootthheerr  eexxppeeccttaattiioonnss  ssoocciieettyy  hhaass  ffoorr

bbuussiinneessss,,  aanndd  mmaakkiinngg  ddeecciissiioonnss  tthhaatt  ffaaiirrllyy  bbaallaannccee  tthhee  ccllaaiimmss  ooff  aallll  kkeeyy  ssttaakkeehhoollddeerrss..

The European Commission defines corporate social responsibility as aa  ccoonncceepptt  wwhheerreebbyy  ccoomm--

ppaanniieess  iinntteeggrraattee  ssoocciiaall  aanndd  eennvviirroonnmmeennttaall  ccoonncceerrnnss  iinn  tthheeiirr  bbuussiinneessss  ooppeerraattiioonnss and in their

interactions with their stakeholders on a voluntary basis.

Corporate social responsibility is viewed as a sseett  ooff  ppoolliicciieess,,  pprraaccttiicceess  aanndd  pprrooggrraammss  tthhaatt  aarree

iinntteeggrraatteedd  iinnttoo  bbuussiinneessss  ooppeerraattiioonnss,,  ssuuppppllyy  cchhaaiinnss,,  aanndd  ddeecciissiioonn--mmaakkiinngg  pprroocceesssseess  tthhrroouugghhoouutt

tthhee  ccoommppaannyy - wherever the company does business - and iinncclluuddeess  rreessppoonnssiibbiilliittyy  ffoorr  ccuurrrreenntt

aanndd  ppaasstt  aaccttiioonnss  aass  wweellll  aass  ffuuttuurree  iimmppaaccttss..

• CSR is about giving consideration, throughout the organisation, to the social case business

has, not only the economic one.

• It is about respect for all stakeholders, not only the interests of shareholders. 

• It is about moral responsibility for the consequences of business decisions locally, nationally

and internationally; in present and in future. 

Although the model draws a sort of capitalism with a human face, still there are many people

opposing CSR who believe that it is ppuurreellyy  aa  ppuubblliicc  rreellaattiioonnss  eexxeerrcciissee  ttoo  ffuurrtthheerr  eemmppoowweerr  bbuussii--

nneessss to control the lives of people in the pursuit of profit maximisation; or that it is only about

public respectability of companies. Critics claim that contemporary “captains of industry” are

suddenly popping up everywhere, protecting the environment, upholding human rights prin-

ciples and generally making the world a safer place, but only because of profit interests, and

due to the changed criteria and values of consumers. 

CCOONNSSUUMMEERRSS’’  NNEEWW  AATTTTIITTUUDDEE::  A 2001 Environics International study found that
more than two-thirds of 20,000 consumers surveyed across 20 countries around the world
believe that large companies should do more than “focus on making a profit, paying taxes,
providing employment and obeying all laws.” Often framing their concerns in ethical terms,
activist groups pose another challenge in their ability to pressure corporations and damage
reputation through campaigns, protests and even denial-of-service attacks. As a result, ethics
officers who once focused solely on legal compliance now find themselves answering ques-
tions about bioethics, privacy, child labour etc. Business ethics also play a role in strength-
ening employee commitment and boosting financial performance. AA  11999999  DDeePPaauull
UUnniivveerrssiittyy  ssttuuddyy  sshhoowweedd  tthhaatt  ffiirrmmss  mmaakkiinngg  aann  eexxpplliicciitt  ccoommmmiittmmeenntt  ttoo  aann  eetthhiiccss  ccooddee  pprroo--
vviiddee  mmoorree  tthhaann  ttwwiiccee  tthhee  vvaalluuee  ttoo  sshhaarreehhoollddeerrss  tthhaann  ccoommppaanniieess  tthhaatt  ddoo  nnoott..

Some academics consider that the concept of Corporate Social Responsibility (CSR) has

emerged as a ‘win-win’ solution: ffiirrmmss  aarree  mmaaddee  ttoo  aaccccoouunntt  ffoorr  tthhee  ssoocciiaall  ccoonnsseeqquueenncceess  ooff  tthheeiirr

aaccttiioonnss,, and at the same time progressive managements protect company image and profits. 
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SSuummmmaarryy  ooff  FFiirrsstt  WWoorrlldd  RReeppoorrtt  oonn  CCoorrppoorraattee  SSoocciiaall  RReessppoonnssiibbiilliittyy::  

IInntteerrnneett  ccoonnssuullttaattiioonn  ooff  SSttaakkeehhoollddeerrss  ((SSeepptteemmbbeerr  22000011))

• CSR is still viewed as essentially philanthropy 

• Only 27% of companies produced a social report 

• Companies that had a code of ethics did better on CSR than those without yet few produced a social 

report that suggests that many companies and institutions could better publicise the positive things they

are doing through a social report

• Only 35% of companies had a suppliers code of conduct 

• Only 41% of companies applied an environmental code 

• Yet 81% of companies said that they had a statement of the company’s mission & values 

(i.e. business principles or vision of corporate responsibility) 

• This reduced to 65% when companies were asked if they had a code of ethics or code

of business conduct 

• This further reduced to 57% when companies were asked whether the code had been distributed 

to employees and then only 40% of companies had trained their staff on their code

• 71% of companies supported their community in some way 

• 72% felt that their products were socially responsible 

• Companies with ten to fifty employees have a worse record on CSR than all other size categories

• Training on codes of ethics is more pervasive the larger the company 

• There is general scope for increased training on ethics, particularly for medium sized enterprises or 

institutions

• Those companies or institutions with specific ethics training programme had a much higher CSR

score than those without 

• The highest CSR score, i.e. highest corporate responsibility, was found among the

telecommunications companies 

• The lowest CSR scores were from the service sectors 

• Companies in telecommunications, retail trade and insurance tended to have codes of ethics

• The absence of training is noticeable across the board with the exceptions of telecoms, retail and 

insurance where between two thirds and three quarters of the firms have training schemes in place

• Few companies or institutions have a manager responsible for CSR or ethical issues - service sectors 

and education fare very badly 

• 55% of companies and institutions in the sample had a human rights policy 

• Only about a third of small and medium sized companies had an human rights policy while 

two-thirds of large companies and institutions had a human rights policy  

• Telecommunication companies came top with 100% saying they had a human rights policy followed by

75% of companies and institutions in the finance, education and public sectors

• Service sectors performed poorly with only 43% having a human rights policy followed by the 

energy and manufacturing sectors with just about half having some form of human rights policy

• Those companies or institutions that paid much better wages than average did muchbetter on CSR

than those paying below average
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SSTTAAKKEEHHOOLLDDEERRSS::  CSR must take on board tthhee  nneeeeddss  ooff  aallll  tthhoossee  aaffffeecctteedd  bbyy  tthhee  aaccttiivviittiieess

ooff  mmuullttiinnaattiioonnaall  aanndd  nnaattiioonnaall  ccoommppaanniieess:: the aaccttoorrss and the ssttaakkeehhoollddeerrss.. The actors are not

only the management centres, but they are the local factories across the globe, the subsidiaries,
the sub-contractors and small and medium-sized enterprises. The stakeholders are, among

others, the firms’ employees and trade unions, those working further down the supply chain
in third countries, the consumers who are increasingly demanding more information about the

products they are buying; the local communities, etc.

The field of corporate social responsibility has grown exponentially in the last decade. More

companies than ever before are engaged in serious or less serious efforts to define and inte-

grate CSR into all aspects of their business, with their experiences being bolstered by a grow-

ing body of evidence that CCSSRR  hhaass  aa  ppoossiittiivvee  iimmppaacctt  oonn  bbuussiinneessss  eeccoonnoommiicc  ppeerrffoorrmmaannccee..  

It is to be stressed that CSR is considered aa  pprroocceessss  aanndd  nnoott  aa  cceerrttiiffiiccaattee that, once earned,

allows a company to sit back and relax. Any scheme - ssoocciiaall  rreeppoorrttiinngg,,  lliissttiinngg  ooff  ssoocciiaallllyy  rreessppoonn--
ssiibbllee  ccoommppaanniieess,,  ssoocciiaall  llaabbeellss,,  oorr  ccooddeess  ooff  ccoonndduucctt are a means of ensuring that companies act

in a socially responsible manner, and are not ends in themselves. 

PP RR OO SS   AA NN DD   CC OO NN SS ::   VV OO LL UU NN TT AA RR YY   AA PP PP RR OO AA CC HH   

NN OO TT   EE NN OO UU GG HH   TT OO   BB EE NN EE FF II TT   WW OO RR KK EE RR SS

SSUUCCCCEESSSS  OORR  FFAAIILLUURREE: It’s hard to judge whether all these hundreds of voluntary codes of

conduct, as the most often scheme of CSR, are really working, as their ssuucccceessss  oorr  ffaaiilluurree is dif-

ficult to measure. They are frequently overlapping and contradictory efforts by well-inten-

tioned organizations to systematize voluntary reporting on corporate impacts across a range of

basic rights are not really working. Although supporters of the CSR project in business and

government frequently present voluntary systems as fully up and running, a common feature

of these initiatives is that they are works in progress.

