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Part 1

Introduction

This study of collective bargaining agreements in the rail sector was coordinated by TRANSNET and carried out in close cooperation with the European Academy for Environmentally Sensitive Transport (EVA). Assistance in organising and designing the Study was provided by the European Transport Federation (ETF) and numerous ETF member organisations.

Part 1 of the study is devoted to the aims and methodology of the Study.

Part 2 is a presentation and analysis / commentary of the results of the survey of 23 rail unions in 19 European countries. 

Part 3 documents the results of interviews with 10 experts representing a selection of rail unions. The findings include important information on the structure of individual union organisations and the political and cultural backgrounds to labour relations in different countries.

Part 4 is an attempt to summarise the findings of the Study. The first conclusions are drawn for future policy and for the continuation of the Project.

Part 5 is the text of Dr. Heribert Kohl’s analysis of wage structures in the new, enlarged EU. Dr. Kohl was involved in the Project as consultant and speaker at the Closing Conference. His analysis sets out the institutional and political framework for a coordinated strategy for European rail unions.

The Appendix documents the address given by Alois Weis at the Closing Conference on 12th / 13th October in Brussels.

It also contains a short portrait of the unions participating.

Information on the aims and methodology of the Study

Preface


It is a long road from a common economic area to a social area that is accepted by EU citizens and offers its people a system of broadly comparable working and social norms. Unions and management will have a key role to play in this context. Their performance will determine, for instance, whether it is feasible to create a basis for fair competition. Labour and social norms that are binding on the signatories are the foundation for any fair system of competition. 

The Project grew out of an initiative of TRANSNET and the rail section of the ETF, both of which consider a systematic reappraisal of the wages landscape across Europe to be a matter of the highest priority. For interests to be properly represented at European level there has to be a minimum level of knowledge of wage negotiation priorities, institutional structures and, above all, the problems faced within individual countries. 

The signing of agreements governing engine driver qualifications and staff work conditions was a first crucial step towards establishing Europe-wide norms for workers in the rail sector. The successful, but tricky negotiations between unions and management are evidence that agreements at EU level are useful and politically viable. They are essential in the battle against price dumping competitors.

It is at least as important, however, to coordinate the methods and organisation structures of the different national wage bargaining strategies in the rail sector. For this to be possible the various parties must be familiar with the specificities of each nation’s situation.

They must also have a broad grasp of the various different cultures of conflict resolution and hence the different ways in which collective bargaining is conducted. It was also an aim of the Project to expand people’s knowledge in this regard.

Project objectives and methodology

In line with the funding criteria and the political goals within the strictures of the EU budget the Project pursued the following objectives:

-
the intensivisation and enlargement of social dialogue in a key area of union activity,

-
the exchange of experience and know-how between the different European parties involved in collective bargaining,

-
the definition of political, institutional and legal frameworks relating to collective bargaining at national level,

-
an elucidation of traditional national contract structures and systems of negotiation,

-
a comparison of the strategies of unions’ wage bargaining at national level,

-
the identification of key points to facilitate the coordination of wage bargaining issues relevant to individual countries

-
and the provision of detailed information for the strategy debate of the ETF rail sector on the feasibility and extent of joint activities.

The express focus of the Project was to support and promote the executive scope of all parties involved. Their ability to act - not the adherence to formal criteria – stood at the forefront of the Project. 

The Project was divided into three phases:

-
Opening Conference

-
The Study (questionnaires and interviews with experts)

-
Closing Conference

The following topics and areas of focus were treated in the Opening Conference:

-
the value of a coordinated European wage negotiation policy for the future of union representation among ETF member associations,

-
the legal and institutional frameworks for collectively negotiated agreements between unions and management within the EU,

-
a comparative study of different European models of collective bargaining,

-
the effect on work and social conditions of liberalising and deregulating the European rail sector,

-
wage issues and strategies at national level (e.g. incomes policy, job security, working hours, humanisation of work conditions and anti-dumping agreements),

-
the possibilities of, and limits to, the Europe-wide networking of national wage negotiation strategies

-
and the establishment of political priorities and areas of focus for the purpose of Europe-wide comparisons of wage levels.

The main aim of the study of European wage levels was to use selected criteria and indices to arrive at an overview of the wage landscape as it exists today in the European rail sector. The ulterior aim was to create the requisite conditions for more incisive conclusions regarding strategy to be drawn at the Closing Conference.

Since the subject at hand is an extremely complex and delicate one the Study does not claim to be comprehensive in its scope or all-encompassing in its evaluation of current European wage structures, nor does it presume to meet the rigorous standards of a scientific survey. Neither was possible, given the time and staffing constraints with which the Study had to contend. Despite these strictures it was essential that a comparative empirical analysis be carried out, especially in the light of the impending debate on the future of wage bargaining structures.

The Closing Conference was concerned with the following:

-
the presentation and discussion of the results of the Study,

-
a political evaluation of the Study leading to a discussion of concrete proposals for future European wage negotiations within the ETF,

-
Dr. Heribert Kohl’s analysis of the political and institutional framework

-
an intense debate on the necessity of continuing the Project.



Part 2:

Results of the empirical study -

Evaluation of the survey of European rail unions
Part A: 
Questions relating to the general structure of collective bargaining agreements

QUESTION 1: (More than one response possible)
Who negotiates collective agreements on behalf of the employees?

RESULT:
	Possible responses:
	

	( Only unions
	18

	( Unions and works councils
	2

	( Only works councils
	0


QUESTION 2: (More than one response possible)

Who negotiates collective agreements on behalf of the employers?
RESULT:
	Possible responses:
	

	State
	5

	Employer’s association    
	8

	State enterprise
	13

	Private company    
	9

	other
	1


QUESTION 3: (More than one response possible)
What areas are already covered by collective bargaining agreements ?

RESULT:
	Possible responses:
	

	General or framework agreements
	13

	Wage or income agreements
	15

	Agreements on working hours
	15

	Agreements on protection from rationalization measures
	9

	Social security
	13

	Unions rights
	14

	Agreements on employment security and protection from unfair dismissal
	13

	Other Agreements (p. e. for pubic servants/officials)
	5


QUESTION 4: (More than one response possible)
What spatial/geographical validity do the collective agreements have ?
RESULT:
	Possible responses:
	

	Agreements have nationwide validity
	12

	Agreements are valid only in certain regions
	2

	Agreements relate to individual companies
	10

	Agreements have other spatial validity
	3


QUESTION 5: (More than one response possible)
Which occupational categories are covered by the collective agreements ?
RESULT:
	Possible responses:
	

	Agreements for all categories across the rail sector
	10

	Separate agreements for public and private sectors
	9

	Separate agreements cover individual departments (rail, bus, service, etc)
	8

	other areas of validity
	2


QUESTION 6: (More than one response possible)
Which groups among the workforce do the collective agreements apply to ?

RESULT:
	Possible responses:
	

	Agreements apply to all employees
	16

	Status-based agreements (for rail officials/clerks, white-collar employees, blue collar workers, etc)
	4

	Occupation-centred agreements (for engine drivers, other on-board staff, technicians, etc.)
	3

	other groups
	0


Notes on Part A:

The standard collective agreement (CA)

· has spatial/geographic validity throughout the country

· is valid across the entire rail sector

· covers all employee groups.

However, some countries deviate considerably from this ‘standard CA’ pattern (e.g. separate CAs for state and private companies and according to transport division (rail/bus).

CAs covering specific professions or status, however, are relatively hard to find.

The formal prerequisites for an all-encompassing CA policy at European level certainly exist. Substantive prerequisites are also quite favourable since almost all essential areas of labour relations are covered by the CA.

Part B:
Questions relating to legal structures within the institution and the political context of collective agreements

QUESTION 7: (Please tick one box only)
What conditions are necessary to implement a collective agreement ?
RESULT:
	Possible responses:
	

	all unions sign the agreement
	1

	the representative unions sign the agreement
	13

	only one union sign the agreement
	6

	other rules
	2


QUESTION 8: (Please place a cross or crosses where applicable)
How important are the following echelons of negotiation in regulating social standards and working conditions across the country ?

(Please place a cross on one of the numbers (1 – 5) ): 

1= unimportant– 2=of minor importance – 3=important – 4=very important – 5=extremely important)
RESULT:
	Possible responses:
	average values (rounded)

	Legislation
	4.1

	Agreements between union and employers association
	4.0

	Agreements between union and company management
	4.3

	Agreements between works council and company
	2.4

	Agreements between union, employer and government
	4.0

	Other agreements
	0


QUESTION 9: (More than one response possible)
What forms of industrial action are permitted by law ?

RESULT:
	Possible responses:
	

	Unlimited right to strike (incl. political strike
	10

	Unlimited right to strike (after an official announcement)
	10

	Right to strike limited to collective demands
	8

	Right to strike only after arbitration has failed
	8

	Right to strike only after a set period of time has elapsed
	10

	Other limitations
	4


QUESTION 10: (More than one response possible)
What other forms of action may be used to underline worker demands ?

RESULT:
	Possible responses:
	

	Public demonstrations and rallies
	18

	Works meetings and internal protest measures
	18

	Brief, symbolic walkouts
	14

	Spontaneous public protest actions
	8

	Other measures
	4


QUESTION 11: (More than one response possible)
What financial backing do the striking parties receive ?
RESULT:
	Possible responses:
	

	A fixed amount of strike pay for union members
	8

	Strike benefit in cases of severe financial need
	3

	Other forms of strike benefit
	3

	No form of financial strike benefit
	5


QUESTION 12: (Please tick one box only)
Are employers entitled to lock the workforce out of their workplace temporarily – as a means of countering a strike ?

RESULT:
	Possible responses:
	

	Yes
	4

	No
	6

	In certain circumstances
	6


QUESTION 13: (Please tick one box only)
What rules of conduct apply during the period of validity of collective bargaining agreements ?
RESULT:
	Possible responses:
	

	No right to strike (no industrial action permitted)
	6

	Limited right to strike (certain restricted forms of action permitted)
	2

	No limits on unions’ rights to choose own course of action
	10

	Other rules of conduct
	1


QUESTION 14: (More than one response possible)
What formal and binding procedures exist to provide mediation in industrial disputes ?

