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GOMMUNICATION FROM THE COMMISSION 1O THE COUNGIX
OF_WORK-SHARING

THE MARNDATE

Te The questiorn of & reductlon iv working fiwe and a betterx
distribution of work has already held the stiteption of the
Community suthorities for some time. On the basis of conclusions
drawn by the Chalrman of the Tripartits Conference on 27 June 1977,
Governments and both sideg of industiry Jointly examioed the
obiecives and effects of s redisiribution of work on two occasions
in 1978, (*)

Since then the pressure for a reduction in working time
has dincreased in several Member States. For its part, the
Commission has actively tried to establish the basis for a
Community approach. The diacuselion of this is ome of the main
points on the agenda of the next Council of Employment and Social
Affairs Ministers. At the ssme time, the Furopeaun Council of
the 12-13 March asked the Commission te present o Comnunication
on the socisl and economic implications of s coordinated re=
organisation of working time.

The present Communication is am interim document which is
intended to prepare the discussion of the next Council of Ministers
of Employment and Social Affairs, and of the next Council of Ministers :
of Economic and Financial Affairs. On the basis of these discussions,
the Commission will prepare a document for the Eurcpean Council.

2. The present Communication comprises three parts :

- the first reports on the present pdsition and the trends
which have been noted;

- the second sets out the role of a Community intervention;

- the third presents some interim conclusions on the
economic implications.

Two working documents of the Commission are annexed.
The first sets out guide~lines concerning future work, and
the second gives an overall view on the actions envisaged
and their implementation at national level.

(*) Standing Committee on Employment of 21 March 1978, and
Tripartite Conference of 9 November 1978.



I. PRESENT POSITION

>

3, Reduction in hours worked ~ in ite varicus forms = is
a major component of social progress. In its different ways
(reduction in hours per day, extension of paid leave, re-~
arrangement of working life), it is both ar expression ef
workers' aspirations and part of the result of improvements
in productivity arizing from technical and economic progress.

In the present situation, with widespread uwnder-
utilization ¢f human resources .and continuocusly inecrcasing
productivity, reduction in working hours can alac be considered
for its possible comntribution to employment.

Since the subject has already been discussed in the last
year by the Standing Committee on Employment and the Tripartite
Conference, the Commission will confine itaelf firstly to
reviewing the principal economic gquesiions involved and
secondly to presenting the {rends which are emerging ia %the
Member Countries.

A. The ountlook for economic growth and employment

L, The outlook for growth and employment in the Community
over the next few years is conditioned to a large extent by

the rapid expansion of the population of working age, the rising
participation rate among women and the obstacles to restoring
adequate and lasting growth. The potential supply of labour ia
the Community will increase by between 500 000 and 800 000
workers a year until 1985. The net figures correspond to the
arrival of about a million young workers im the labour market
between 1980 and 1985. The population trend should slow down

in the second half of the 80s, and it should subsequently be
reversed. However, these general figures cover differemnt national
trends.

Se With economic growth of about 3 ¥ to 3.5 ¥ a year over

the next five years, population trends would mean that the
present 5.5 % unemployment rate would rise until the middle

of the 80s. A growth rate of between 4.5 ¥ and 5 % a year is
required if the employment situation is to improve to any extent
over the next few years.

o It is perfectly possible to achieve higher growth rates

nd a rapid improvement in the employment situation. The present
iype of slow growth is due neither to the saturation of potential
demand nor to any fundamental exhzustion of technical progress :
it is duve to & number of macro-economic. structural and social
or political obstacles. .

of .



7 A vast concerted effort is reguired teo deal with these
problems. But such an efiort is not easy to maks. Scocial protection,
altheuch indispensable, should not be allowed to increase structural
rigisity; the restoration of adeguasie growith should not be hesed

on inflation, waste of reasources, eavironmental detericration and

z0o ox - which would only exacerbzte future problems. In the
circumsiances & realistic attitude invelves recognising that
whetever efforts are made to restore a covsidersbly higher level

of activity, the results of these =fforts alone are unlikely

to include full employment.