It is hhaarrdd  ttoo  bbooiill  ddoowwnn  aallll  tthhee  iinntteerrnnaattiioonnaall  hhuummaann  rriigghhttss  ccoonnvveennttiioonnss,,  ttrreeaattiieess  aanndd  ffiinnddiinnggss  ooff

ffooccuuss  ggrroouuppss  iinnttoo  aa  ssiinnggllee  ccooddee or audit standard. As a result, they are often trying to imple-

ment confusing muddles of various core standards.

RREEPPOORRTTIINNGG  PPRROOCCEESSSS:: There is also a problem with aacccceessss  ttoo  aappppeeaallss  pprroocceesssseess  aanndd  vveerr--

iiffiiccaattiioonn  ooff  tthhee  iinnffoorrmmaattiioonn  ggaatthheerreedd  iinn  tthhee  rreeppoorrttiinngg  pprroocceessss.. For example, it is reckoned that

the body reviewing appeals to the OECD for breaches of its corporate code of conduct is cur-

rently looking at twelve cases worldwide. But the review process is closed, and the ppuubblliicc  hhaass

nnoo  aacccceessss to this information.

And while it might be possible for a charity, trade union or pressure group with an office in

an OECD country to bring such an appeal, how would a poor factory worker from a former

socialist country launch a case against a company registered within the OECD?

Some of the difficulties faced in implementing such standards lie in the fact that it is difficult to

satisfy all stakeholders, but much more it is difficult also to find the right people to form an
iinntteerrnnaall  aauuddiitt  tteeaamm, and to find ccrreeddiibbllee  eexxtteerrnnaall  mmoonniittoorrss.. But its main problem is the llaacckk  ooff

ggoooodd  ggoovveerrnnaannccee in national and local governments. Unfortunately, the responsibility of gov-

ernments is quite often under-estimated. 

IIMMPPOORRTTAANNTT:: The most successful way to monitor is through capacity building with the
workers and free ttrraaddee  uunniioonnss  oonn  tthhee  ggrroouunndd,, so that they are eemmppoowweerreedd  ttoo  rreeppoorrtt  aabbuusseess  ooff
llaabboouurr  rriigghhttss.. Other forms of mmoonniittoorriinngg are, in comparison, only of limited use and value.
WWiitthhoouutt  tthhee  ttrraaddee  uunniioonnss  aanndd  ffrreeeeddoomm  ttoo  oorrggaanniissee,,  wwoorrkkeerrss  aarree  oofftteenn  aaffrraaiidd  ttoo  ccoommppllaaiinn..
Therefore once again we highlight the fundamental basis to CSR, from creation through to
monitoring, is freedom of association and collective bargaining. 
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LEGITIMATE STAKEHOLDERS - There are many conceptual problems with how the

use of this term has evolved. “Stakeholder” is a term that requires a relationship to be of use.

Not all stakeholders are equal. And not all stakeholders have a legitimate claim against the

behaviour of a company arising out of the broader interests of society including the protec-

tion of or promotion of respect for human rights. ICFTU is convinced that NGOs have

important contributions to make to the promotion, protection and, yes, even the enforce-

ment of human rights. But this role does not have to be explained or justified because these

groups are “indirect stakeholders” whatever this expression might be considered to mean.

(Trade unions have a genuine stakeholder position!).

DANGER: ICFTU is concerned about the use of “monitoring” and “verification” that

appear to be inspired by controversial CSR practices. There are limits to how private

arrangements can substitute for an inadequate institutional and legal framework. ICFTU

also believes that it is dangerous to borrow expressions used in the business world such as

“continuous improvement” and apply them to the world of human rights where it is easy to

misunderstand or hide what is really being said.

Source: ICFTU Comments on the Draft Norms on the responsibilities of transnational corporations and other
business enterprises with regard to human rights (Jim Baker, 2003)

TTRRAAIINNIINNGG:: Many companies now recognize that managers and employees cannot be held

accountable for responsible behaviour if they are not aware of its importance and provided

with the information and tools they need to act appropriately in carrying out their job require-

ments. These companies publicize the importance of corporate social responsibility internally,

include it as a subject in management and employees training programs, and provide managers

and employees with decision-making processes that help them achieve responsible outcomes.

Works councils or the other participatory bodies and trade unions are becoming more and

more involved in this area.

OOBBLLIIGGAATTOORRYY  --  NNOOTT  VVOOLLUUNNTTAARRYY:: Finally, let us just suppose that there really were

corporations that wanted to transform themselves into responsible global citizens. The current
llaacckk  ooff  lleeggaall  iinncceennttiivveess  ttoo  bbeehhaavvee  rreessppoonnssiibbllyy gives an unfair advantage to companies that are

prepared to undercut them. In this sense it is still both valid and true: the “rules of the game”

- whether these are the rruulleess  ooff  wwoorrlldd  ttrraaddee,,  nnaattiioonnaall  llaawwss  oorr  tthhee  wwaayy  ssttoocckk  mmaarrkkeettss  aarree  rruunn  --

nneeeedd  ttoo  ddeeffiinnee  bbaasseelliinneess  ffoorr  eennvviirroonnmmeennttaall  mmaannaaggeemmeenntt,,  llaabboouurr  aanndd  ootthheerr  hhuummaann  rriigghhttss

iimmppaaccttss  ooff  ccoommmmeerrcciiaall  ooppeerraattiioonnss..

It appears that aa  vvoolluunnttaarryy  aapppprrooaacchh  aalloonnee  wwiillll  nnoott  ddeelliivveerr  aannyy  rreeaall  bbeenneeffiittss  ttoo  tthhee  wwoorrkkeerrss,,

communities and societies affected by the growing power of corporations. AAss  tthhee  11999999  UUNN

HHuummaann  DDeevveellooppmmeenntt  rreeppoorrtt  ssaayyss::  ““MMuullttiinnaattiioonnaall  ccoorrppoorraattiioonnss  aarree  ttoooo  iimmppoorrttaanntt  aa  ppaarrtt  ooff  tthhee

gglloobbaall  eeccoonnoommyy  ffoorr  vvoolluunnttaarryy  ccooddeess  ttoo  bbee  eennoouugghh..””

No doubt that new voluntary CSR standards and performance measurement tools continue

to proliferate the ongoing debate about whether (employers!) and hhooww  ((ttrraaddee  uunniioonnss!!))  ttoo  ffoorr--

mmaalliizzee  lleeggaall  CCSSRR  rreeqquuiirreemmeennttss  ffoorr  ccoommppaanniieess..

Finally, as some trade unions state, the problem with voluntary codes is that those companies

where good governance is most needed are likely to be those that are least likely to adopt

change that is non mandatory. So, no use of voluntary initiatives!
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EEUURROOPPEEAANN  TTRRAADDEE  UUNNIIOONN  CCOONNFFEEDDEERRAATTIIOONN::
CCSSRR  --  NNoott  aann  aalltteerrnnaattiivvee,,  bbuutt  aa  ““pplluuss””

As globalisation intensifies, the ETUC strongly reaffirms its demand for European busi-

nesses to behave responsibly towards their workforces and the wider community, both

within the European Union and beyond its borders. At the same time, it insists that

Corporate Social Responsibility cannot be an alternative to necessary regulation, social dia-

logue, or agreement with democratically elected workers’ representatives.  

The ETUC believes that Corporate Social Responsibility should complement, but in no

way replace, legislation on social and environmental rights or standards set by collective bar-

gaining…No company failing to comply with agreements or legislation can be defined as

socially responsible.

The ETUC re-emphasises its view that CSR, to be effective, must mean a change of atti-

tude permeating the entire company, making environmental and social considerations an

intrinsic part of day-to-day management and decision-making. ‘Responsibility’ is not merely

about improving commercial image or winning over consumers, but rather a challenge for

corporate thinking on a worldwide basis. 

CSR in the EU must also reflect the principles of Social Europe and the aims of the Lisabon

Agenda, such as better jobs, sustainable development, and lifelong learning. 