RESULT:
	Possible responses:
	

	State-organised or State-sponsored arbitration
	8

	Mediated agreements between negotiating par
	10

	Arbitration provided by a ‘neutral’ expert
	7

	No formal arbitration procedures
	3

	Other forms of arbitration
	2


QUESTION 15: (More than one response possible)
What role do politics and/or the Government play in industrial disputes ?

RESULT:
	Possible responses:
	

	An active role, managing / de-escalating the conflict
	9

	A role sympathetic towards the unions
	1

	A role sympathetic towards the workers
	2

	A passive / neutral role
	8

	No role
	1


QUESTION 16: (Please place a cross or crosses where applicable)
How important are the following external sources of potential support  in country-wide labour conflicts ?

(Please place a cross on one of the numbers (1 – 5) : 

1= unimportant– 2=of minor importance – 3=important – 4=very important – 5=extremely important)
RESULT:
	Possible responses:
	average values (rounded)

	Mobilisation of nationwide media and publicity
	4.3

	Political parties and other political organisations
	3.3

	Practical solidarity measures of other national unions
	4.0

	Gestures of solidarity from other European unions
	3.8

	Solidarity shown by international organisations (ETF/ITF
	3.9

	Other potential sources of support
	3.1


Notes on Part B:

In the regulation of social standards and working conditions across the country CAs with companies are deemed the most important. Almost as important, however, are CAs arising from legislation.

Agreements with employer associations or tripartite agreements are deemed much less important. Direct agreements arrived at between the parties concerned are only significant in a few countries.

This can be attributed to the different systems of interest representation. In countries where a ‘dual system’ applies (autonomous company and union representation) company agreements are very important.

Across Europe there are marked differences in the forms of strike action that are legal. Although the general right to strike is recognised everywhere the details of this freedom vary from country to country (ranging from an unlimited right to strike, including political strike action, to a limitation of strike action to the collective demands and even a narrowly-reglemented arbitration process).

Equally marked are the differences in the level of financial backing received by striking union members. Most unions offer their members a fixed amount of strike pay, others provide benefit in cases of severe financial need or offer no form of material strike benefit at all.

Different forms of conflict resolution have been established to tackle strike situations. In most cases this is undertaken by a neutral expert.

Analysis of external sources of potential support in labour conflicts clearly shows that collective bargaining is still largely considered a national issue. Nationwide sources of potential support are much more highly valued than solidarity shown at European or international level.

If a coordinated strategy is to be implemented in Europe these basic conditions must be included in strategic discussions on the subject.

Part C:
Questions relating to substantive content of collective bargaining agreements

QUESTION 17: (More than one response possible)
Which of the following points are, in the main, regulated by legislation ?

(A=State owned companies, B=Private companies)

RESULT:
	Possible responses:
	 A
	 B

	Wage and income levels
	6
	0

	Minimum income
	10
	5

	Working hours
	15
	9

	Equal opportunity /Gender policy
	12
	6

	Protection from unfair dismiss
	15
	9

	Social security (for the elderly, handicapped, sick and unemployed)
	14
	10

	Holidays
	16
	9

	The right to further training
	7
	2

	Working conditions
	14
	7

	Unions rights
	14
	8


QUESTION 18: (More than one response possible)
Which of the following points are predominantly regulated by legally-binding collective agreements between union and employer?

(A=State owned companies, B=Private companies)
RESULT:
	Possible responses:
	 A
	 B

	Wage and income levels
	14
	9

	Minimum income
	9
	6

	Working hours
	15
	8

	Equal opportunity /Gender policy
	11
	5

	Protection from unfair dismissal
	13
	7

	Social security (for the elderly, handicapped, sick and unemployed
	10
	4

	Holidays
	14
	7

	The right to further training
	12
	6

	Working conditions
	13
	6

	Unions rights
	14
	7


QUESTION 19: (More than one response possible)
Which of the following points are predominantly regulated by a firm’s internal negotiating parties (works council and company management) ?

(A=State owned companies, B=Private companies)
RESULT:
	Possible responses:
	 A
	 B

	Wage and income levels
	5
	3

	Minimum income
	4
	1

	Working hours
	4
	1

	Equal opportunity /gender policy
	6
	2

	Protection from unfair dismissal
	5
	2

	Social security (for the elderly, handicapped, sick and unemployed
	4
	2

	Holidays
	3
	1

	The right to further training
	6
	3

	Working conditions
	6
	4

	Unions rights
	5
	3


QUESTION 20: (Please tick one box only)
How are the social and working standards of the EU related to national regulations ?

RESULT:
	Possible responses:
	

	EU norms are more stringent
	4

	EU norms are broadly similar to national norms
	3

	EU norms are less stringent
	8


QUESTION 21: (Please tick one box only)
How do incomes in the rail sector compare to incomes in other national industrial and service sectors ?

RESULT:
	Possible responses:
	

	Rail sector incomes are higher
	7

	Rail sector incomes are similar to those in other sectors
	8

	Rail sector incomes are lower
	4


QUESTION 22: (Please tick one box only)
How do other working and social conditions in the rail sector compare to other national sectors ?
RESULT:
	Possible responses:
	

	Conditions are better
	6

	Conditions are similar to those in other sect
	9

	Conditions are worse
	3


QUESTION 23: (Please tick one box only)
To what extent do income levels differ between state and private companies ?

RESULT:
	Possible responses:
	

	Incomes in private companies are up to 10% lower
	4

	Incomes in private companies are 10% to 25% lower
	0

	Incomes in private companies are more than 25% lower
	2

	No dramatic differences
	6

	Incomes in private companies are higher
	2


QUESTION 24: (Please tick one box only)
What percentage of total income is made up of bonuses / premiums ?

RESULT:
	Possible responses:
	

	No bonuses / premiums are paid
	1

	Up to 10% of total income
	7

	10% to 25% of total income
	7

	More than 25% of total income
	2


QUESTION 25: (Please tick one box only)
Among non-managerial staff what percentage of total income is made up of performance-related payments ?

RESULT:
	Possible responses:
	

	No performance-related payments
	7

	Up to 10 of total income
	3

	10% to 25% of total income
	3

	more than 25% of total income
	2


QUESTION 26: (Please tick one box only)
What kind of effect has the liberalisation policy of the EU had on incomes in the rail sector ?

RESULT:
	Possible responses:
	

	A very negative effect
	5

	A mildly negative effect
	2

	No significant effects
	10

	A positive effect
	0


QUESTION 27: (Please tick one box only)
What kind of effect has the liberalisation policy of the EU had on other working and social conditions in the rail sector ?
RESULT:
	Possible responses:
	

	A very negative effect
	5

	A mildly negative effect
	6

	No significant effects
	7

	A positive effect
	0


QUESTION 28: (Please tick one box only)
How many hours are worked on average per week across the rail sector ?

RESULT:

	Possible responses:
	Minimum
	Maximum

	hours, as laid down by law
	35
	48

	hours, as set out in collective agreement
	36
	41

	hours of real contact time
	34
	48


QUESTION 29: (Please tick one box only)
How many days holiday are given on average in a year in the rail sector ?

	Possible responses:
	Minimum
	Maximum

	days, as laid down by law
	20
	36

	days, as set out in collective agreements
	24
	34

	days off in practice
	20
	36


QUESTION 30: (Please tick one box only)
How many job cuts have been made across the rail sector in the decade since 1995?

RESULT:
	Possible responses:
	

	Less than 10% of jobs have been cut
	5

	10% to 25% of the jobs have been cu
	2

	25% to 40% of the jobs have been cut
	7

	More than 40% of the jobs have been cut
	3


QUESTION 31: (More than one response possible)
What agreements have been reached in the rail sector to safeguard jobs ?
RESULT:
	Possible responses:
	

	Legal agreements
	4

	Legally-binding collective agreements
	11

	Company agreements
	8

	No agreements
	2

	Other agreements
	2


QUESTION 32: (More than one response possible)
Which central issues are addressed in agreements over job security ?

RESULT:
	Possible responses:
	

	Temporary suspension of redundancies
	4

	Social compensation measures in the case of redundancies
	11

	Measures to cushion impact of rationalisation effects
	6

	Other agreements
	0


QUESTION 33: (More than one response possible)
What instruments are used to increase job security ?
RESULT:
	Possible responses:
	

	Voluntary redundancy through financial incentives
	10

	Early retirement procedures
	13

	Shortening of working hours
	4

	Transfer of personnel to job-creation and/or qualification organisations
	8

	In-sourcing of jobs hitherto outsourced
	4

	Part-time work models (job-sharing, etc.)
	0

	Internal job mediation (internal job market
	9

	Other measures
	0


QUESTION 34: (Please tick one box only)
How large is the disparity between the lowest and highest wage groups, as enshrined in the current collective agreement ?

RESULT:
	Possible responses:
	

	Less than 100%
	3

	Between 100 und 200%
	4

	Between 200 und 300%
	3

	More than 300%
	7


QUESTION 35: (Please tick one box only)
What is the gross annual income of an average employee* (before deduction of income tax, social security contributions, including bonuses, holiday pay, premiums, etc.) ?

(* engine driver, 35 years old, married, 2 children, 10 years in the company, full-time employment)
RESULT:
	Possible responses:
	

	Less than 5,000 Euros                     
	3

	Between 5,000 und 10,000 Eur
	5

	Between 10,000 und 20, 000 Euros  
	1

	Between 20,000 und 30,000 Euros
	0

	Between 30,000 und 40,000 Euros
	5

	More than 40,000 Euros
	4


QUESTION 36: (Please tick one box only)
What is the net annual income of an average employee* (after deduction of income tax, social security contributions, including bonuses, holiday pay, premiums, etc.) ?