Specific accompanying mesasures of socisl and employment
policy are reguired, particulerly measures to reduce houra of work.

8. The above points correspend to the basic eliements of the
general medium~term strategy put forward by the Commigsion at
the last Tripartite Conference :

~ lasting, more rapid and non-inflationary growth;

- a more rapidly adaptable ecounomy;

- accompanying measures of social and employment policy.

B. Trends in Member States and at Community level

9. A number of actions have already been conagidered or implemented
at national level. Following the brief given by the Standing
Committee on Employment, the Commission drew up a report on this
subject - with the colleaboration of Member Countries - (see Annex II).

The principal conclusions of this report are as follows.:

Measures adopted in Member States

10, On the legzl plane, there have znot been any great changes
in legislation on duration of work. The only exception is Belgium,
which recently adopted measures reducing the legal duration of
work to 40 hours.

In this fleld, there has been more progress on collective
agreements. In several Member States, the social partmers have
agreed either to reduce weekly working hours to 38 or even
36 hours, or to extend annual leave to six weeks. Comcern about
employment levels seems te have played a Blgnificant role in
the conclusion of some of these agreements.



11. Steps have been taken in several countriez to reduce
overtime working, but most of them have not yet shown results.

Reduction in the length of working life is one of the
principal measures adcpted so far. Several countries have
lowered the age of legal retirement for the older unemployed,
for certain branches of activity or for certain categories
of labour.

Some countries are announcing steps to encourage part-
time work, but these have not yet been fully implemented.

Furthermore, the introduction of an additional shift, or shorter

working hours for shift workers is being actively discussed.

New procedures are proposed in particular for the steel industry

or other sectors in difficulty.

Trends in Member Countries : Social Partners and Governments

12. Generally speaking, trade union action has been concerned
with the gradual establishment of a 35-hour week. The vigour

of such action, moreover, varies considerably between countries
and sectors. It is frequently accompanied by a demand to limit
overtime. Furthermore, several national organizations have

come out in favour of lowering the retirement age.

13. Employers' organizations are more in favour of measures
on part-time and, occasionally, on temporary work. Their
attitude to a reduction in duration of work varies considerably
from one country to another. There is certainly a common desire
to prevent cost increases and the loss of competitive edge.
This has led certain national organizations to show the greatest
reticence; but others have proposed a moderate and gradual
reduciion in the annual duration of work and are mot opposed to
a reasonable limitation on overtime.

14, Most Governments are aware of the proposals concerning
the reduction in systematic overtime and differentiated action
on retirement. They attach importance to joint negotiations on
the duration of work. Some of them have been open in regard to
general action to promote work-sgharing. The importance of
competitivity and fears of distortion at the economic and
social level tend to underline the need for concrete concerted
action at Community level.



15. The striking fact which emerges from this analysis is

the wide range of results that can be expected from a reduction
in the duration of work itself, once current negotiations have
been concluded. This is so both for the scale and nature of.
the measures envisaged. It seems to go beyond the necessary
taking into account of different national preferences; it
raiges problems of coherence, beth as regards overall economic
convergence and its social consequences and at the level of
sectoral developmenis. Thus it raises the question of effective
cocrdination at Community level.

Trends at Community level

16, Trends at national level have their counterpart at
Community level.

The Buropean Trade Union Confederation stated that a
significant reduction im the duration of work should have an
important place in an overall strategy, and demanded that this
reduction be of the order of 10 % in the next four years.

The Union of Industries of the European Community
expressed doubt as to how effective these measures would be
in improving the employment situstion and emphasized that
hasty conclusions should not be drawn before the effects of
different measures on firms production costs had been examined
with care.

During Community level discussions, Governments
favoured defining guidelines, while drswing attention to
the need to maintain the internal and external competitivity
of the Community; they also observed that the measures
proposed would not necessarily have a mechanical effect on
employment and that they should be recognised as being
accompanying measures.

During these discussions, it was the constant concern
of Governments to allow the Social Partners to play their
full role in the preperation and implementation of any
work-sharing measures.