The ETUC insists that, while CSR is a voluntary undertaking, it must be shaped by con-

sistent guidelines established at European level:

• Lay down a single framework of standards and criteria that companies must comply with; 

• Promote global responsibility, to prevent social dumping and the exploitation of weaker 

communities; 

• Require larger companies to publish an annual report outlining activities in the field of

CSR;

• Set standards for transparency and quality throughout the production chain, also 

covering supply and subcontracting;

• Adopt a consistent policy for the use of EU funds to promote CSR;

• Support the setting up of a resource centre, for information, training, and the exchange 

of good practice;

• Develop a system of certification to verify the legitimacy of CSR claims;

• Set up a permanent monitoring body with responsibility for maintaining European 

standards, and publish an annual report for the social partners, measuring progress on   

CSR.

(Source: Resolution adopted by the ETUC Executive Committee, Brussels, 9-10 June 2004)

CC SS RR ::   AA RR GG UU MM EE NN TT SS   FF OO RR   EE MM PP LL OO YY EE RR SS ,,   AA RR GG UU MM EE NN TT SS   

FF OO RR   WW OO RR KK EE RR SS

11..  IImmpprroovveedd  FFiinnaanncciiaall  PPeerrffoorrmmaannccee:: Business and investment communities have long debated

whether there is a real connection between socially responsible business practices and posi-

tive financial performance. 
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One of the more recent analyses - a 2002 DePaul University study - showed that overall

financial performance of the 2001 Business Ethics Best Citizen ccoommppaanniieess  wwaass  ssiiggnniiffiiccaanntt--

llyy  bbeetttteerr  than that of the remaining companies in the S&P 500 Index, based on the 2001

BusinessWeek ranking of total financial performance. The ranking was based on eight sta-

tistical criteria, including total return, sales growth, and profit growth over the one-year and

three-year periods, as well as net profit margins and return on equity. 

22..  RReedduucceedd  OOppeerraattiinngg  CCoossttss: Some CSR initiatives can reduce operating costs dramatically.

For example, many recycling initiatives cut waste-disposal costs and generate income by sell-

ing recycled materials. In the human resources arena, flexible scheduling and other work-life

programs that result in reduced absenteeism and increased retention of employees often save

companies’ money through increased productivity and reduction of hiring and training costs. 

33..  EEnnhhaanncceedd  BBrraanndd  IImmaaggee  aanndd  RReeppuuttaattiioonn:: Customers are often drawn to brands and compa-

nies with good reputations in CSR-related areas. A company considered socially responsible

can benefit both from its enhanced reputation with the public as well as its reputation within

the business community, increasing a company’s ability to attract capital and trading partners. 

A 2001 Environics International CSR Monitor survey showed that the ffaaccttoorrss  mmoosstt  iinnfflluu--

eenncciinngg  ppuubblliicc  iimmpprreessssiioonnss  ooff  ccoommppaanniieess  wweerree  ssoocciiaall  rreessppoonnssiibbiilliittyy (49%); brand quality/rep-

utation (40%); and business fundamentals (32%). The answers in the survey represent the

percent of respondents mentioning these factors as one of their top two. 

44..  IInnccrreeaasseedd  SSaalleess  aanndd  CCuussttoommeerr  LLooyyaallttyy:: A number of studies have suggested a large and

growing market for the products and services of companies perceived to be socially responsi-

ble. While businesses must first satisfy customers’ key buying criteria - such as price, quality,

availability, safety and convenience - studies also show a growing desire to buy (or not buy)

because of other values-based criteria, such as “sweatshop-free”, “child-labour-free” clothing,

“trade union made”, lower environmental impact, and absence of genetically-modified mate-

rials or ingredients. 

A 2001 Hill&Knowlton/Harris Interactive poll showed that 79% of Americans take corpo-

rate citizenship into account when deciding whether to buy a particular company’s prod-

uct; 36% of Americans consider corporate citizenship an important factor when making

purchasing decisions. 

A 2002 Cone Corporate Citizenship Study found that of U.S. consumers who learn about

a firm’s negative corporate citizenship practices, 91% would consider switching to another

company, 85% would pass the information to family and friends, 83% would refuse to

invest in that company, 80% would refuse to work at that company and 76% would boy-

cott that company’s products. 

55..  IInnccrreeaasseedd  PPrroodduuccttiivviittyy  aanndd  QQuuaalliittyy:: Company efforts to improve working conditions, lessen

environmental impacts or increase employee involvement in decision-making often lead to

increased productivity and reduced error rate. For example, companies that improve working

conditions and labour practices among their suppliers often experience a decrease in mer-

chandise that is defective or can’t be sold. 

66..  IInnccrreeaasseedd  AAbbiilliittyy  ttoo  AAttttrraacctt  aanndd  RReettaaiinn  EEmmppllooyyeeeess:: Companies perceived to have strong

CSR commitments often find it easier to recruit and retain employees, resulting in a reduction

in turnover and associated recruitment and training costs. Even in difficult labour markets,

potential employees evaluate a company’s CSR performance to determine whether it is the

right “fit”.
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A survey conducted by The Aspen Institute Initiative for Social Innovation through Business

between 1999 and 2001 found more than half of students would seek another job if they

found that their values conflicted with the business where they work. 

77..  AAcccceessss  ttoo  CCaappiittaall:: The growth of socially responsible investing (SRI) means companies with

strong CSR performance have increased access to capital that might not otherwise have been

available. 

The Region of Umbria in central Italy has introduced a law giving preference for govern-

ment contracts with companies that have been certified as being in compliance with the

SA8000 Standard. The regional government is creating a dedicated registry of SA8000-cer-

tified companies, and those companies will be given priority for tenders for public works or

for supplying goods and services as long as they meet cost and quality specifications.

88..  WWoorrkkiinngg  ccoonnddiittiioonnss//wwoorrkkeerrss  rriigghhttss::

For employees CSR should include investment in lliiffeelloonngg  lleeaarrnniinngg, including training, paid

educational leave and accredited qualifications. 

A commitment to work-life balance with positive dialogue to create the circumstances where

a real difference in addressing the bbaallaannccee  bbeettwweeeenn  wwoorrkk,,  hhoommee  aanndd  lleeiissuurree can be made.

Inserting human rights in the company policy papers and practices is iimmppoorrttaanntt  eessppeecciiaallllyy  ffoorr

wwoommeenn  and the other vulnerable groups, because such companies pay much more importance

to promote non-discrimination of employees on any basis. 

Such companies might be good in promoting policies of rreeccoonncciilliiaattiioonn  ooff  wwoorrkk  aanndd  ffaammiillyy

responsibilities, which can substantially improve working and living conditions of women.

Furthermore, if the company takes care about environmental issues, it is to assume that the
hheeaalltthh  aanndd  ssaaffee  ccoonnddiittiioonnss for workers would be better. Finally, if the company promotes sen-

sitivity for poor in the world, it could be considered  that it would create socially sseennssiittiivvee  ppoollii--

cciieess and schemes for its own employees.

Most of such companies understand that employees tend to engage in behaviour that is rec-

ognized and rewarded and avoid behaviour that is penalized. The ssyysstteemm  ooff  rreeccrruuiittiinngg,,  hhiirriinngg,,

pprroommoottiinngg,,  ccoommppeennssaattiinngg  aanndd  ppuubblliiccllyy  hhoonnoouurriinngg  eemmppllooyyeeeess,, with a special emphasize on the

most disadvantaged workers - wwoommeenn  aanndd  tthhee  ootthheerr  vvuullnneerraabbllee  ggrroouuppss - can be designed to

promote corporate social responsibility. 

Inclusion of the fundamental labour standards (at least the eight basic conventions of the

International Labour Organisation) is becoming quite fashionable, but when being publicly

and practically announced, it helps for them to be implemented, which includes the rriigghhtt  oonn

oorrggaanniissiinngg  aanndd  tthhee  rriigghhtt  oonn  ccoolllleeccttiivvee  bbaarrggaaiinniinngg,, what is of utmost importance for trade

unions. Companies which introduced CSR usually do not reject collective bargaining.

Aside from having strong trade unions, many European countries introduced specific models

of workers’ participation bodies (consultation; self-management; co-determination etc.) in the

decision-making process. While in Denmark and Belgium, for example, there are well func-

tioning bi-partite models, in Germany, Slovenia, Croatia etc. there are works councils repre-

senting workers’ interests. Such bodies have bbeetttteerr  eennvviirroonnmmeenntt  ffoorr  tthhee  wwoorrkk  ooff  wwoorrkkeerrss  ppaarr--

ttiicciippaattoorryy  bbooddiieess in the companies that introduced CSR.