(* engine driver, 35 years old, married, 2 children, 10 years in the company, full-time employment)
RESULT:
	Possible responses:
	

	Less than 3,000 Euros                     
	3

	Between 3,000 und 7,500 Euros
	5

	Between 7,500 und 15, 000 Euros  
	1

	Between 15,000 und 20,000 Euros
	0

	Between 20,000 und 30,000 Euros   
	6

	More than 30,000 Euros
	3


Notes on Part C:

An assessment of the questions regarding which working and social conditions are regulated at which level (legislation, CA, company agreements) reveals that there are many areas of overlap and often instances of multiple rulings.

In most cases the law establishes minimum working and social standards. As a rule CAs extend and improve on these minimum norms. The same applies to company agreements, where the CA specifies the conditions to be guaranteed.

Despite these areas of overlap specific issues of working and social conditions are covered by the relevant special ruling.

Thus it is that issues such as social security, protection from unfair dismissal, working hours and union rights are often regulated by law, while CAs usually determine income levels, further training and issues of equal opportunities. As mentioned earlier, the importance placed on company agreements depends largely on the prevailing system of interest representation.

The urgent need for increased efforts to be made to lay down EU-wide working and social norms is underlined by the fact that 80% of questionnaire participants stated that current EU norms are the same or lower than the norms applying in their respective countries.

It is hardly surprising that there are still huge differences in income levels across the European rail sector. In extreme cases there is 400% disparity of incomes for employees with similar qualifications and functions. There is a need to bring into line not only incomes but also working hours and holiday entitlement.

Comparison of individual rail sectors with other industrial sectors shows that in most countries incomes and work/social norms enjoyed by rail workers are usually higher than average. However, the trend towards liberalisation and privatisation within the rail sector is likely to lead to a reduction in this disparity.

The pre-Study assumption that average incomes in private rail companies is lower than in the national rail sector was not borne out. 40% of those questioned stated that there are no significant differences and 20% stated that incomes in private rail companies are actually higher.

This notwithstanding, the effects of the EU’s policy of liberalisation are making themselves felt. 80% of those questioned stated that it is having a negative effect on the incomes and working/social conditions of rail employees.

The job situation in the rail sector is likewise adjudged to be negative. Half those questioned stated that there had been job cuts of between 25 and 40% over the last decade. 20% said the figure was over 40%.

Unions have developed different strategies and focuses of attention in their battle against the wholesale cutting of jobs. A third of those questioned had been able to achieve legally-binding agreements safeguarding jobs and had also secured similar agreements at company or shopfloor level.

Clear disparities can be seen too in the job-security instruments favoured. Early retirement rulings are the most common instrument followed by internal job mediation  and the transfer of staff to job-mediation organisations.

It is interesting to note in this regard that relatively little use was made of instruments such as insourcing, shorter working hours or part-time work models.

Part D:
Questions relating to monitoring and coordination of collective bargaining contracts
QUESTION 37: (Please tick one box only)
What proportion of rail sector employees do indeed derive benefit from collective agreements ? (A=State owned companies, B=Private companies)
RESULT:

	Possible responses:
	 A
	 B

	Less than 10%
	0
	0

	Between 10 und 25%
	0
	0

	Between 25 und 50%
	0
	0

	Between 50 und 75%
	0
	0

	Between 75 und 100%
	6
	6

	100%
	9
	2


QUESTION 38: (Please tick one box only)
How much room for manoeuvre is written into the collective agreements ?

RESULT:
	Possible responses:
	

	The option to deviate from the stipulations of the agreement in cases where the entire branch is in economic difficulties
	1

	The option to deviate from the stipulations of the agreement in cases where individual companies are in economic difficulties
	0

	The option to deviate from the stipulations of the agreement in cases where jobs are in jeopardy
	2

	No leeway is granted
	12

	Other rulings
	3


QUESTION 39: (Please tick one box only)
Do special regulations exist that can allow collective agreements to be applied to the whole of the rail sector ?
RESULT:
	Possible responses:
	

	Yes, on the basis of a legal ruling (e.g. declaration of universal validity)
	5

	Yes, on the basis of a collective agreement entered into with employers
	7

	No such regulation
	4

	Other regulations
	0


QUESTION 40: (More than one response possible)
What systems of control exist to ensure that collective agreements are implemented and adhered to ?
RESULT:
	Possible responses:
	

	Controls by State institutions
	3

	Control mechanisms operated jointly by unions and employers
	4

	Control mechanisms at company level (operated by works council)
	5

	Unions’ control systems
	5

	No control system
	0

	Other control systems
	0


QUESTION 41: (Please tick one box only)
In cases where more than one union is involved in collective bargaining, do they negotiate separately or jointly with the employers ?

RESULT:
	Possible responses:
	

	Always jointly
	9

	Usually jointly
	3

	Always separately
	0

	Joint negotiations only on certain issues
	3


QUESTION 42: (More than one response possible)
What coordination mechanisms exist between the relevant national unions ?
RESULT:
	Possible responses:
	

	Negotiation groups
	9

	Special coordination bodies
	4

	General agreements
	3

	Informal discussions between unions
	11

	No coordination mechanisms
	0

	Other coordination mechanisms
	1


QUESTION 43: (Please tick one box only)
Do collective agreements exist that regulate conditions solely for the members of the unions that are party to the agreement ?

RESULT:
	Possible responses:
	

	Yes
	1

	No
	15


QUESTION 44: (Please tick one box only)
Who or what determines which demands are to be made and whether the results of the collective bargaining process should be accepted ?

RESULT:
	Possible responses:
	

	The union board
	8

	A special negotiation committee
	3

	A poll of the members
	7

	Other methods
	2


QUESTION 45: (More than one response possible)
What initiatives for transnational coordination already exist ?

(If such transnational cooperation structures exist, please give details !)

RESULT:
	Possible responses:
	

	Common principles and guidelines
	4

	Joint coordination bodies
	4

	The obligation to exchange information
	3

	Participation of foreign experts in negotiations
	0

	Other forms of coordination
	2

	No transnational coordination
	8


Notes on Part D:

Unions differ in their procedures and decision-making structures for wage bargaining. Whilst it is normal in some unions for the board to decide on CA demands and clinch CAs, other unions employ special commissions to perform these functions. It is also quite usual for memberships to be consulted on key issues.

Although there has been more or less effective coordination of negotiations between the relevant unions at national level there are very few transnational coordination structures. The model provided by Skandinavian unions is a positive exception here.

There is an acute need to move on this issue in the near future.

Part E:
Questions relating to collective bargaining strategies
QUESTION 46: (Please tick one box only)
What formal guidelines exist for the wages and incomes policy?

RESULT:
	Possible responses:
	

	Rises in income linked to retail price index
	3

	The “non-distributive wage formula” (inflation rate plus rise in productivity)
	4

	The “distribution-based wage formula” (inflation rate plus rise in productivity plus distribution component)
	1

	The “needs-oriented wage formula” based on changes in workers’ living costs
	2

	No formal guidelines
	8

	Other guidelines
	1


QUESTION 47: (Please place a cross where applicable)
How important are the following goals for collective bargaining strategies ?

(Please place a cross on one of the numbers (1 – 5) : 

1= unimportant– 2=of minor importance – 3=important – 4=very important – 5=extremely important)
RESULT:

	Possible responses:
	Average values (rounded) 

	Income rises
	4.4

	Job security
	4.4

	Shorter working hours
	2.9

	Equal opportunity/Gender policy
	3.6

	Secure social conditions (pension, health, etc)
	4.3

	The right to further training
	3.8

	Other strategic objectives
	3.0


QUESTION 48: (Please place a cross where applicable)
How important are the following income-related goals ?

(Please place a cross on one of the numbers (1 – 5) : 

1= unimportant– 2=of minor importance – 3=important – 4=very important – 5=extremely important)
RESULT:

	Possible responses:
	Average values (rounded) 

	The securing of higher real incomes
	4.6

	Higher-than-average rises for lower-level income groups
	3.9

	A general alignment of incomes across the whole sector
	4.6

	Other objectives
	3.3


QUESTION 49: (Please place a cross where applicable)
How important are the following employment-related goals ?

(Please place a cross on one of the numbers (1 – 5) : 

1= unimportant– 2=of minor importance – 3=important – 4=very important – 5=extremely important)
RESULT:

	Possible responses:
	Average values (rounded) 

	Legislation on the safeguarding of jobs
	4.4

	Collective agreements with employers on job security
	4.6

	Other employment-oriented objectives
	3.5


QUESTION 50: (Please place a cross where applicable)
How important are the following goals relating to working hours ?

(Please place a cross on one of the numbers (1 – 5) : 

1=unimportant– 2=of minor importance – 3=important – 4=very important – 5=extremely important)
RESULT:

	Possible responses:
	Average values (rounded) 

	A reduction in weekly working hours
	3.4

	A shortening of the working life
	3.6

	Early retirement models
	3.5

	Flexible models for working hours (records of hours worked, etc.)
	3.1

	Promotion of part-time work
	2.8

	Other objectives connected to working hours
	2.6


QUESTION 51: (Please place a cross where applicable)
How important are the following strategies?

(Please place a cross on one of the numbers (1 – 5) : 

1=unimportant– 2=of minor importance – 3=important – 4=very important – 5=extremely important)
RESULT:

	Possible responses:
	Average values (rounded) 

	Legal minimum wages
	4.1

	The extension of the EU’s legislation (minimum-wage-for-foreigners) to include the rail sector
	3.7

	All-embracing collective bargaining agreements for the rail sector
	4.6

	Collective agreements on the European level
	4.0

	Other objectives
	2.7


QUESTION 52: (Please place a cross where applicable)
How important are the following socio-political goals?