II. THE ROLE OF COMMUNITY ACTION

17?. If a work-sharing policy is to make a significant ‘
contribution to Community plans for lasting improvement in
the employment situation, it must take account of a number
of prior conditions.

From this standpoint, work-sharing policy must :

- be integrated with harmonization in the improvement of
living and working conditions and prevent the growth of
disparities between countries, sectors and occupations;

-~ ensure that the increased costs resulting from .this
reduction of working time are compatible overall with
the available margins resulting from productivity gains,
and that the division of these costs between the parties
concerned operates in such a way as to avoid an increase
in public expenditure overtime; on this last point, it
will be observed that an immediate increase in these costs
could be recovered subsequently by reducing the cost of
unemployment over a period of time or through greater
employability of the unemployed;

- ensure that its costs do not jeopardize the revival of
firms' profitability by introducing distortions of
competition within the Community and weakening the
competitivity of Community industry throughout the world;

- take account of possible revérsibility so as to allow
for possible later changes in the labour market situation;

- be achieved by constant, spontaneoﬁs dialogue, co-operation
and negotiation between all the parties concerned.

The Commission defined these conditions at the
meetings of the Standing Employment Committee and the
Tripartite Conference which dealt with this subject, and
they were approved by all the Governments and the Social
Partners as essential to continued Community action.



18. The Commission therefore regards as important and necessary
Community action to guide the pressure and trends towards reduction
in working time, which exist in all Member States, into goals which -
contribute to the convergence of economic policies. To this end,
it is desirable that such goals, while taking account of national
and sectoral characteristics, should be as homogeneous as posaidble
and mutually compatible.

19. It is general practice in all Community countries to leave

the provisions laying down duration of work to autonomous negotiation
between the two sides ¢f industry. Such & practice does not,

however, inhibit initiatives at Community level.

Further the Commission wishes to emphasize in this respect
that it considers it essential that direct contacts between the
Social Partners develop to a greater extent than in the past =t
Community level, and that it is prepared to do sll it can in this
direction. '

To the extent that negotiations take place between the Social
Partners at this level, the question is raised as to whether certain
responsibilities could not usefully be taken on at Commupity level.
This development should naturally respect the full autonomy of
the partners.

The Commission considers all the same that it is necessary
to consider the role of the Community instituticns and of the
Member States who cannot simply confine themselves to waiting,
but must each carry out fully their proper responsibilities in
this field, including at Community level.

20, With this in mind, the Commission wonders whether the role
of the Community institutions should not be to provide ar .. ‘tial
impetus to the steps to be taken on work-sharing. At the saue
time, could not a minimum number of rules on Community procedure
be defined firstly in order to encourage and assist both sides
of industry in setting up their dialogue and in implementing
their eventual agreements and, secondly to provide the appropriate
legal instruments setting out the positions that Community
institutions could adept as a result of their diamlogue with
the Social Partners?



21. To this end, the Commission would like to see the '
interested parties considering the following two possibilities :

-~ European outline agreements : these could stem either
© - from direct action by the partners or from the initiative

‘of the Community inatitutions requesfing them to develop
dislogue and direct megotiations in the appropriate areas.
In either case, the Community institutions could provide

" the necessary technical assistarice .and 8lso be prepared .
to take steps to help in reaching the necessary compromises,

' Whilst‘fespecting the autonomy of the partners;

- the adoption of outline directives : such directives would
be adopted by the Council on the proposal of the Commission
in accordance with the usual procedures. They would ‘
establish the position of the Community institutions
resulting from dialogue with the Social Partners :
further the directive would be limited to fixing the
common aim so as to ensure cohesiveness, and would leave
it to national rules or collective agreements to lay down
the detailed arrangements.

22. The Commission questions whether those forms of intervention, .
which are particularly aimed at ensuring that negotiastions
between the Social Partners at Community level run smoothly,
and which correspond to the (virtually gemeral) practice in
the Member States, ¢could not permit the gradual setting-up of
a European system of industrial relations which is desirable .
in the context of a greater convergence in economic performance.