Codes of conduct enable workers to strengthen their power in factories where globalisation

pressures have caused them to lose ground during the past 30 years, but only if they know

their advantages and limitations. Codes of conduct can be useful tools to implement social

standards if they fulfill certain conditions and are part and parcel of broader political activities. 
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11..  TThhee  mmooddeell  ooff  ccoorrppoorraattee  ssoocciiaall  rreessppoonnssiibbiilliittyy  wwaass  bboorrnn  oonn  tthhee  bbaassiiss  ooff  ttrraaddee  uunniioonn
aacchhiieevveemmeennttss  tthhrroouugghh  tthhee  ddeeccaaddeess  ooff  ttrraaddee  uunniioonn  ssttrruuggggllee,,  ssttrriikkeess  aanndd  ccoolllleeccttiivvee  bbaarrggaaiinniinngg..

22..  CCSSRR  ccaannnnoott  jjuusstt  bbee  vvoolluunnttaarryy.. AAllll  ccuurrrreenntt  mmooddeellss  ooff  CCSSRR  aarree  bbaasseedd  oonn  aa  vvoolluunnttaarryy

pprroocceessss  tthhaatt  aaiimmss  aatt  pprroommoottiinngg  ggoooodd  pprraaccttiicceess  ggooiinngg  bbeeyyoonndd  nnaattiioonnaall  lleeggiissllaattiioonn..  HHoowweevveerr

mmaarrkkeett  ffoorrcceess  aalloonnee  cclleeaarrllyy  ddoo  nnoott  ssuuffffiiccee  ttoo  mmaakkee  ccoommppaanniieess  ssoocciiaallllyy  rreessppoonnssiibbllee..  TThhee

llaarrggeesstt  gglloobbaall  ttrraaddee  uunniioonn  aassssoocciiaattiioonnss,,  lliikkee  IICCFFTTUU//IInntteerrnnaattiioonnaall  CCoonnffeeddeerraattiioonn  ooff  FFrreeee

TTrraaddee  UUnniioonnss  aanndd  WWCCLL//WWoorrlldd  CCoonnffeeddeerraattiioonn  ooff  LLaabboouurr,,  aanndd  EETTUUCC//EEuurrooppeeaann  TTrraaddee

UUnniioonn  CCoonnffeeddeerraattiioonn,,  ffiirrmmllyy  ssttaattee  tthhaatt  tthhee  vvoolluunnttaarryy  iinniittiiaattiivveess  sseerrvvee  wweellll  ttoo  ddrriivvee  ssttaannddaarrddss

uuppwwaarrddss,,  bbuutt  tthhiiss  mmuusstt  tthheenn  bbee  ccoommpplleemmeenntteedd  bbyy  lleeggiissllaattiioonn  tthhaatt  wwiillll  bbrriinngg  uupp  tthhee  bboottttoomm

lliinnee  aanndd  eennssuurree  tthhaatt  ccoommppaanniieess  ppuuttttiinngg  iinn  ppllaaccee  CCSSRR  aarree  nnoott  ssuubbsseeqquueennttllyy  ppeennaalliisseedd  iinn  ccoomm--

ppeettiittiioonn  bbyy  tthhoossee  wwhhoo  aarree  nnoott..  AAnn  eexxaammppllee  ooff  wwhheerree  lleeggiissllaattiioonn  iiss  cclleeaarrllyy  nneeeeddeedd  iiss  ffoorr

iinnssttaannccee  iinn  tthhee  eessttaabblliisshhmmeenntt  ooff  aa  ssyysstteemm  ooff  AAnnnnuuaall  SSoocciiaall  RReeppoorrttiinngg iinn  tthhee  EEUU,,  rreeqquuiirriinngg  aallll

EEuurrooppeeaann  ccoommppaanniieess  ttoo  oobbsseerrvvee  iinntteerrnnaattiioonnaallllyy  rreeccooggnniisseedd  ssttaannddaarrddss..  

IIff  tthheerree  aarree  nnoo  mmeecchhaanniissmmss  ffoorr  lleeggaall  eennffoorrcceemmeenntt  ooff  CCSSRR,,  tthhiiss  eennttiirree  ssttoorryy  ffaaiillss  ttoo  bbee  rreellee--

vvaanntt..  CCoommppaanniieess  ccoonnttiinnuuee  ddooiinngg  eexxaaccttllyy  wwhhaatt  tthheeyy  wwaanntt  oorr  nnoott  ddooiinngg  wwhhaatt  tthheeyy  ddeeccllaarree  iinn

tthheeiirr  sscchheemmeess  aanndd  ppaappeerr  ppoolliicciieess..  TTrraaddee  uunniioonnss  bbeelliieevvee  wwee  aarree  mmoovviinngg  ffrroomm  aa  sseellff--rreegguullaa--

ttoorryy  ccoonntteexxtt,,  iinn  wwhhiicchh  mmuullttiinnaattiioonnaallss  sseett  tthheeiirr  oowwnn  rruulleess,,  ttoo  aa  ccoonntteexxtt  iinn  wwhhiicchh  rreegguullaattiioonn

bbyy  tthhee  ppuubblliicc  aauutthhoorriittiieess  bbeeccoommeess  ppoossssiibbllee..

33..  CCoommppaanniieess  ooppeerraattee  oonn  aa  gglloobbaall  lleevveell  aanndd  tthheerreeffoorree  ssoo  mmuusstt  CCSSRR..  FFoorr  iinnssttaannccee,,  aannyy

sscchheemmee  ccrreeaatteedd  wwiitthhiinn  tthhee  EEUU  mmuusstt  nnoott  oonnllyy  aaddddrreessss  tthhee  aaccttiivviittiieess  ooff  ccoommppaanniieess  wwiitthhiinn  tthhee

mmeemmbbeerr  ssttaatteess,,  bbuutt  aallssoo  tthheeiirr  aaccttiivviittiieess,,  tthhoossee  ooff  tthheeiirr  ssuupppplliieerrss  aanndd  ssuubbccoonnttrraaccttoorrss,,  iinn  aallll

tthhiirrdd  ccoouunnttrriieess..  CCoommppaanniieess  ccaannnnoott  bbee  ‘‘rreewwaarrddeedd’’  ffoorr  ccoommppllyyiinngg  wwiitthh  ssoocciiaall  ssttaannddaarrddss  iinn
tthheeiirr  oowwnn  ccoouunnttrryy  iiff  tthheeyy  aarree  vviioollaattiinngg  bbaassiicc  llaabboouurr  aanndd  ssoocciiaall  nnoorrmmss  iinn  ootthheerr  ppaarrttss  ooff  tthhee
wwoorrlldd..  

44..  TTrraaddee  uunniioonniissttss  aarree  vveerryy  ppoossiittiivvee  tthhaatt  aannyy  CCSSRR  ssyysstteemm  mmuusstt  ppllaaccee  tthhee  CCoorree  LLaabboouurr
SSttaannddaarrddss,,  sseett  oouutt  iinn  tthhee  IILLOO  DDeeccllaarraattiioonn  oonn  FFuunnddaammeennttaall  PPrriinncciipplleess  aanndd  RRiigghhttss  aatt  WWoorrkk

((11999988))  aanndd  eennsshhrriinneedd  iinn  tthhee  88  IILLOO  ccoonnvveennttiioonnss,,  aass  tthhee  mmiinniimmuumm  eennttrraannccee  ccrriitteerriiaa  ffoorr  aannyy

sscchheemmee..  CCoorree  LLaabboouurr  SSttaannddaarrddss  aarree  tthhee  ffoouunnddaattiioonn  ffoorr  tthhee  pprrootteeccttiioonn  ooff  bbaassiicc  llaabboouurr  rriigghhttss

iinn  aallll  rreeggiioonnss  wwhheerree  tthhee  ccoommppaannyy  iiss  aaccttiivvee..  TThheessee  iinnccoorrppoorraattee  tthhee  ffoouurr  bbaassiicc  rriigghhttss  aatt  wwoorrkk,,
wwhhiicchh  aarree  tthhee  rriigghhttss  ttoo  oorrggaanniissee  aanndd  bbaarrggaaiinn  ccoolllleeccttiivveellyy,,  ttoo  rreeffuussee  ffoorrcceedd  llaabboouurr,,  ttoo  rreejjeecctt
cchhiilldd  llaabboouurr,,  aanndd  ttoo  wwoorrkk  ffrreeee  ffrroomm  ddiissccrriimmiinnaattiioonn ((iinncclluuddiinngg  ddiissccrriimmiinnaattiioonn  aaggaaiinnsstt

wwoommeenn))..  TThhiiss  iinncclluuddeess  aabbiiddiinngg  bbyy  tthhee  nnaattiioonnaall  lleeggiissllaattiioonn  oonn  tthhee  mmiinniimmuumm  wwaaggee  rreeqquuiirree--

mmeennttss..