(Please place a cross on one of the numbers (1 – 5)  ): 

1=unimportant– 2=of minor importance – 3=important – 4=very important – 5=extremely important)
RESULT:

	Possible responses:
	Average values (rounded) 

	The survival of the State old age pension
	4.5

	A strengthening of company and/or private pension systems
	4.1

	The survival of the State health insurance system
	4.5

	A strengthening of company health insurance schemes
	3.6

	Gender equality
	4.3

	A right to education and further training
	4.3

	Unions rights
	4.8

	Other socio-political objectives
	3.2


Notes on Part E:

Formalised indices for CAs regarding incomes policies do play a significant role in the formulation of demands.

In practice the following indices are relevant in the respective countries:

· index-linked wage rises (Lithuania, Estonia, Belgium, France, Romania)

· non-distributive wage structures (Italy, Bulgaria, Romania, Hungary)

· re-distributive wage structures (Slovenia, Estonia)

· needs-based indices (Switzerland, Latvia).

The most important CA issue, from a political viewpoint, is job security, followed by wage rises, social security and working hours.

With respect to incomes policy rises in real incomes takes priority over the maintenance of parity between different income groups.

On the working hours issue models relating to the shortening of career-span working time are deemed more important than models relating to the shortening of the working week or to part-time employment.

With regard to social security attention focuses mainly on strengthening union rights and improving health insurance and provision for senior citizens.

The best safeguards against wage dumping and social dumping were seen to be the introduction of a minimum wage and sector-wide, all-encompassing CAs, followed by implementation of EU Directive 96/71/EG on the posting of workers and the drawing up of a European CA.

Part F:
Questions relating to unions’ goals regarding cooperation at European level
QUESTION 53:

How important, politically, is the coordination of union negotiation strategies in Europe ?

(Please place a cross on one of the numbers (1 – 5) ): 

1= unimportant– 2=of minor importance – 3=important – 4=very important – 5=extremely important)
RESULT:

	Possible responses:
	Average values (rounded)

	political importance
	4.5


QUESTION 54: (Please place a cross where applicable)
How important are the following strategic initiatives in Europe ?

(Please place a cross on one of the numbers (1 – 5) ) : 

1=unimportant– 2=of minor importance – 3=important – 4=very important – 5=extremely important)
RESULT:

	Possible responses:
	Average values (rounded)

	The creation of Europe-wide social standards concerning the intensification of social dialogue at sector level
	4.6

	The coordination or networking of national union strategies for collective bargaining
	4.3

	Other strategic initiatives
	3.6


QUESTION 55: (Please place a cross where applicable) 
How important are the following initiatives aimed at achieving…?

(Please place a cross on one of the numbers (1 – 5) : 

1=unimportant– 2=of minor importance – 3=important – 4=very important – 5=extremely important)

RESULT:

	Possible responses:
	Average values (rounded)

	…joint guidelines for international rail traffic
	4.5

	…joint guidelines for an incomes policy
	4.1

	…joint guidelines for a policy governing working hours
	4.4

	…joint guidelines for Europe-wide qualification standards
	4.1

	…joint guidelines for Europe-wide social standards
	4.4

	…other substantive initiatives
	4


QUESTION 56: (Please place a cross where applicable)
How important are the following organisational initiatives aimed at…?

(Please place a cross on one of the numbers (1 – 5) ) : 

1=unimportant– 2=of minor importance – 3=important – 4=very important – 5=extremely important)
RESULT:

	Possible responses:
	Average values (rounded)

	…coordination agreements relating to the Rail Section of the ETF
	4.4

	…coordination at regional level (e.g. Nordic unions)
	3.9

	…the creation of an information and communication network
	4.5

	…the swapping of practical experiences by experts
	4.4

	…other organisational initiatives
	3.7


QUESTION 57: (Please tick one box only)
Does there exist a willingness to play an active part in the development of binding coordination structures at European level ? 

	Possible responses:
	

	Yes
	13

	No
	0

	Under certain conditions
	2


Notes on Part F:

The political significance of activities designed to coordinate CAs at European level was confirmed by all participants in the Study without exception. A dual strategy is generally preferred, one that focuses both on the application of EU-wide standards and on the more intensive networking of national CA strategies.

Common guidelines relating to cross-border traffic and EU standards are the preferred method of achieving this, followed by policies that regulate wages/incomes, working hours and employee qualifications.

The first organisational priority concerns the creation of an information and communications network. Proposals were also put forward involving specialist exchanges, coordination at regional level and agreements within the framework of the rail section of the ETF.


Part 3:

Results of interviews with experts from selected rail unions

In addition to the questionnaire a total of ten interviews were conducted with experts involved in wage bargaining in a selection of rail unions.

Interview procedure

Interviews were conducted with the following organisations:

· FTW/UTWB, Bulgaria

· CGT, France

· Fackförbundedet ST, Sweden

· ERAU, Estonia

· CC.OO, Spain

· FNCTTFEL, Luxemburg

· Metro workers Fed./Drum de Fier, Romania

· SS, Slovenia

· TRANSNET, Germany

· LdZA, Latvia

An additional interview with the British union RMT had to be cancelled due to timetabling problems.

Key factors influencing the choice of interviewees were the degree to which their respective country’s system was representative and the incorporation of new member states or candidate states into the EU.

In the interests of comparability the interviews were conducted on a fixed pattern, developed by EVA, which nonetheless allowed the interview partners sufficient scope to discuss other points of interest and background issues related to the broad theme of collective agreements. Interviews generally lasted several hours.

The interviews were designed to collect information on the political context of national collective agreement procedures, to build a picture of the political motives of the various organisations involved and to generate ideas on how to develop a common European perspective for rail unions.

Interview findings

This is an attempt to provide a summarized assessment of this phase of the Study. We run the risk of telescoping the details and individual findings but are convinced that an uncommented account of the interviews would be hard to assimilate by outsiders and therefore of little help.

The experts’ statements and, especially, their views on the political ramifications have been collated in a single summarized analysis. For reasons of confidentiality these views are not attributed to named individuals or particular organisations. Identifying sources would be neither necessary nor helpful in achieving the aims of this phase of the Study.

One thing is clear: the interviews with experts formed a necessary and useful complement to the material gathered by questionnaire.

Only through a discussion of political motives was it possible to shed light on the various attitudes towards the key issues of collective bargaining policy. To reflect the pattern used in the interviews the summarized findings are presented here in three thematic groups:

· The political value placed on collective bargaining

· Collective bargaining within the industrial system

· Aspects of the ‘negotiation/conflict culture’.

Theme 1:
The political value placed on collective bargaining

Regardless of their structural and procedural differences all the organisations questioned in the Study conceded that collective agreements (CAs) were an essential instrument in the assertion of employee interests. Closer inspection, however, reveals considerable differences of opinion.

On the one hand we find countries where the independence of bargaining parties is already firmly anchored and there is little interference by state organs in the process. The autonomous right to set collective norms – without influence being exerted by the state – results in high expectations on the part of memberships. Success or failure at the negotiating table have a direct effect on membership levels and loyalty.

At the other end of the scale there are countries where wage bargaining parties have very limited freedom to design their own labour norms. The essential features of labour and social order are laid down by law. As a result union members expect their organisations to lobby successfully for the relevant laws to be introduced or improved. Less value is placed on individual CAs, in the narrow sense of the word. France and Luxemburg are exceptions; in these two countries all important issues involving labour relations are settled within the framework of “statuts”. Members pin their expectations here on the drawing up of the relevant “statut”.

Some countries combine the two systems, whereby the collective bargaining parties agree to be bound to minimum levels and these agreements have the status of legal rulings. In this case the unions then aim to secure agreements that exceed these minimum levels.

Independent of the significance of the role played by the CA in asserting employee interests the unions have a high symbolic value. The right to establish one’s own labour and social norms is emblematic of the acknowledgement that unions enjoy equal status in the labour environment and can negotiate on a level footing with the representatives of capital.

Such a situation presupposes, however, that the said representatives of capital do have decisionmaking powers and are not overruled by political bodies – as is often the case in state-run companies.

The CA system is not yet as firmly anchored in the new-member states and those applying for membership. In these countries it is the government, by means of decrees and legislation, that is largely responsible for setting labour norms.

Theme 2: 
Collective bargaining within the industrial system
Questioning has shown irrefutably that the respective system of industrial relations exerts considerable influence on the CA strategies of the unions affected.

Three basic models of industrial relations can be identified:

· the conflict-based model, 

· the model based on social partnership 

· the corporatist model 

Despite the fact that in reality these models tend to overlap, of course, it is useful to distinguish between the three types if we want to describe specific political paradigms and resulting patterns of behaviour.

In traditional conflict-based labour relations CAs are usually taken to be part of an over-arching political strategy for the assertion of workers’ interests. Employers and unions tend to open negotiations by making maximum demands as a way of wresting a tactical advantage or politicising and motivating the very people it is representing. The chances of settling on a compromise are slim. The scene is already set for the conflict to escalate and this it is bound to do.

In traditional social partnerships within the labour environment CAs are seen more as a manifestation of limited economic conflict. There is less emphasis here on political wiles. Both sides have a damping effect on their own clientele and endeavour to maintain a level of objectivity in the discussions. Demands tend to be oriented around what is economically feasible.

Compromises can usually be reached without drastic measures first being resorted to. Expectations are not unrealistically high and compromise solutions are accepted by both sides and viewed as a successful end to negotiations.

In the traditional corporatist model of labour relations the state plays the leading role in finding an area of overlap between the respective interests of unions and management. State institutions intervene in the process of establishing labour standards and mediate in the conflict. Autonomously reached agreements on wage levels or work norms rarely occur under this system. It is extremely important for unions to express their interests within the political arena and use the lobbying process to assert their opinion on social issues. Negotiations as such play a relatively insignificant part in proceedings - that is, their role is a formal one.

With state structures still dominating the rail sector the influence of politics on negotiations and the signing of CAs is still strong. In many countries rulings relating to the rail sector are considered exemplary settlements and are often emulated in other sectors of industry.

In the new-member states and in countries applying for EU membership one sees a higher than average proportion of labour norms arising directly from legislative directives or other forms of state influence. A formal basic right to self-determination in collective bargaining does exist, enshrined in law, but in practice this right is severely curtailed by political directives.