23. During the meeting of the Standing Committee on Employment
last March, as well as in the various contacts at different
levels between Community institutions and the Social Partners,
all the parties present accepted the thesisof the Commission
following which, whatever the means adopted, "it is necessary
to ensure the fair distribution among thes parties concerned
of the costs resulting from the implementaticn of work-sharing
measures".



2L, Without wishing to adept a position today on the whole
of the problem, the Commission considers nevertheless that
with the prospect of slow growth now facing the Community,
the need to restore profitability of firms and to maintain
world-wide competitivity of the Community industry, an
effective work-sharing policy requires the allocation of
part of the product of growth to the reduction of hours worked
rather than to wage increases. Workers will be more disposed
to accept such a policy if it is situated in a context of
social progress and the democratisation of working life.

Community action to be taken

25. There is certainly a wide range of possible actions
that can be taken on work-sharing. As a result of discussions
between the various Community authorities, in particular
of the European Council meeting on 12 and 13 March 1978,
and on the basis of its contacts with the Social Partners,
the Commission considers that Community intervention would be
justified in the following areas :

~ annual volume of work

~ overtime

~ shift work

- flexible retirement and early retirement
~ right to training

- part-time work

- temporary work

26. Actions in any of these fields must take into account
impact on employment, intrinsic merit from the point of view of
working conditions and relative cost. Particularly as regards
their impact on employment, reference should be made to the
observations above concerning the difficulty of establishing
a . universal hierarchy. Further qualitative effects apart, there
are considerable differences in the ways in which each measure
can affect employment. Regarding this single, partial aspect of
direct effects on employment, there is a graded tramsition through
the different types of measures :

- early retirement by removing people from the latour market liberates
posts that can -~ at any rete in part ~ be filled by other people;

- other measures desigmed to reduce the working hours of individusls
“ith probable immediate effect on recruitment {limitation of
overtime, changes in shift-work):

= finally for otherse; the effect on employmeni is subject to further

decisions being taken by firme {reductiom in annusl volume of work
through changes in annuzl leavz or daily duratiom of work).

o/
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. Measures on part~time work and temporary work are
different. Designed to increase labour flexibility by amendirg
legal protection conditions, they apparently have a beneficial:
effect in terms of employment, while involving the risk of
discrimination and social regression. Discussion of them
"gupposes a trade~off between these two elements.

27. Training measures require separate treatment. First,
- those measures presented in this Communication are there for.
a specific purpose. In the Commission's opinion vocational
training and continuous education should be treated as priority
activities so that men and women should have better control of
their destinies in the period of rapid and difficult changes
now being felt in the Community. But the development of these
activities can also considerably affect the balance of employment.
This is why the Commission considers it advisable, without losing
sight of the main aim, to include them in its work-sharing -
actions.

Nor should it be forgotten that all the work-sharing
measures envisaged involve re-adjustment by firms and by labour :
they involve a strengthening of the general %training efforts
which should be kept in mind. Moreover, it is necessary
to re~-inforce other labour market policies in order to meet
the qualitative mis-match between the supply and demand for
labour which exists in geographical terms, in training and in
working conditions. (*)

28. The measures should not be considered independently.
Some of them affect or complement each other; others are
inter-linked. These close links can be illustrated by two
examples. The employment effect of a reduction in annual
working time is liable to be greatly weakened if there is not
at the same time a limitation on overtime worked. Furthermore,
the transition from work to retirement can take place gradually
by progressive reduction in hours worked by older employees,
a combination which is relevant both to retirement age and
part-time work. Even if possible Community actions are presented.
separately, such interrelations should not be overlooked.

/-

(*) . See Communication from the Commission to the
Standing Committee on Employment on mismatch
in the labour market.



29.

mﬂ“m

The development of national measures in different areas

requires a Community framework in order to preserve cocherence,
both from the point of view of overall economic developments
and competitivity, and from the point of view of avoiding
overloading. The objective of such a framework would be to fix
the basic orientations on which the negotiations should take

place

at national level in such a way as to ensure a balance

between the different measures taken at national level. The
Community framework could be established either by direct
negotiations between Social Partners or by joint conclusions
from Tripartite meetings.

30.