55..  TThhee  rriigghhttss  ttoo  ffrreeeeddoomm  ooff  aassssoocciiaattiioonn  aanndd  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  aarree  tthhee  bbaassiicc  ffrraammeewwoorrkk
iinn  tthhee  eemmppoowweerrmmeenntt  ooff  wwoorrkkeerrss  ttoo  aacctt  ffoorr  tthheeiirr  oowwnn  ccoolllleeccttiivvee  rriigghhttss --  tthhaatt  iiss  wwhhyy  ttrraaddee

uunniioonnss  aarree  cceennttrraall  ttoo  aannyy  CCSSRR  ppoolliiccyy..  TThhee  mmoosstt  eeffffeeccttiivvee  wwaayy  ttoo  gguuaarraanntteeee  wwoorrkkeerrss’’  rriigghhttss

iinn  tthhee  lloonngg--tteerrmm  iiss  ttoo  ooppeenn  tthhee  ddoooorr  ffoorr  tthhee  ffrreeeeddoomm  ooff  aassssoocciiaattiioonn  iinn  ffrreeee  ttrraaddee  uunniioonnss  aanndd

ccoolllleeccttiivvee  bbaarrggaaiinniinngg..  TTrraaddee  uunniioonnss  mmuusstt  bbee  iinnvvoollvveedd  iinn  tthhee  ddeeffiinniittiioonn  ooff  ccrriitteerriiaa  aanndd  iinn  tthhee
mmoonniittoorriinngg  ooff  aannyy  CCSSRR  ppoolliiccyy..  

TTrraaddee  uunniioonniissttss  ssttrroonnggllyy  ooppppoossee  sseellff  iimmppoosseedd  ccooddeess  ooff  ccoonndduucctt  oonnllyy  bbyy  tthhee  mmaannaaggeemmeennttss

ooff  tthhee  ccoommppaanniieess..  TThheeyy  hhaavvee  ttoo  bbee  ffuullllyy  iinntteeggrraatteedd  iinn  tthhee  ccrreeaattiioonn  ooff  ssuucchh  iimmppoorrttaanntt  ddooccuu--

mmeennttss..
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INTERNATIONAL CONFEDERATION OF FREE TRADE UNIONS

EIGHTEENTH WORLD CONGRESS 

Miyazaki, 5 - 10 December 2004
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In addition to regulation and corporate governance, tthhee  mmoosstt  iimmppoorrttaanntt  iinnssttrruummeenntt  ttoo

iinnccrreeaassee  tthhee  ppoossiittiivvee  ssoocciiaall  iimmppaacctt  ooff  bbuussiinneessss  iiss  ccoolllleeccttiivvee  bbaarrggaaiinniinngg. International busi-

ness activity and the changing organisation of business pose particular challenges to

effective exercise of the right to organise and to collective bargaining…

Congress notes that in the period since the 17th ICFTU World Congress, corporate

social responsibility (CSR) has been presented as a new form of business ethics, based

on the declared moral responsibility of enterprises to take into account the impact of

their activities on other elements in society. CSR is most often defined as a voluntary

concept, involving responsibilities identified unilaterally by enterprise management.
CCoonnggrreessss  iinnssiissttss  tthhaatt  bbuussiinneessss  hhaass  nnoo  ppoolliittiiccaall  lleeggiittiimmaaccyy  ttoo  ddeeffiinnee,,  oonn  iittss  oowwnn,,  iittss

rreessppoonnssiibbiilliittiieess  ttoo  ssoocciieettyy.. The processes of technical standard-setting associated with

the International Organisation for Standardisation (ISO) are increasingly imitated by

organisations created to set CSR standards. These processes of standard-setting are

inappropriate means to establish social responsibility. Congress warns that business may

use CSR to redefine or reinterpret its responsibilities, and emphasises that private stan-

dard-setting cannot be allowed to substitute for the proper role of the International

Labour Organisation or of government. 

Congress finds that ttrraaddee  uunniioonnss  mmuusstt  nnoott  ttaakkee  aann  uunnccrriittiiccaall  oorr  aa  ddiissmmiissssiivvee  aapppprrooaacchh  ttoo

CCSSRR. CSR cannot be an objective or an end in itself, as the protection and advance-

ment of workers cannot be based on a concept that centres on the role of manage-

ment. On the other hand, CCSSRR  ccaann  pprroovviiddee  ttrraaddee  uunniioonnss  wwiitthh  ooppppoorrttuunniittiieess  ttoo  eennggaaggee

ccoommppaanniieess  aabboouutt  tthhee  ssoocciiaall  iimmppaacctt  ooff  tthheeiirr  bbuussiinneessss  aaccttiivviittiieess. There is a proliferation of

voluntary private initiatives, public-private partnerships and statements of ethical princi-

ples in the name of CSR, and a growing industry of enterprises offering services to

business and investors. CSR is increasingly being incorporated into the policy and pro-

grammes of governments and intergovernmental organisations. CSR cannot be ignored

because it can lead to changes in the environment in which workers and their trade

unions relate to employers, business organisations, non governmental organisations,

governments and international organisations. 

CCoonnggrreessss  ddeeccllaarreess  tthhaatt  CCSSRR  mmuusstt  nnoott  bbee  ppeerrmmiitttteedd  ttoo  bbee  uusseedd  aass  aa  ssuubbssttiittuuttee  ffoorr  tthhee

pprrooppeerr  rroollee  ooff  ggoovveerrnnmmeenntt  oorr  ffoorr  ttrraaddee  uunniioonnss. Congress recalls that regulation is neces-

sary because the business case for responsibility and paternalism are neither sufficient

nor sustainable. CCoonnggrreessss  aallssoo  ddeeccllaarreess  tthhaatt  wwiilllliinnggnneessss  ttoo  eennggaaggee  iinn  ssoocciiaall  ddiiaalloogguuee,,  aa

ccoommmmiittmmeenntt  ttoo  hhaavviinngg  ggoooodd  iinndduussttrriiaall  rreellaattiioonnss  aanndd  aann  ooppeenn  aanndd  ppoossiittiivvee  aattttiittuuddee

ttoowwaarrdd  ttrraaddee  uunniioonnss  aarree  aammoonngg  tthhee  mmoosstt  iimmppoorrttaanntt  aanndd  uunniivveerrssaall  ssoocciiaall  rreessppoonnssiibbiilliittiieess

ooff  bbuussiinneessss. Legal and regulatory frameworks, including sound corporate governance,

together with the institutions of collective bargaining and industrial relations, will remain

decisive in holding management accountable and ensuring responsible business behav-

iour. 

EXCERPTS
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Aims:

- To discuss how trade unions can use CSR

Method:
- Discussion

Tasks:
Listen to the presentations given by your
fellow participants 
Plenary discussion on:
- Do you find CSR useful for improving of
work and living conditions of workers and
their families?
- Do you find it dangerous for trade unions?
If yes, why?

Time:  60 min.
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TTrraaiinneerr’’ss  nnootteess::
NOTE!
1. Prepare a day in advance! As an introduction to this exercise ask for 3 volunteers to work on 

CSR (Handouts 17 and 18). Have a meeting with them and ask them to divide the text from 
the three Handouts among themselves and prepare their parts for a short presentation (app. 
30 min. in total). Ask them to use visual aids (poster(s) or slides/transparencies, etc.). Ensure 
they understand their task. 

2. Three short presentations by the volunteers (make sure that all the important points from 
Handouts 17 and 18 have been introduced, if not, add them yourself) 

3. Start the discussion (use questions from task 2)
4. For question 2 you may wish to use the “brain-storming” method in order to make a list of 

dangers connected to CSR.
5. Sum up by underlining the most important issues on CSR and also stress the dangers for 

trade unions.
TToottaall  ttiimmee::  about 60-75 min. (including presentations by volunteers and the discussion)

1.

2.AA1155



HANDOUT 18: Work(er)s Councils

Works councils or similar bodies represent the employees in a single workplace. In most

Central and Eastern European countries, employee representative bodies/councils are

established at the employees’ initiative, usually by secret ballot, and council members are elect-

ed by employees in the workplace, generally for a fixed term. In most cases, employees do not

have to be union members to elect council representatives, and representatives do not have to

be affiliated with a union. 

The extent to which there is a division of labor between unions and councils varies by coun-

try. In theory, if both a union and a council exist in the workplace, councils control workplace-

specific issues such as hours of work, overtime, training, promotion, discipline, and redun-

dancy. Unions oversee wage bargaining. When only one is present, either unions or a coun-

cil, the representatives exercise all rights except collective bargaining, which is solely the

domain of unions.

Trade unions might run for the election with their special lists and get their representatives

being elected. If they win, it makes their representatives being informed, consulted and able to

influence the company policy. It could be jjuusstt  aannootthheerr  cchhaannnneell  ffoorr  rreepprreesseennttiinngg  wwoorrkkeerrss inter-

ests and combating for improvement of the working and living conditions of the employees.