The models of industrial relations presented here all have their advantages and disadvantages, which cannot be elaborated on here. No one model can claim to be the most successful model from the union point of view. The success of one or other of these models is dependent on a number of other factors - among others the strength of bargaining parties in the political arena and society at large.

Another factor in the success of collective bargaining models is the degree to which a union is embedded in the fabric of a company and can therefore mobilize the workforce at times of industrial flare-up. Another crucial factor is whether an independent company representation structure exists (the dual system).

Theme 3: 
Aspects of the ‘negotiation/conflict culture’
One essential finding of the Study should be stated at the outset: without a basic knowledge of a specific country’s political make-up - a political culture that has evolved over decades -, it is impossible to come to any informed conclusion about that country’s union strategy, including collective bargaining procedures.

This realisation only complicates the already-difficult process of fostering systemic similarities amongst the countries of the EU. However, if a common union strategy and a coordinated approach are to be achieved these individual political traditions have to be addressed. It is a prerequisite of understanding the constellation of problems facing individual nations that efforts are made to acquire a basic knowledge of the respective national political cultures.

Union successes which in one country may be achieved quietly through a discreet negotiating process behind closed doors will, in another country, be won only after a massive campaign of protests. No measuring stick exists with which ‘correct’ and ‘false’ strategies can be identified. Patterns of union activity that have worked in one country for years may be nonsensical and counterproductive in another. One is ill-advised to judge other unions hastily and impose on them ones own values.

One tentative generalisation is that systems in which the state has a key role in determining labour relations are more prone to conflict in this area. Detailed points of contention take on their own momentum and often lead to a political show-down. Standard economics-based conflicts between employers and unions are often inflated by state rail companies into political face-offs revolving around government policy. This is an impediment to compromise solutions where both parties might save face.

Those systems in which the state plays the passive role of mediator in labour relations favour a more objective approach to conflict resolution. In these countries the negotiating parties take a measure of political self-determination for granted and this is not called into question. They must merely demonstrate themselves willing to show respect for the arguments of the other side and make concessions themselves.

On the whole a tendency can be observed to take the emotion out of rail sector labour conflict and render it more objective. Demands revolve more around what is feasible and negotiations are increasingly dominated by economists who talk the same language, argue on the same level and are instrumental in the defusing of conflicts.

This development is especially discernible in new member states and candidate countries. CAs are seen as instruments with which to find common ground between the interests of labour and capital. The aim is to find solutions through the process of rational dialogue, with neither party being deceived or exploited. The fact that this type of dialogue can only pay off for the unions if they are holding a strong card promising tough action if negotiation does not succeed is doubtless something that both sides are aware of.

Independent of a particular country’s political culture it seems to be the case that the tenor of negotiations towards a CA has become more sober and objective in recent years. The sides do not see themselves as class enemies but as professional partners both trying to come to a fair and sustainable compromise. For this to happen a degree of mutual trust and reliability is needed. This kind of atmosphere does seem to have established itself in negotiations over recent years.

Part 4:

Assessment of results and conclusions

1. Political initiatives and the need to coordinate efforts

All those questioned agree that the political initiative aiming at a coordination of national collective bargaining strategies can only be provided by - and carried through by - the ETF. The ETF (or more precisely, the rail section of the ETF), in its capacity as the legitimate representative of the interests of European rail unions, should be the organisation presiding over the development of this new field of union operation. All fundamental steps should thus be discussed – and decisions taken – by the relevant bodies within the ETF.

The organisations involved are naturally aware, however, that the staffing and financial resources of the ETF do not currently extend to initiating and carrying through a project of this dimension. As a consequence it has greeted this initiative by EVA very positively and is pressing for funding to be continued as a matter of urgency.

A number of unions have proposed that a collective bargaining body be set up to coordinate EVA’s project activities with the work of the ETF.

2. Regional coordination structures

A number of unions have already established coordination structures at regional level which are concerned, among other things, with the coordination of collective bargaining strategies. Two examples here are the “Nordic Cooperation Project”, an initiative of the Skandinavian unions, and the “4 Country Meeting” involving TRANSNET, SEV, GdÖE and FNCTTFEL.

This type of coordination has a host of advantages: financial and organisational outlay can be kept to a minimum and the problems being tackled are, as a rule, concrete problems, determined by the conditions prevailing in the immediate region (cross-border traffic, etc).

The creation of regional structures is deemed extremely helpful, although they do not relieve us from the necessity to coordinate activities at a pan-European level.

3. A network for information and communication

This Study by EVA is considered to be a good basis for the creation of an information and communications network devoted to collective bargaining. The Project has managed to provide an initial insight into European collective bargaining structures, illuminate the differences existing between the various national systems and indicate which political priorities face us.

If the basis for decisionmaking is to be strengthened a much more sophisticated knowledge of the European collective bargaining landscape and the changes it has gone through is required. To this end a database should be set up and maintained in which all unions united under the ETF roof could consult the contracts and conditions prevailing in other countries.

Since the creation and updating of such a database is beyond the means of the ETF, EVA should be charged with the task of finding the necessary funding within the framework of a follow-up project.

4. The need for good training

The interviews with experts have revealed a marked lack of good training in collective bargaining in the new member states and those countries applying for membership. In many Central and East European countries efforts to build a systematic and efficient system of collective bargaining are still in their infancy. Basic judicial and economic knowledge – as a prerequisite for a successful strategy – is lacking as is a sound grasp of negotiating techniques.

Many Central and East European organisations have expressly called for professional assistance in this area.

If we are to address this issue it seems logical and necessary to develop specific training measures tailored to the needs of the organisations alluded to above.

5. Exchanging know-how and experience

In addition to the measures set out above a number of individuals have proposed organising a forum in which to exchange information. Several unions have already offered to involve colleagues from other ETF unions in their collective bargaining activities. This would allow negotiators to gather experience and put it to use in the course of their own work.

Part 5:

Dr. Heribert Kohl (BwP)*: Collective bargaining in an enlarged EU
- The potential for coordinated union strategies

Convergence prognoses, post-EU-enlargement

Long before the EU was extended to include countries to the East the European Union was systematically promoting a measure of parity between Central and East European candidate members and conditions in the existing EU Fifteen. It continuously pursued this strategy and attempted to use economic indicators to gather statistics in the process. Its efforts have been evident both in the periodic Screening Reports and in its regular publication of that most telling piece of data – GDP per capita as a percentage of mean income in the EU. This barometer has been showing an almost continuous rise, albeit with huge disparities across the board of countries in the extent to which they approach the posted mean value within the EU (=100 percent).

An analysis of this data reveals two things:

· Growth rates in Central and Eastern Europe are consistently higher than those in the Fifteen existing EU members. This is a consequence of the transformation of their economic system, the release of pent-up demand and associated orientation towards national markets, direct foreign investment and shifts in production. To what extent this is also the result of increased demand will be investigated below in our study of the development of income. Economic growth rates will continue to exceed those experienced in the ‘old’ Europe, as reflected by the EU’s Economic Forecast of 2003:
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Chart 1
· Grouped under the general heading ‘prognoses’ there is another question that is of interest, the issue of how long it will take for individual groups of countries to be brought up to the level of other EU countries and what consequences are to be expected from these disparities. The time spectrum of values prognosticated by the EU is also a reflection of disparities between individual groups of countries (European Commission 2003).

Assuming that growth rates will remain constant at 1% above the average experienced by the Fifteen, optimistic projections from Brussels state that 100% of the GDP per capita of ‘old’ EU countries (comparable purchasing power) will have been attained by

· Slovenia (incomes indicator in 2006: 79% of incomes in the Fifteen) by 2012

and by

· the Czech Republic (incomes indicator in 2006: 62% of incomes in the Fifteen) by 2025

(EU Commission 2003:120).

According to the same prognosis the 100% figure will be attained – albeit only if average growth rates exceed those of the Fifteen by at least 3% - by the other new member states subject to the dates posted below:

· Hungary (Incomes indicator in 2006: 60%) after 2015,

· Slovakia (incomes indicator in 2006: 52%) after 2018,

· Estonia (incomes indicator in 2006: 48%) by ca. 2023,

· Poland (incomes indicator in 2006:  44%) by ca. 2024.

Lithuania and Latvia will breast this threshold some time after 2030, with similar time periods expected for candidate members Bulgaria, Romania and Turkey (considerably later than 2040). Slovenia’s state institute for macro economics (IMAD) in Ljubljana has since revised the prognosis for its country to a point after 2023, so one might expect the equivalent figures for other countries to be altered in the same direction. Any prognosis and its realisation is a function both of figures available at the start of the transformation and of the level of production achieved thus far – and not least from the degree of dynamism in the growth of incomes and the overall collective bargaining situation that determines it.

Main players in the dialogue of collective bargaining

Industrial relations are influenced primarily by unions and management both within a particular sector and across society as a whole. In the new member states central government is seen as an additional player, acting in its double function as regulatory instance and owner/operator of many public companies and institutions (banks, privatisation agencies, social security organisations, housing authority), not least in its role as employer.

2.1 
In their original capacity as numerically strongest mass organisation most unions experienced wholesale desertion of members during the transformation period. More serious, however, - and harder to bear – was the erosion of their role in the face of a completely new industrial relations environment. They went from being an auxiliary agent in the meeting of ever higher norms and an agent of social policy (in its broadest sense) to being co-responsible for an ever more embattled employment policy and being a key player in incomes policy and the distribution of wealth. In their latter role they were above all unpractised in the process of self-determination in negotiations and the art of compromise and unsure of how to make the transition from social instance of protection to social institution wielding political and economic power, which requires a minimum of charisma and, in times of conflict, robustness.