In this light, the Commission asks the following

questions about initiatives of a framework sort which could
be envisaged at Community level.:

The ANNUAL DURATION OF WORK - could it be the subject
of outline agreements between the Social Partners ?

Restrictions on SYSTEMATIC OVERTIME - could it be
the subject of a directive proposed by the Commission ?

Regarding the other questions, the Commission considers

that the following initiatives are useful :

31,

SHIFT-WORK will be dealt with by the Commission within
its proposal to the Council on steel policy. This will
be drafted in close cooperation with the Member States.

FLEXIBLE RETIREMENT will be the subject of a
Communication from the Commission to the various

Community bodies concerned. N

The DEVELOPMENT OF TRAINING AND ALTERNANCE TRAINING
will be the subject of a Commission proposal in a form
to be determined at a later date.

The EXTENSION OF VOLUNTARY PART-TIME WORK and the problem
of TEMPORARY WORK should be discussed at Community level
on the basis of studies and suggestions to be presented
by the Commission.

The Commission is not at this stage submitting detailed

proposals on each of these measures to the Council, but is
presenting, in an Annex to this Communication, its first thoughts
on each measure.
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IXI. THE ECONOMIC EFFECTS OF MEASURES TO REDUCE HOURS OF WORK

32. The actual number of hours worked on average by each worker
is now regularly falling im all the Member States by about 0.5 %
to 1 ¥ a year, although the trend started earlier in scme States
than in others, and the practical arrangements vary.-

In the past; the reduction in hours of work was a steady
and gradual process carried out against s background of healthy
growth, large productivity gains and a fairly tight labour supply-
It was part of the general improvement in working conditions,
and usually reflected the wage~earners' choice between free time
and the increased real wagesz made possible by productivity
gains.

33. Employment policy measures to reduce hours of work in
present circumstances would be of an entirely different nature
both in type and in scope (the ESC suggests a 10 % reduction

over the next four years). Instead of resulting from economic
development, the reduction in hours of work would be a deliberate
step towards improving employment. It is therefore difficult,

and perhaps irrelevant, to refer to past experience in assessing
the probable effects of such a new policy for sharing out
available hours of work.

34, It is not an easy task to analyse these multiple, complex
and often contradictory effects, and they have not yet been
studied very fully. The analysis must be based on definitions
of the specific ways of reducing hours of work, and of the
time-horizon considered. Moreover, the general effects of
shorter working hours on the trend of employment depend on

the economic situation, on the imstitutional.and organizational
flexibility of firms and branches, on the regional sectoral

and vocational distribution of workers and on their mobility,
on the solidarity of the two sides of industry and so on.
Although it is impossible to predict exactly the effects of

a given measure to reduce hours of work, it is nevertheless
possible to describe the general conditions required for the
results of the measure to be as favourable as possible.
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35. First of all, all other things being equal, such
measures result in lower production, since the capacity
utilization rate drops, and in higher depreciation charges.
This effect on production, however, is not proportional;
for labour productivity increases. Some empirical studies
show that a 1 % reduction in hours of work is largely
offset by improved hourly productivity of labour. With an
unchanged production level, therefore only half the labour
time given up by the employ=d population can be passed on
to newly-recruited workers. The relation is probably not
linear, and does not apply in all cases. Moreover, the
effect will vary from branch to branch and from firm

to firm.

36. This is the principal reason why numerical calculations
redistributing the number of houre of labour reguired for

a specific production among a large number of workers {i.e.
allowing fewer hours of work per perscn) cannot be valid.
The volume of labour is not = fixed quantity that can be
ddivided into as many parts as we choocse.

37. The number of new jobs made available by a given
reduction in hours of work cannot be calculated mccording
to some general rule. It will usueslly have to be assessed
separately for ecach branch, or even for each firm. However,
a set of basic factors can be identified.