Similar to union officials, employee representatives are usually pprrootteecctteedd  ffrroomm  aannyy  ddiissccrriimmiinnaa--

ttiioonn by the employer during their active service on the council. Employers are not required to

take an active role in the establishment of the councils; however, employers must provide ade-

quate favourable conditions for the establishment and ongoing functioning of the councils.

National labour laws in Central and Eastern Europe provide for different employee thresh-

olds at which creation of a council becomes mandatory. Once established, a typical council

has three or more members, depending on the employee headcount at the company. In the

EU, the Directive on National Level Information and Consultation allows Member States to

use either “undertakings with at least 50 employees” or “establishments with at least 20

employees” as the threshold at which establishment of a works council becomes mandatory. 

Employee representatives have information, consultation, and “codetermination” rights.
CCooddeetteerrmmiinnaattiioonn refers to the council’s right to participate in decisions relating to the business.

The extent to which employers must inform employees and/or consult or share decision-mak-

ing with employee representative bodies on various business matters varies by country. In gen-

eral, under iinnffoorrmmaattiioonn  rriigghhttss,, management is required to give specified information to the

council. In most Central and Eastern European countries, this includes the company’s finan-

cial results (actual and projected) and any activities or events that could have an impact on

employees (for example, a change in the legal form of the company).
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CCoonnssuullttaattiioonn  rriigghhttss oblige management to inform the council before a decision is taken, to wait

for a considered response or counterproposal, and to take the response in consideration when

making the final decision. Whenever an employer’s action results in a collective dismissal,

employee representatives must be informed and consulted. In addition, employee representa-

tives may have the right to be informed on matters related to employment plans (for example,

recruitment strategies, selection criteria, part-time arrangements, allowed number of fixed-

term contracts, etc.), changes in working time, organizational structure, health and safety rules

in the workplace, and any terms and conditions of employment.

Unfortunately, instead of entering into collective agreements, some companies prefer to make

direct agreements with the works council (e.g. Hungary). Company-specific arrangements, in

the form of ‘personnel guides’, drafted with or without consultation with the trade union, are

becoming increasingly popular. An important difference between collective agreements on

one hand and agreements with the works council on the other is that the latter do not neces-

sarily apply imperatively to individual employment contracts. 

IIMMPPOORRTTAANNTT:: IItt  iiss  nnoott  ppoossssiibbllee  ttoo  aarrrriivvee  aatt  aa  ccoolllleeccttiivvee  aaggrreeeemmeenntt  wwiitthh  aa  wwoorrkkss  ccoouunncciill

iinnsstteeaadd  ooff  aa  ttrraaddee  uunniioonn..  TThhee  wwoorrkkss  ccoouunncciill  iiss  aa  bbooddyy  wwiitthhiinn  tthhee  oorrggaanniissaattiioonn  aanndd  iiss  tthheerree--

ffoorree  nnoott  aann  iinnddeeppeennddeenntt  nneeggoottiiaattiinngg  ppaarrttyy..  BBeessiiddeess,,  oonnllyy  tthhoossee  aassssoocciiaattiioonnss  iinn  ppoosssseessssiioonn  ooff

ffuullll  lleeggaall  rriigghhttss  aarree  aalllloowweedd  ttoo  ccoonncclluuddee  ccoolllleeccttiivvee  aaggrreeeemmeennttss;;  tthhee  wwoorrkkss  ccoouunncciill  iiss  nnoott  aann

aassssoocciiaattiioonn..  AAddddiittiioonnaallllyy,,  ttrreeaattiieess  lliimmiitt  wwoorrkkss  ccoouunncciillss  ffrroomm  aaccttiinngg  iinnddeeppeennddeennttllyy  iinn  ssuucchh  aa

wwaayy  aass  ttoo  oovveerrllaapp  wwiitthh  tthhee  aaccttiivviittiieess  ooff  ttrraaddee  uunniioonnss..  TThhee  wwoorrkkss  ccoouunncciill  mmaayy  nnoott  uunnddeerrmmiinnee

tthhee  ppoossiittiioonn  ooff  ttrraaddee  uunniioonnss..  
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In Croatia (as part of former Yugoslavia) some rudimentary practice of social dialogue

existed even during the socialism period. Workers participation model (“workers self-

management”) was established in June 1950, and became one of the founding models

for today’s European works councils. The substantial difference was that it was a fake

participation model, a nice frame without real power on the workers’ and employers’

side, which lay in the hands of political oligarchy.

The first self-management system was developed in such a way that it applied also to

public occupations and the community, and particularly by being transferred from the

company level to its lower structures, units. By 1961 self-management had become dom-

inant in all the areas of human activity. An employee worked with the production tools

in the system of social ownership, thus having a two-fold role: that of a producer-man-

ager and a producer-executive.

Nevertheless, the Croatian workers participation model has been preserved and further

developed, being only narrowed down to two interest sides at the company level: every

three years, workers (mostly nominated by trade unions) elect their representatives to

works councils which have certain informative, consultant, advisory, supervisory and

negotiating rights. The majority of the councils are controlled by the unions and are the

extended hand of the union influence. They are obliged by the law to maintain regular

communication with the management/employers side and to find peaceful solutions to

possible conflicts. 

In January 1996 trade unions succeeded in having introduced new legal provisions into

the Labour Law, namely - workers participation in the decision-making through works

councils, establishment and activity of trade unions, collective agreements, peaceful set-

tlement of collective labour disputes, strike, establishment and activity of the Economic

and Social Council as a national tripartite body, etc. Works council can be established

in companies employing minimum 20 workers on a regular basis, however employees in

the state administration bodies do not have the right to found works councils. This is a

right, not an obligation, and if a trade union active in the company or at least 10% of the

employed do not launch an initiative for it, there will be no elections. The council, once

elected, has the right to control the application of all regulations adopted in favour of the

employed and the payment of social security contributions by gaining access to the rele-

vant documentation; it has the right to be informed by the employer every three months

about the business and the performance of the company; it has the right to be consult-

ed before any decision affecting the economic and social interest of workers is made; it

has the right to participate in the decision-making on a dismissal of a member of the

works council, a disabled worker, worker over 60 years of age  (women over 55 years

C A S E  S T U D Y CC RR OO AA TT II AA ::   FF rr oo mm   ss ee ll ff -- mm aa nn aa gg ee mm ee nn tt
tt oo   cc oo -- dd ee tt ee rr mm ii nn aa tt ii oo nnS A M P L E

HANDOUT 19: Work(er)’s Councils: Situation in your Country HH1199
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of age), or a trade union shop steward. Members of works councils have the right to

work for the council six hours a week during their regular working hours, and the

employer is obliged to provide the necessary working conditions (premises, equipment,

staff, etc.). The works council has the right to sign different agreements with the employ-

er, e.g. about working conditions, unless these issues are already covered by collective

agreements.

The new legislation introduced in Croatia in January 2003 stipulates that employers

have to introduce a workers’ representative seat on the supervisory board of a company

employing over 200 workers, as well as in a company 25% of which is owned by state 

or local/regional authorities. If there is no works council in the company, the represen-

tative will be elected directly by workers in a secret ballot.

Since 1996 another parallel participatory model has been introduced for health and safe-

ty representatives who are elected every three years and deal with working conditions.

These representatives are mostly nominated by trade unions. Finally, at the company

level, there are regular trade union organizations (“commissioners”) as the only body

which has the collective bargaining right and quite often they successfully sign one, two

or three-year collective agreements which regulate salaries and other workers rights.

TTrraaiinneerr’’ss  nnootteess::
1 The above case study from Croatia is just AN EXAMPLE. For your national seminar you 

should prepare YOUR OWN PRESENTATION of the national situation, regarding work(er)s 
councils, including the following:
-national legislation
-trade union policy
-practice, etc.

2 For this session invite a guest speaker and an expert working at a works council who could 
present the national framework to the participants. If there are no works councils in your 
country, invite a trade union leader who can explain why this is the case and the 
implications of the situation for trade unions. 



HANDOUT 20: CEE Countries PROS AND CONS

T he relationship between labour organizations and participatory representation through
works councils is an East European dilemma. There are, from country to country, vari-

eties of recent answers between rejecting it and copying it. Experience in some countries like
Slovenia and Croatia is pro-participatory, in Hungary it is not. Furthermore, it has to be
remembered that various participatory bodies existed in most CEE candidate countries, and
workers had a rather mixed experience of these structures. Although they have been disman-
tled, these bodies still to some extent cast a shadow on any seemingly similar institutions.
Workers’ modest interest in the issue, and the infrequency of initiatives to establish works
councils when the relevant legal framework is provided, can be partly traced back to this neg-
ative past experience. 