These challenges make themselves felt both in the transformed conditions of employee representation – with unions having full powers of information, consultation and participation in cases where works councils do not exist – and in the collective bargaining process. In the latter case the challenges are all the greater since, in a situation of largely non-existent sectoral wage agreements (especially in the private sector) the company itself is the venue of the decisive show-down. Added to this is the influence that the unions are expected to exert in national tripartite economic and social councils, with all the responsibilities that that implies in terms of crafting labour law, labour and social policy and minimum wage and incomes policy.

Adaptation to the new circumstance was in most countries complicated further by the formation or scission of new union alliances as a consequence of the restructuring process and the resulting pluralism of union associations giving rise to competition at all levels. Only the Latvian, Slovakian and, to a large extent, the Czech and Estonian union confederations escaped this process, which carved a swathe through the Polish, Lithuanian, Hungarian and recently also the Slovenian employee organisations. In these latter countries the existing, ‘readjusted’ associations, enjoying their old influence born of experience, were now joined by a large number of associations whose appearance was based less on ideology than on party political power considerations and regional affiliations (for details see EU Commission 2005 and Kohl/Platzer 2004: 185ff). Despite these ‘lively’ organisational changes the overall influence enjoyed by unions hardly increased. In fact the opposite is the case, insofar as the associations are not interested in coordinating their activities and more inclined to compete for the attentions of a reduced pool of potential members.

In the company context this applies on the whole only where – as in Slovenia or Hungary – works councils having a minimum level of expertise have been created or where union representation has remained strong. The latter case applies in particular to denationalised companies, not to the mass of newly created private firms or small and medium-sized companies which nowadays are mostly union-free zones.

Since collective bargaining in Central and Eastern Europe – with the exception of Slovenia and the Slovak Republic – occurs almost entirely at company level there is a limit to which the agreements reached are considered binding contracts, unless wage levels agreed can be extended across the board in the sector concerned. The chart below provides an insight into union presence and influence:

Chart 2
	The binding nature of collective wage agreements /                                  Presence of union or works council

	
	Level of union organisation
	% coverage by collective wage agreements*
	Presence of works councils

	Estonia
	15
	22
	no

	Latvia
	19
	20
	still rare

	Lithuania
	14
	15
	hardly any

	Poland
	15
	35
	only in surviving state companies

	Czech Republic
	22
	35
	only in exceptional cases

	Slovakia
	30
	48
	yes (sporadic)

	Hungary
	17
	42
	yes (moderate number)

	Slovenia
	44
	100
	yes (strong presence)

	*Proportion of company or sector employees covered by collective wage agreements (excluding very small firms)

	Source: Kohl/Platzer, Arbeitsbeziehungen in Mittelosteuropa 2004 (being updated)


2.2 Where the post-socialist era employers are concerned parallel but distinct phenomena can be seen (e.g. in the case of pluralism of association). Employers’ interests, which used to be represented by specific ministries (or, as in the case of Slovenia, by chambers of commerce), now have to be articulated by employers themselves in newly created associations. These associations see their role more as lobbyists to the government and less as discussion counterparts of the unions, especially in light of the fact that the market economy instrument of collective bargaining was new and it remains unclear whether it is advisable to coordinate activities at a level higher than that of the individual company. Discounting Slovenia and Slovakia with their different structures, this results in a situation where their members (with an only recently increasing number of sector exceptions) –-  are still often unwilling to confer on their associations in the industry and services sectors the powers to negotiate independent collective agreements for the sector.

An added factor complicating attempts to achieve a unified approach is the sheer number of different associations (see Chart 3 below).

Chart 3

Number of large associations representing unions and management (Central and Eastern Europe)
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In general, however, evidence suggests that the readiness of employers – especially in small and medium-sized firms - to join associations is greater than the corresponding readiness of employees. The pressure for employers to join rises with the number of employees covered by effective collective wage agreements and reflects the extent to which existing agreements are declared by the government to be binding for all employers within a given industrial sector (see Chart 4 below).

Chart 4

	Level of union and management organisation; rate of coverage and binding nature of collective agreements in countries of Central and Eastern Europe

– expressed as % of all employees –

	Country
	Level of union organisation
	Level of emp-loyer organ-isation
	Rate of cov-erage by collective agreement
	Obligation to adhere to sector-wide collective agreements

	Slovenia
	44
	40 (100)*
	100
	all collective agreements

	Slovakia
	30
	30
	48
	possible

	Hungary
	17
	40
	42
	rare exceptions

	Czech Republic
	22
	35
	35
	higher frequency since 2000**

	Poland
	15
	20
	35
	possible from 2000 onwards

	Estonia
	15
	25
	22
	possible from 2000 onwards

	Latvia
	19
	25
	20
	possible from 2002 onwards

	Lithuania
	14
	20
	13
	no obligation 

	* Employers association and chamber of commerce (mandatory membership) negotiate sector-wide collective agreements for all branches (as part of national social contract)

** Currently suspended by decision of constitutional court until the establishment of new criteria governing association representativity.

BwP 2005


Recent legislation and practice in the new EU member states coupled with the extension of existing sectoral collective agreements (through undertakings to consider them binding) to all employers of a particular branch is playing a part here as well. It need hardly be pointed out that the guaranteed minimum wage remains the prime instrument regulating levels of pay in Central and Eastern Europe (see below).

It should be pointed out that in Central and Eastern Europe and Malta and Cyprus collective agreements having sector-wide validity remain the exception, with individual company agreements remaining the rule – the opposite situation to that prevailing in the old Fifteen countries. Only Slovenia and Slovakia break the pattern (see Chart 5).

Chart 5

Levels at which wage negotiation occurs in the new member states.
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2.3 The specificities of this constellation mean that the role of the state has long since ceased to resemble that of governments in Western Europe. In Eastern Europe the state is still the dominant party in the regulation of labour relations. The most important instrument here is the tripartite process of negotiation in the economic and social councils of each individual country, with unions and management often enjoying considerable influence. Even if this influence is usually informal in character the pressure to find consensus is such that all players involved in negotiations have, to a greater or lesser extent, a common feeling of responsibility and tolerance for the compromise arrived at, which in turn does not always lead to a rise in the popularity of the unions. Decisions taken in this kind of consensus-based environment, as is the case in a legally binding minimum wage, are sometimes a substitute for stalemates or bilateral solutions arrived at by unions and management.

On the other hand this approach acts as an obstacle to state dirigisme, as exemplified by the failed attempts at introducing an institutionalised form of works council representation in the Czech Republic, Lithuania, Latvia, Poland, Slovakia and recently Estonia. Only in the case of the Slovak Republic has a government successfully asserted itself against an overwhelming vote by the unions following the undeniable failure of the previous “Czech model” (a monistic structure of representation either by company unions or by an “employees council” selected by all participants) and managed (in 2003) to push through parliament a dual representation structure for companies. Such intentions and concerted pushes on the part of governments, however, were motivated less by the urge to create the conditions for modern company discussions aimed at compromise or provide managements with an interlocutor to make up for the absent negotiating partner and more by the need to comply with the demands of EU Directive 2002/14/EG governing minimum standards of information and employee consultation. As a result of these efforts three types of interest representation, of varying effectiveness, can be seen today in Central Europe:

Chart 6

	   Interest representation within companies in Central & Eastern Europe: three different systems

	1. only union interest representation
	 2. alternative: union represent-ation or works council
	3. dual representation: by

works council + union 

	· Estonia (usual practice)

· Latvia (usual up to now)

· Lithuania (usual up to now)

· Poland (legal monopoly, nationalised companies excepted )

· Malta und Zypern (see 3.)
	· Czech Republic (from 2001)

· Slovakia (2002 to 2003

· Lithuania (since 2003, enshrined in special law 2005)

· Poland (law being drafted in consultation with unions and management)
	· Hungary (since 1992)

· Slovenia (since 1993)

· Latvia (possible since 2002)

· Slovakia (since 2003)

· Latvia (possible since
                    2002)

· Malta (beginning 2005)


Material results of policies for collective bargaining and wealth distribution

Despite the outstanding performance of all new member states in terms of consistently high growth rates and steep rises in productivity, both of which tend easily to outstrip that of the existing Fifteen, the unions (with a few exceptions in recent years) have not been able to implement the neutral distribution formula (“wage formula”) in the course of wage bargaining within companies or across sectors. The above-mentioned formula is the standard formula used in Western Europe in the context of “competition corporatism” (see Kohl/Platzer 2004:260f.). Barring a few exceptions the settlements achieved normally fall way below the margin calculated from the sum of the inflationary adjustment and shared productivity gains as distributive volume (see Galgoczi 2002).

In many instances during the first years of transition only rising prices were compensated and a smaller share of bonuses stemming from modernisation were passed on by management to employees, which dented both purchasing power and social security benefits.

Chart 7

Comparative study of minimum wages in Central Europe and the EU Fifteen
(2005, all figures in Euros and PPS)

	Country
	nominal amount of pre-tax minimum wage in €
	adjusted pre-tax minimum wage in Purchasing Power Standards* 

	Latvia
	116
	283

	Lithuania
	145
	327

	Estonia
	172
	330

	Slovakia
	177
	363

	Poland
	205
	410

	Hungary
	232
	415

	Czech Republic
	235
	470

	Portugal
	437
	582

	Spain
	599
	696

	Slovenia
	490
	703

	Greece
	668
	855

	Ireland
	1183
	1024

	UK
	1197
	1186

	France 
	1197
	1194

	Netherlands
	1265
	1202

	Belgium
	1210
	1211

	Luxemburg
	1467
	1293

	* The Purchasing Power Standard (PPS) is a unit of measurement allowing wages to be compared independent of currency fluctuations and price differences.

Eurostat 2005


The state-determined minimum wage is a level of pay which all companies not bound by wage agreements are obliged to provide – i.e. the vast majority of companies with the exception of those in Slovenia. Due to its paltriness compared to average incomes in a given country (generally between a third and two fifths of the average income and thus well below the poverty line of 50%) this minimum wage can in no way act as a substitute for sectoral collective agreements that have not materialised.