38. A reduction in actual hours worked can lead to the
creation of new Jobs only if the necessary staff to fill

the new jobs is available. Otherwise the reduction will lead
to a loss of production, often in important branches of jobs.
The need for overtime is partly explained by the existence

of pockets of labour shortage in a general situation of under-
employment. The remedy is increased labour mobility, supported
by active employment policy measures (aids to mobility and
training).
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39. In some cases, shorter hours of work may be welcomed’
simply because the reduction will speed up a delibverate process
of cutting down on the labour force. This is true in some
industrial branches suffering from chronic over-capacity, and
in some service activities affected, for example, by the
development of data-processing (banks, insurance companies).
What is more, such & reduction may well be an inceantive to
invest in improving productivity and thus, in the short term,
to saving on labour rather than creating new jobs. Howewver, it
may also help to prevent redundancy in deciining industries.

40, The constraints to which firms are subject to a varying
extent should alsoc be borne in mind. Some arrangements for
reducing hours of work, particularly if they are applied to small
firms of work—-shops, may well lead to an increase in undeclared
work, which is already a considerable problem in some areas.

In general, it is difficult %to sherten the working week in small
firms. It is easier in firms that are not very specialiged,

and that have sufficiently wide profit margins.

L9, However, a reduction in working hours can result in a
proportional increase in staff, allowing for productivity gains,
in branches where the production process is continuous. Such a
reduction enables available equipment tc be used more rationally,
for example, the effectiveness of the reduction will depend to

a large extent on how the hours lost are made up. Any extension
of shift-work may be difficult because it comes up against
resistance in the name of working conditiomns.

k2. Whether or not the reduction in hours of work is a
successful employment policy instrument will depend ¢to a large
extent on how the shortfall in wages is made wup.

If it is made up by the firm or the State, the amount
by which the compensation exceeds productivity gains will fuel
inflation, and, as recent Dutch studies have shown, may even
damage production and employment. The consequence for firms
is increased unit costs of production; esn increase in costs
associated with re-organization and an increase in financial
burdens due to the requirement for extrs investment if the
lost production is made up or if new jobs must be created
may be added to the increase in the wage bill.
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Lz, If the wages lost by workers becauvse of a reduction

in hours are made up at least partislly by the authorities,
or if the State is required tc bear increased social costs
because of certain measures to reduce hours of worlk (e.g.

the extension of the base for social security contributionms),
the result may be new asnd considerably increased national
budgetary expenditure on transfer payments.

This may be inconsistent with the aim of restricting
the size of the budget relative to GNP; it may require
changes in the structure of public expenditure, particul=arly
expenditure on transfer payments, at the expense of other
social protection measures. It should be horne in mind,
however, that savings could be made on unemployment beneflts
and sickness benefits.

Ly, The effects of measures Lo reduce hours of work may be
favourable when the wuges loet are made up only in proporticn
to productivity gsins, or, in other words, whzn the real

per capita wage increase is lower than it would have besn

if availasble hours of work had not been sprezd out more thinly.

45, The margin for manoeuvre is very vnarrow; it wounld bs
unrealistic %o refuse 211 compensations for lost wages, but
wage~bills must not be incresged. Here again, the exact
distribution can be decided only within a particular branch
or firm. It cannot be imposmed s& & precise guantitative size,
or by the application of some general formulas for sharing out
the burden. However, for social reasons and in particular out
of solidarity, it should be agreed at lesest that compensation
for wages lost must be inversely related %o the level of
remuneration.

Lg. Measures to redistribute available hours of work will

not solve everything; at best, they are ouly a contribution

to the effort to solve long and short-term employment problems.
The dangers and the unwelcome secondary effects of excessiv-'x
energetic measures should be borne permanently in mind.
However, the effects of employment will be magnified to the
extent that
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- hours of work are reduced as part of & Community
growth and employment strategy;

- the reductions allow for the requirements of closer
convergence between the economic developments in the
various Member States;, i.e. do not affect any
country's competitive capacity;

- wage losses are offset only partially, and the reduction
in hours is considered as an integral part of ordinary
wage negotiations between the two sides of industry;

- the reductions are flexibly adapted to each branch,
professional group, age group, sex - and even to
each firm -, avoiding uniform solutions that would
increase the rigidity of the production process;

- the specific arrangements for the reductions are
consistent with social aims such as improving unpleasant
working conditions, protecting low incomes from the
burden of the measures, adapting time-tables and rythms
of work to the specific needs of the various job-seekers.