The transposition of the Community acquis relating to workers’ information and consultation

rights has prompted the CCzzeecchh  RReeppuubblliicc  and SSlloovvaakkiiaa to introduce works councils.

An amendment to the Czech Labour Code in 2000 has made it possible to establish works

councils in enterprises with at least 25 employees, where no trade unions operate. Should any

trade union emerge in the enterprise, the works council has to be dismantled. The only power

of works councils is to be the channel for workers’ rights to information and consultation as

set out in the Community acquis relating to ‘labour law’ (e.g. transfers of undertakings or col-

lective redundancies). In smaller enterprises, a workers’ delegate may be elected, whose rights

are identical to those of the works councils. The introduction of these new institutions is not

obligatory but optional, and their existence is conditional upon the absence of trade unions.

The provisions are similar in Slovakia, where works councils were introduced by a compre-

hensive modification of the Labour Code in 2000. The only difference relates to the size of

the enterprises covered: in Slovakia the threshold for establishing works councils is 20 employ-

ees. In both countries, the new provisions on worker participation came into force on 1

January 2001. So far, no information is available on the number of works councils created and

their actual functioning. Interestingly, in the Czech Republic, some employers established

works councils without any legal basis in the late 1990s. Their aim was to overcome the con-

tradiction between their obligation to inform and consult workers (as already stipulated in the

Labour Code) and the lack of suitable institutional arrangements. These initiatives were

strongly opposed by trade unions.

In the BBaallttiicc countries, the possible introduction of works councils was put on the agenda in

mid/late 2000. In LLaattvviiaa  and LLiitthhuuaanniiaa, for example, trade unions very much opposed the idea

set out in the relevant draft legislation that employee representatives should be appointed by

employers, believing that this could lead to the manipulation of works councils. Mid 2004

there are still (only) discussions on the draft of the legislation which would introduce works

councils in Lithuania. For example, in 1997 the PPoolliisshh  government had to withdraw a draft

law that provided for the establishment of works councils, due to its firm rejection by both

employers and trade unions.

In SSlloovveenniiaa,, the establishment of works councils (and the election of workers’ delegates in

enterprises with fewer than 20 employees) is a right granted to workers, and not an obligation

imposed on employers. In Hungary, by contrast, the law obliges employers to establish works

councils (or to ensure the election of workers’ delegates in enterprises with more than 15 but

fewer than 50 employees), though no special penalty is stipulated for infringement; etc.
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A c t i v i t y  1 6
WW OO RR KK (( EE RR )) SS   CC OO UU NN CC II LL SS ::
AA DD VV AA NN TT AA GG EE SS   AA NN DD   FF EE AA RR SS

Aims:
-To become aware of the fears with regards
to works councils
-To discuss the advantages of having them

Method:
-group work
-discussion

Tasks:
““WWhhiittee  ggrroouupp””::
Make a list of advantages regarding works

councils (how unions can use them to their
advantage).
Select a person to present your report in
the plenary. Use slides/transparencies and
markers for your report.

““BBllaacckk  ggrroouupp””::
Make a list of fears (why are unions afraid
of works councils?)
Select a person to present your report in
the plenary. Use slides/transparencies and
markers for your report.

Time:  25 min.
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TTrraaiinneerr’’ss  nnootteess::
1. After your presentation based on Handout 22, divide participants into two even groups, by 

distributing white and black pieces of paper (or other white and black objects (e.g. sweets)
2. Explain the tasks (the “White group” has to simply list positive aspects and the “black” one 

- the negative aspects), remind participants about time, reporting, etc. 
3. Ask for concrete, short reports (5 min. each) which are going to set up the premises for the 

discussion to follow (20 min.)
4. Note: if you have a guest speaker, ask him/her to run the discussion.
TToottaall  ttiimmee:: app. 60 min. (25 min. for group work; 10 minutes for reporting; 20 min. for dis-
cussion)

2.

1.

2.

1.

AA1166



HANDOUT 21: Health and Safety Committees

Health and safety representatives are pillars of any health and safety system. In most coun-

tries, special committees or representatives are exclusively responsible for health and

safety questions. Most of these are joint committees (e.g. Canada), but in some countries

works councils themselves often appoint a special committee for working conditions (e.g. the

Netherlands). The size class of enterprises required to appoint a safety committee or repre-

sentative in Europe is low (ten to twenty employees), and monitoring this question becomes

an important issue for trade union organisation involvement in small enterprises.

Representation systems vary considerably between different countries in Europe. 

BELGIUM: A health and safety committee must be set up in enterprises with more than 50

employees, whereas a works council is appointed in companies with more than 100 employ-

ees. These participatory bodies are vital for a trade union presence in small companies.

CANADA: A joint health and safety committee is composed of people who represent the

workers and the employer. Committees identify potential health and safety problems and bring

them to the employer’s attention. As well, members must be kept informed of health and safe-

ty developments in the workplace.

UNITED KINGDOM - The presence of union safety representatives prevents thousands of

major injuries at work every year. And there’s an army of them out there. TUC Education has

trained over 320,000 trade union safety reps; with 10,000 more trained each year. The more

trade union training the reps get, the more marked the “union safety effect.”

FRANCE: The Act of 23 December 1982 set up the new institution of the CHSCT by merg-

ing the former hygiene and safety committee  with the former commission for the improve-

ment of working conditions. CHSCTs, which are compulsory in establishments with more

than 50 employees, must be consulted before any decision leading to significant changes in

working conditions is taken. They are made up of employee representatives, plus the head of

the company. There are currently 22,000 CHSCTs in existence, with 140,000 members, and

they are present 73% of the companies covered by the legislation. All companies with more

than 50 employees are required to have a CHSCT. The presence of trade unions in compa-

nies is positively associated with the existence of a CHSCT, since 82% of relevant workplaces

which have both a works council and a trade union delegate have a CHSCT, as opposed to

just 62% of those with a works council but no union delegate.

SWEDEN: Enterprises with more than ten employees are required to have a representative,

and those with more than 50 employees have a safety committee. Due to the a huge number

of small enterprises, it became necessary to appoint regional representatives for small enter-

prises, and at the end of 1990s there were

2000 territorial safety representatives

working part time. The Swedish model

was adopted by other Scandinavian

countries, as well as Italy and France.
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REMEMBER!

HHeeaalltthh  aanndd  ssaaffeettyy  ccoommmmiitttteeeess  oorr  rreepprreesseennttaattiivveess  aarree  ooff  hhuuggee  iimmppoorr--

ttaannccee  ffoorr  tthhee  pprreesseennccee  ooff  ttrraaddee  uunniioonnss  iinn  tthhee  ccoommppaanniieess,,  eessppeecciiaallllyy  iinn

tthhee  ssmmaallll  aanndd  mmeeddiiuumm  oonneess..  OOff  ccoouurrssee,,  tthheeiirr  ffiirrsstt  ttaasskk  iiss  ttoo  pprrootteecctt

wwoorrkkeerrss  aaggaaiinnsstt  tthhee  jjoobb  rriisskkss  aanndd  ttoo  iimmpprroovvee  hheeaalltthh  aanndd  ssaaffeettyy  wwoorrkk--

iinngg  ccoonnddiittiioonnss,,  bbuutt  ttrraaddee  uunniioonnss  oofftteenn  uussee  tthhiiss  cchhaannnneell  aass  aann  iimmppoorr--

ttaanntt  ppaarrtt  ooff  tthheeiirr  aaccttiivviittiieess,,  ssttrreennggtthheenniinngg  tthheeiirr  ppoossiittiioonn  iinn  tthhee  ccoommppaa--

nnyy..

HH2211



A c t i v i t y  1 7
HH EE AA LL TT HH   AA NN DD   SS AA FF EE TT YY
CC OO MM MM II TT TT EE EE SS

Aims:
- To discuss how health and safety commit-
tees can be used in order to improve work-
ing conditions

Method:
- Discussion

Tasks:
Based on the information obtained during
this seminar and from your own experience,

take an active part in the discussion on:
- How health and safety committees can be
used in order to improve working condi-
tions in the company
Pay special attention to the following
issues:
- cooperation of the trade union and mem-
bers of the committee 
- the need to have trade union members on
the committee
- possibilities to use this additional chan-
nel in trade union work at the company
level.

Time:  25 min.
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AA1177

TTrraaiinneerr’’ss  nnootteess::
1. For this session only, invite someone working for a health and safety committee who could  

present the legal framework in this field and describe the work of such a committee.
2. If you cannot have a guest speaker, perhaps one of the participants works/has worked on 

the health and safety committee (check this the day before and ask the person to prepare 
a short presentation)

3. In any case stress:
- cooperation of the trade union and members of the committee 
- the need to have trade union members on the committee
- possibilities to use this additional channel in trade union work at the company level.