Only in Slovenia (in particular when compared to average remuneration in trading firms) and Malta does the minimum wage hover around or slightly above the poverty line (see Chart 8) – and that despite their relatively high levels of income.

Chart 8
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The obvious ‘wage gap’ due to wage restraint (see Schulten 2005) does not go away when – as the cases of Latvia and the other two Baltic states show so well (see Antila et al. 2003:126 ff.) – undeclared, off-the-books wages, paid on the discretion of the employer, form a handsome supplement to the minimum wage.

The losing factors in all this, besides the structural problems associated with the levels at which collective bargaining is conducted in countries across the EU (see Chart 9), are sectoral solidarity within the unions (now non-existent) and the capacity to take strike action – so crucial to success in the collective bargaining process. As a direct result of the phenomenon described above sector-wide strike action – at least in the private sector – has seldom been recorded in any of the new member states since the second half of the 1990s and where it has occurred in isolated departments of the civil service it has enjoyed very limited success (EU Commission 2003:100f.).

Not until 2004, following years of relative ‘abstinence’, did the tide turn in favour of strike action: faced with the wage negotiations of that year the Slovenian unions ushered in a new period of awareness among employee organisations in Central and Eastern Europe that they were strong enough to assert themselves. They were now willing and able to exert the appropriate pressure to secure sector-wide wage agreements that reflected the economic potential of their particular industry. The roots of the Slovenian dispute lay in the inclination of employers to enter into collective bargaining negotiations only when a nationwide wage agreement (traditionally a 2-year plan, i.e. covering 2004 and 2005) had been concluded. The affected Slovenian unions no longer wanted to be constrained by this tripartite corset into waiting out this period; they called a token 1-hour stoppage of 120,000 workers from a broad range of industrial sectors (see EIROnline 2004/03). This was followed in March 2004 by a nationwide token strike by metalworkers, supported by all industrial trades unions. The action culminated in the announcement of a general strike for the 26th May 2004 if the sectoral collective negotiations and the tripartite wage agreement had not been concluded by that date. In the face of this threat a string of agreements were signed both in the important industrial sectors and as part of the 2004/2005 basic wage agreement being negotiated at the same time, whose fundamental pillars, in an show of solidarity by the Slovenian wages policy, were now to be bolstered by two essential resolutions (see Skledar 2004):

a) a fixed amount, differentiated according to industrial branch but the same for all workers in a given sector, to offset inflation, aimed at adapting to rising living costs and damping the expansion of incomes;

b) a staggered rise in wages to reflect productivity rises in individual sectors (with 1% subtracted in the interests of international competitiveness!) and if appropriate a performance-based fine-tuning at company level (with the possible introduction of hardship and opt-out clauses in industries going through a period of crisis (e.g. the textile industry).

Chart 9:

Levels at which collective wage negotiation occurs in the former EU Fifteen 
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The Slovenian example shows that under certain conditions collective action can be successful in the new member states too. However, the peculiar situation of this country – particularly with regard to the key role played by the chamber of commerce in negotiations, the high degree of organisation and the three-phase wages policy (for details, see Kohl 2004) – suggests it should be viewed as a special case.

Undoubtedly the hardest task facing Central and East European workers’ associations today is that of how to break the vicious circle of passivity, almost non-existent strike funds, lack of positive results in the past, absent evidence of the worth of union organisations and shrinking memberships. If no help from outside is forthcoming the vicious circle will surely continue in the short term.

Despite these structural shortfalls, however, workers’ unions in the new member states have forced a number of (often considerable) real wage rises in recent years, rises which exceeded the % increases won by workers in the Fifteen.

The momentum being gathered here is partly a reflection of the sudden release of hitherto unexpressed wage demands and partly a sign that skilled workers are venting frustration in a less dangerous way than they might otherwise. On the other hand it conceals the relatively high wage differentials between upper and lower income groups and the considerable distance between negotiated income levels and the minimum wage earned by the great majority, a wage equal or inferior to that which might keep people above the poverty line. The absolute values of mean income, expressed in terms of the purchasing power they represent in the country, and the considerable disparity between them and the state-imposed minimum wage are a clear illustration of this (see back, Chart 5).

Chart 10

Average pre-tax wages in Central and Eastern Europe compared to the EU Fifteen (2002)

(in Euros [calculated on basis of Purchasing Power Standards (KKS)] )
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Source: Wiener Institut für Internationale Wirtschaftsvergleiche (WIIW), Statistical Yearbook on candidate countries 2003 (cited in Janssen/Galgozci, EGI-Brüssel 2004:30)

A wages policy expressing solidarity with all workers (Schulten 2004) will not exist until the polarisation of workers (into those riding the wave of modernisation and privatisation and those masses existing at minimum wage subsistence levels) has ended through the introduction of a wages policy that is supra-company in outlook.

The considerable increases in productivity in individual countries – and especially in those new member states at the lower end of the wages and wealth redistribution scale – mean that along the way the pace of adaptation could well be accelerated, especially in the more prosperous sectors of industry (see also Chart 11). The unitary, across-the-board minimum wage has always prevented employers from using available leeway to exploit wage brackets.

Chart 11

Rises in productivity per capita in the new member states (2004)
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In the light of the attention being paid to such fundamental issues, qualitative elements of wage negotiation, such as the heralded shortening of the working week at least to the true EU level (i.e. the 40-hour week that prevails in practice), remain a peripheral luxury. Discussions to this effect have so far only been held at tripartite level in Hungary (see Kohl/Platzer 2004:166) although Slovenian law has been modified to allow a 38.5 hour week as a consequence of the daily ½ hour of paid break conceded to all employees in the Labour Code of 2003.

It is worth noting that not only the binding nature of collective agreements but also the establishment of an array of minimum standards on the statute books are designed to compensate for the lack of collective bargaining regulations governing such things as overtime pay and limitations, minimum holiday allowance, holiday pay, further training and health and safety protection. These legal stipulations, however, limit the freedom of unions and management to determine wages, since they often do not permit the introduction of more favourable rulings.

An increase in pressure emanating from the unions can also act as a damper on higher-than-average unemployment figures – above all in the Baltic states, Poland and Slovakia, less so in the Czech Republic, Hungary and Slovenia.

The waning of the industrial sector is being matched by an improvement in the fortunes of certain areas of the services sector. The areas concerned are those benefiting from the new operational framework, from burgeoning international networks or from the laws of comparative advantage. They include:

· Tourism

· Transport and the haulage industry

· Media

· Information technology and communications

· Private health services.

Greater economic opportunity comes not only from changing the location of industrial production – the subject of much debate at present. The services sector is less prone to changes of location and thus less prey to the blackmail of lowest-bidder competition. The situation is doubtless different for those areas that seek to harness the ‘services freedom’ existing in the EU and use it as a factor of competition.

New EU member states are themselves questioning whether they will be able in the future to safeguard the jobs, new and existing, that have accompanied the rise in wages or whether perhaps the jobs can indeed stay in the country long term and not slip abroad, as has been the case with jobs in the older EU countries.

To sum up, the main problem associated with collective bargaining manoeuvrability in Central and Eastern Europe is that the deficits at sectoral level (see Chart 12) stand in the way of a steady evolution of wage negotiating structures and wage levels. This analysis reveals areas where action must be taken and indicates opportunities for further international cooperation.

The need for – and opportunities for - international cooperation

Based on this portrayal of labour relations systems and the recognisable effects that they can have we can come to certain necessary conclusions for the West European partner associations and the protagonists of a continuing expansion of the European social model. One unavoidable question being posed today concerns the extent to which existing collective bargaining standards in Western Europe, always with reference to the lower costs and social norms in Central and Eastern Europe, can be put at the disposition of these countries and become the tool with which entire labour forces are held to ransom: Is it worth the extra effort of entrepreneurs, employer representatives and unions both at home and in the ‘older generation’ EU member states to agitate for the preservation of a collectively established social model? Or are the distributive practices, and with them the sector-wide collective agreements, being made available in counterpoint to the US-Anglo Saxon model, the Japanese model and now the Central/East European model, just as their very proponents from both within the employers’ associations and without are preparing to abandon them? Such a scenario is an illogical contradiction of all the efforts being made to foster sectoral dialogue and associated negotiating training within the framework of special EU programmes (e.g. PHARE) and also transnational union collective bargaining practices in Central and Eastern Europe, while in the same breath pushing politically for their demise.

Chart 12

Labour relations in Central and Eastern Europe
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The dilemna of sectoral dialogue: the hole in the middle


Overcoming the situation illustrated in Chart 12 is conceivable. It could be achieved firstly by providing selective support to the union and management organisations in Central and Eastern Europe and making use of the existing opportunities to act and work together within the enlarged European Union. These measures would be taken

· within a framework of multinational concerns and their representative bodies (EBR, supervisory councils) as part of the process to establish remuneration structures and working conditions;

· within certain branches of industry and would involve agreements on collective bargaining, e.g. based on the models provided by the Wiener Memorandum or the Doorn Initiative in the metalworking industry, leading to a stepping-up of pressure and transnational action;

· in the form of further training and counselling (for national or sectoral collective bargaining, procedures involving tripartite framework agreements in distribution policy, as is the case in Hungary and Slovenia) in which games based on negotiation strategies form a useful element;

· and not least in the area of minimum wages, the long-term objective being the establishment of minimum wages and other minimum standards connected to working conditions, all of which would apply in every EU member state within the context of the European sectoral dialogue and the EU Economic and Social Committee (see inter alia Schulten et al, 2006).

Parallel to these measures there are a number of ways in which the Central and East European unions have to evolve. These developments in union structure and function must necessarily involve a new approach to public relations which underscores the transformation of their image and the pursuit of adapted strategies, a new and modern system of coaching and initiation, a stronger transnational network devoted to union activity (especially in the smaller of the new member states) and the development of an effective culture of activism and strikes.

All this, of course, is dependent on the pushing through of further reforms that can help to overcome the more blatant structural and organisational deficits. There is already a readiness to tackle these reforms and the need for advice from outside has not changed. The following should be considered as having urgent priority: 

· a strengthening of national confederations through increasing the proportion of contributions that are channelled to them (i.e. by doubling or trebling the amount as opposed to raising it by 3 or 4%) in order to be able to undertake the necessary coordination work, public relations and activities involving international cooperation;

· a simultaneous bolstering of the know-how and organisational powers of unions in a particular branch of industry (both by fusing together and consolidating the myriad organisational units and by encouraging them to exercise greater autonomy when conducting negotiations, with the aim of concluding sector-wide agreements with employers);

· thought should be given to how the works council instrument might – and should -be used strategically by the unions as opposed to being considered little more than a device resorted to when being intimidated. The works council could be used to close, one by one, representational gaps in certain branches of industry and particularly amidst the mass of “union-free” small and medium-sized firms (i.e. implementation of the EU directive on information and consultation 2002);

· targeted image-boosting campaigns to overcome the crisis of recruitment among young potential members. Campaigns should highlight objectives and the issues surrounding union action and union successes, as a way of acquiring and adding to the weight and charisma required of a negotiating partner;

· the launching of new strategies, concepts and debates relating to collective bargaining which reveal not only what is really at stake but also the qualitative results that sensible, considered endeavour can achieve for the individual.

These are a few examples of effective ways to mobilise and modernise, strategies that can confront and defy the trend towards a defeatist acceptance of organisational downsizing and the associated acquiescence to lowest-bidder competition. The real challenge posed by the process of EU enlargement will be reflected in the strategies adopted by the unions in facing down these trends. The EU will shortly be welcoming more countries onto the list of aspiring member states (Bulgaria, Romania, Croatia and Turkey), countries with largely similar structures and deficits, and this continuing enlargement process is set to concentrate the minds of all those under pressure to act.

*Dr. Heribert Kohl is a freelance consultant and author and runs an office for scientific journalism and consultation (the BwP) in Erkrath. Particular areas of expertise are participation, company employment policy, social dialogue and training in negotiating skills in countries of Central and Eastern Europe, inter alia as part of the EU-sponsored PHARE Projects and the Dublin Foundation for the improvement of living and working conditions.
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		Lettland		5.7		6.2

		Litauen		4.5		6.4

		Polen		5.4		4.7

		Tschech.		1.5		3

		Slowakei		3		4.3

		Ungarn		4.3		4

		Slowenien		3.9		3.9






_1198484541

_1198417243.xls
Chart2

		BG

		RO

		LV

		LT

		SK

		EE

		HU

		CZ

		PL

		SI

		CY

		EU-15



2002

508

493

562

668

835

748

921

1029

1045

1518

1862

1980



Sheet1

		Salaires		1995		1996		1997		1998		1999				1995		1996		1997		1998		1999

		BU		7.6		13.2		127.9		183.3		205.1		Lev		100		173.6842105263		1682.8947368421		2411.8421052632		2698.6842105263

		Croatia		2887		3243		3668		4131		4551		Kuna		100		112.3311395913		127.0523034292		143.0897125043		157.6376861794

		CZ		8172		9676		10691		11693		12658		Koruna		100		118.4043073911		130.8247674988		143.0861478218		154.894762604

		HU		38900		46837		57270		67764		77187		Forint		100		120.4035989717		147.2236503856		174.2005141388		198.4241645244

		Macedonia		8581		8817		9063		9394		9664		Denar		100		102.7502622072		105.6170609486		109.4744202307		112.6209066542

		PL		690.9		874.3		1065.8		1232.7		1706.7		Zloty		100		126.5450861196		154.2625560863		178.4194528875		247.0256187581

		RO		211373		321169		632086		1073898		1554737		Leu		100		151.94419344		299.0381931467		508.058266666		735.5419093262

		Slovak		7195		8154		9226		10003		10728		Koruna		100		113.3287004864		128.2279360667		139.0271021543		149.1035441279

		Slovenia		111996		129125		144251		158069		173245		Tolar		100		115.2942962249		128.8001357191		141.1380763599		154.6885603057

		YU		340		658		803		1063		1309		Dinar		100		193.5294117647		236.1764705882		312.6470588235		385

		Prix

		BU		317.7		708.5		8376.1		10243.9		10274.7				100		223.0091281083		2636.4809568776		3224.3940824677		3234.0887629839		0

		Croatia		55653.1		57601		59674.6		63076.9		65726.1				100		103.5000745691		107.2260125671		113.3394186487		118.099620686

		CZ		252.1		274.3		297.7		329.6		336.5				100		108.8060293534		118.0880602935		130.7417691392		133.4787782626		0

		HU		309.8		382.9		453		517.7		569.5				100		123.5958683021		146.2233699161		167.1078114913		183.8282763073

		Macedonia		44462.4		45790.3		47805		48171.4		47640.2				100		102.9865684264		107.5178128036		108.3418798805		107.1471625463

		PL		556.7		667.5		766.9		857.4		920				100		119.9029998204		137.7582180708		154.0147296569		165.2595652955

		RO		9353.4		12983.4		33076.9		52624.2		76726.7				100		138.8094168965		353.635041803		562.6210789659		820.3081232493

		Slovak		272.3		288		305.5		326		360.6				100		105.765699596		112.1924348145		119.7208960705		132.4274697025

		Slovenia		1205.9		1325.3		1436.6		1150.1		16447.7				100		109.9013185173		119.1309395472		95.3727506427		1363.9356497222

		YU		178.6		342		415.8		540.1		782.5				100		191.4893617021		232.81075028		302.4076147816		438.1298992161

		BU		7.6		13.2		127.9		183.3		205.1

						58.6666666667		67.2450052576		93.092940579		104.8568507157

		CZ		8172		9676		10691		11693		12658

		CZ				280.7893209518		297.550793209		321.9438325991		343.1282190295

				1995		1996		1997		1998		1999

		BG		87		59		67		93		103

		CY		1127		1181		1263		1330		1387

		CZ		236		281		298		322		343

		EE		158		195		227		262		284

		HU		236		242		271		282		305

		LV		130		141		182		201		226

		LT		92		122		172		207		232

		PL		229		270		304		335		423

		RO				109		104		132		118

		SK		185		210		242		253		243

		SI		723		752		797		850		891

		EU-10								1928.8		1928.8

				2002

		BG		508

		RO		493

		LV		562

		LT		668

		SK		835

		EE		748

		HU		921

		CZ		1029

		PL		1045

		SI		1518

		CY		1862

		EU-15		1980





Sheet1

		



2002

Average monthly gross wages in candidate countries in 1999



Sheet2

				1995		1996		1997		1998		1999

		Wages		100		173.6842105263		1682.8947368421		2411.8421052632		2698.6842105263

		Prices		100		223.0091281083		2636.4809568776		3224.3940824677		3234.0887629839

		Croatia

				1995		1996		1997		1998		1999

		Wages		100		112.3311395913		127.0523034292		143.0897125043		157.6376861794

		Prices		100		103.5000745691		107.2260125671		113.3394186487		118.099620686

		CZ

				1995		1996		1997		1998		1999

		Wages		100		118.4043073911		130.8247674988		143.0861478218		154.894762604

		Prices		100		108.8060293534		118.0880602935		130.7417691392		133.4787782626





Sheet2

		



&A

Page &P

Wages

Prices

Evolution of wages and prices in Bulgaria



Sheet3

		



&A

Page &P

Wages

Prices

Evolution of wages and prices in Croatia



		



&A

Page &P

Wages

Prices

Evolution of wages and prices in Tcheque Republic



				1995		1996		1997		1998		1999

		BU		-5.5		-17.6		-18.3		17.2		11.6

		Croatia		40.2		7.2		12.3		6		10.1

		HU		-12.2		-5		4.9		3.6		2.5

		Macedonia		-4.3		0.5		0.2		3.8		3.6

		PL		3		5.7		7.3		4.5		3.4

				1995		1996		1997		1998		1999

		RO		12		9.3		-22.6		3.4		-0.7

		Slovak		4		7.1		6.6		2.7		-3.1

		Slovenia		4.7		4.4		2.9		1.5		3.3

		YU		16.1		1		21.2		1.9		-15.2

		CZ		8.7		8.9		2		-0.8		6





		



&A

Page &P

BU

Croatia

HU

Macedonia

PL

Real wage rises in some CEECs



		



&A

Page &P

RO

Slovak

Slovenia

YU

CZ

Real wage rises in some CEECs




_1198418885.xls
Diagramm1

		LV

		LT

		EE

		SK

		PL

		CZ

		SLO

		HU

		CY

		MT

		EU 25



7.4

7

6

5.2

5.3

4.7

4.5

4.5

2.2

0.1

1.8



Diagramm2

		LV

		LT

		EE

		SK

		PL

		CZ

		SLO

		HU

		CY

		MT

		EU 25



%

7.4

7

6

5.2

5.3

4.7

4.5

4.5

2.2

0.1

1.8



Tabelle1

		LV		7.4

		LT		7

		EE		6

		SK		5.2

		PL		5.3

		CZ		4.7

		SLO		4.5

		HU		4.5

		CY		2.2

		MT		0.1

		EU 25		1.8






_1198415927.xls
Anteil an Durchschnittslohn

		EE

		PL

		HU*

		LV

		CZ

		LT

		SK

		MT



%

32.2

36.4

36.4

36.5

36.6

41

42.3

44



Diagramm2

		EE		EE

		PL		PL

		HU*		HU*

		LV		LV

		CZ		CZ

		LT		LT

		SK		SK

		SLO**		SLO**

		MT		MT



2003

2004

%

32.2

34.3

36.4

36

36.4

36.4

36.5

37.9

36.6

37.2

41

40

42.3

41

42.1

43.9

44

44



Tabelle1

		EE		32.2		34.3

		PL		36.4		36

		HU*		36.4		36.4

		LV		36.5		37.9

		CZ		36.6		37.2

		LT		41		40

		SK		42.3		41

		SLO**		42.1		43.9

		MT		44		44