4. Open a discussion, to be led by the guest speaker, if possible (discuss the issues from p. 3)
TToottaall  ttiimmee::  45 min. for both the presentation and the discussion

1.

2.



HANDOUT 22: European Workers’ Councils in Transnational Companies

A European Works Council Directive provides for the establishment of European Works Councils

(EWC) in all transnational companies (TNC) with more than 1,000 workers in employment in

European Union countries (excluding the UK) where there are more than 150 staff in each national

subsidiary. If more than 100 workers in two facilities of the company in different states request the

establishment of Works Council, management must establish a special negotiating body with repre-

sentatives of workers and management. This negotiating Council can agree on the structure of the

European Works Council. Shortly, EWCs are bodies for information and consultation between the

employer and workers in international firms operating in Europe. They are an alternative channel for

trade unions to fight for improving of working and living conditions of the employees.

For EWC to be effective it is very important that the members have a thorough understand-

ing of each other industrial relations background. The understanding of each others’ day to

day practices as trade unionists and work councils members can be continuously improved,

for example, by informal contacts between EWC representatives.

The Directive gives the EWC the right to:

- consultation and information

and two ways to exercise them: 

- regular meetings with central management

- additional meetings in the event of exceptional circumstances affecting the employees’

interests to a considerable extent.

According to the subsidiary requirements in the Directive, the rights of the EWC to informa-

tion consists of the right to receive information once per year concerning, among other things:

- structure of the group

- economic and financial situation

- probable development of the business

- production and sales

- situation and probable trend of employment and investments.

In almost all agreements the right to information has been formalised. Additional subjects in

the agreements include health and safety, training, equal opportunities and environment. The

Danone agreement on eeqquuaall  ooppppoorrttuunniittiieess is a well known example. 

Consultation is defined in the Directive and in most national legislation based on this Directive as

exchange of opinions and the setting up of a the dialogue. In practice, consultation often means noth-

ing more then the right to ask questions. However, in many EWC this procedure has evolved from a

very formal one  - often based on written questions to be handed in in advance - to a more open dis-

cussion. Moves towards consultation where the EWC can influence events may be seen in a small

number of companies. Some case studies also show a tendency towards company specific negotiations

on conditions issues, such as share ownership.
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TTrraaiinneerr’’ss  nnootteess::
This exercise will depend on your group:
aa.. if no participants come from multinationals - keep it short and informative (a short presentation done by you should  

suffice)
bb.. if some participants come from multinationals:

1. Try to invite to this session a person active in the European Works Council who could describe the work of this body.
2. If you cannot have a guest speaker, perhaps one of the participants works/has worked in an EWC (check this the 

day before and ask the person to prepare a short presentation).
3. If neither is possible, prepare a case study (e.g.: by interviewing an EWC rep from your union).
4.Open a discussion on using the EWC as another channel through which working and living conditions can be improved. 

TToottaall  ttiimmee:: about 45 min. - for both presentation and discussion (depending on the group’s interests)

Source: Working with
the European Works
Council. Training materi-
als for the EWC repre-
sentatives, Sjef Stoop,
ETUCO/AFETT,
Brussels, 1999   (available
on: www.etuc.org/etuco)

HH2222



HANDOUT 23: Other Workers’ Representatives/Other Channels

There are different workers representatives models and structures in the European coun-

tries. In some countries workers have their representatives in the supervisory boards of

the companies, and in the other representatives in the management boards or in the stake-

holders bodies. Trade unions usually take care of the establishment of such representatives’

seats and influence the work of the decision making body or board via the workers represen-

tative.

TThheerree  aarree  ssttiillll  ssoommee  uunniioonniissttss  rreejjeeccttiinngg  ppaarrttiicciippaattiioonn  iinn  ssuucchh  bbooaarrddss  oorr  tthhrroouugghh  wwoorrkkeerrss  ppaarr--

ttiicciippaattoorryy  bbooddiieess,,  aass  aa  ffaallssee  aalltteerrnnaattiivvee  ttoo  ccoolllleeccttiivvee  bbaarrggaaiinniinngg..  TThheeyy  ddoo  nnoott  wwaanntt  ttoo  eexxppeerrii--

mmeenntt  wwiitthh  aannyy  aalltteerrnnaattiivveess!!  AAnndd  tthhee  cchhaannggiinngg  wwoorrlldd  ooff  wwoorrkk  aanndd  llaabboouurr  ccaallllss  ffoorr  cchhaannggeess  iinn

bbaarrggaaiinniinngg  ttoooollss  aanndd  cchhaannnneellss..  TTrraaddee  uunniioonniissttss  sshhoouulldd  nnoott  bbee  aaffrraaiidd  ttoo  uussee  aallll  tthhee  ppoossssiibbllee  wwaayyss

ttoo  iimmpprroovvee  wwoorrkkiinngg  aanndd  lliivviinngg  ccoonnddiittiioonnss  iiff  tthheessee  ddoo  nnoott  ddeeccrreeaassee  tthhee  ppoowweerr  ooff  tthhee  uunniioonn  iittsseellff

aanndd  iiff  tthheeyy  aarree  nnoott  uusseedd  iinnsstteeaadd  ooff  ccoolllleeccttiivvee  bbaarrggaaiinniinngg  bbuutt  rraatthheerr  aass  iittss  ssuupppplleemmeenntt..
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TTrraaiinneerr’’ss  nnootteess::
A short presentation by the trainer as a summary of the part 3 of the KIT should suffice. No
need for discussion. 

SLOVAK REPUBLIC: According to the national legislation, every employer must cre-

ate a special social fund at the enterprise level amounting to 0,6-1,5 % of the employ-

ees’ gross salaries. The majority of workers’ benefits (e.g. financial hardship support,

work or life jubilee, assistance to families with children under 10, bonus  for parents

with children with disability, etc.) are paid from this fund, and trade unions consider it

an important part of collective agreements.

HH2233



92 APPENDIX 1
Optimal full educational programme based on Kit 1: COMPANY LEVEL

NN EE GG OO TT II AA TT II NN GG BB EE TT TT EE RR WW OO RR KK II NN GG AA NN DD LL II VV II NN GG

CC OO NN DD II TT II OO NN SS ..   
GG EE NN DD EE RR MM AA II NN SS TT RR EE AA MM II NN GG II NN CC OO LL LL EE CC TT II VV EE BB AA RR GG AA II NN II NN GG ..

DAY 1
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DAY 2
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DAY 3
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DAY 4

EEXXPPLLAANNAATTIIOONNSS::

DDuurraattiioonn  - total time of the training session
MMeetthhoodd - teaching method to be applied for this part of the training
MMaatteerriiaallss:: written materials (handouts, activity sheets, case studies, resource materials, etc.)

Equipment & Stationery - list of technical equipment, stationary, etc. to be used during this

part of the training

Trainer - write the name of the trainer who is to deliver the presentation/explanations, etc. (in

charge of a given topic, activity, etc.)

H 1  -  Handout number 1

AS 1 -  Activity sheet  number 1

OHP - Overhead projector

NNOOTTEE:: instead of using slides/transparencies and OHP to illustrate your presentations you
may wish to prepare a PowerPoint presentation (remember that you need to ensure special
equipment for that!)



PPlleeaassee  ttiicckk  OONNEE  aannsswweerr  ((oonn  aa  ssccaallee  11--55))

1. Have the aims of the seminar been achieved?

1……………2…………….3…………….4………………5

2. How would you rate the contents of the seminar?

1……………2…………….3…………….4………………5

3. How would you rate the general level of the seminar?

1……………2…………….3…………….4………………5

4. How supportive and useful were the written materials?

a/ Activity sheets

1……………2…………….3…………….4………………5

b/. Handouts

1……………2…………….3…………….4………………5

1. How would you evaluate teaching METHODS used during the seminar?

1……………2…………….3…………….4………………5

2. How useful were the presentations given by the trainer(s)

1……………2…………….3…………….4………………5

3. Please indicate level of TEACHING:

1……………2…………….3…………….4………………5

4. Please indicate the relevance of this seminar to your trade union work:

1……………2…………….3…………….4………………5

5. Weak points of the seminar:

………………………………………………………………

………………………………………………………………

………………………………………………………………

6. Strong points of the seminar:

………………………………………………………………

………………………………………………………………

………………………………………………………………

7. Organisation of the seminar (accommodation, meals, room, etc.):

1……………2…………….3…………….4………………5

8. Please feel free to write any other comments concerning the seminar:

………………………………………………………………

……………………………………………………………….

………………………………………………………………

………………………………………………………………

T H A N K  Y O U !
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