L7, The measures for redistributing work that have been
applied, and those that are being considered in the Member
States, should be studied at Community level, both because
they are important and because the Community must do its best
to ensure that the relative competitivity of the Member States
is not distorted, and that convergence is not endangered by

a variety of ill~coordinated messures. Considering all the
wide differences between the Member Countries, closer convergence
does not require that identical arrangements should be adopted
everywhere for redistributing work. It does, however, require
that the matter should be considered in common, so that
developments in the different countries will be as similar as
possible, eventually within a Community framework.

4LB8. The cost for firms and for society of any action to
redistribute work is obviously the basis for deciding on its
economic and social implications. However, other aspects, much
more difficult to express quantitativity, must also be taken
into account. For example, if working conditions are improved
and if job-seekers at a disadvantage find it easier to obtain
work because of a reduction in hours of work, such a reduction
can contribute to a healthier social consensus and to stronger
solidarity. These points are far from negligible in the
Community's present ecomomic difficulties.

Encl. : Annex I
' Annex II
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GUIDELINES FOR FUTURE WORK

In this paper will be found the guidelines within which
the Commission intends to develop its work on the themes defined
in 6 30, so as to decide on the appropriate initiatives to be
taken at Community level.

Annunl duration of work

The concept of the annual duration or annual volune of
work per worker is a decisive reference point in the Community
action for a concerted reduction in hours worked. Its development
can be affected by vorious specific actions (extension of paid
lrave or reduction of actual hours worked a day), to which laws
or apreements refer with greater freguency. From the standpoint
of worksharing, and also from that of the charges involved, it is
important to adopt the annual duration of work as a reference point.
Down the yecars the basic pattern has been a gradual reduction in
the actual annual duration of work (which currently ranges from
1,500 to 2,000 hours,depending on the country). The disparity
between actual duration and agreed duration is explained by
overtime.

The reduction in the annual duration of work - 10% in the next
four years - is the principal request of the European Trade Union
Confrieration. It is at the root of a number of actions carried

out in this direction at sectoral or inter-occupational levels
- in respect of weekly working hours or paid leave, or a combination
ol Lhe two.

i pmme oy

Such measurcs should be aimed at improving working conditions, while :

voeventing dismissals or encouraging recruitment. At the same time,

towsver, they must have an equal impact in the Community countries and

provent current trends from raising the cost to an intolerable level,
resndting in harmful disparities.



-2 =

The Commission finds that the problem is now posed at Commu~
nity Jevel and that the Community is from this viewpojint engaged
in & process which, in the next few years, will result in measures
in the various fields relative to the annual volume of work. It
therefore considers that it would be advisable for Gommunity action
to develop in this field, through the medium of outline agreements
at Community level between social partnerse.

Restrictions on repular overtime

The use of overtime fulfills the need for flexibility in
undertakings which must be able to respond rapidly to variations in
demsnd. The Commission, however, feels that it is important to
resitrict regular recourse to overtime.

The Commissinn also considers that a restriction of this
nature is a prerequisite for any other measure aimed at reducing the
durotion of work. 1In addition to a variation in production, productivity
‘or the number of workers, recourse to overtime is one method by which
an undertaking can react to any reduction in the duration of work,
fixed either by law or by collective agreement.

Thus, a restriction on this course of action itself constitutes
a part of the measures on worksharing and should have a complementary
effect. It should make it possible to prevent the potential effects
on employment of a concerted reduction in the annual duration of
vork being reduced to nothing through the use of overtime. A reduction
of this type is also likely to reduce the hours actually worked
by each person, which can result in the need to recruit additional
labour. )

. It has been noted that even during the recession, a number of.

undertakings, both public and private, had considerable recourse

to overtime. This is partly explained by the fact that overtime

25 attractive to an undertaking: on the one hand, social charges
increase proportionately less than the basic wages; on the other
Land, despite the payment of overtime premiums, the cost of the
dntter is lower than the costgfrecruitment, training and possibly
tiiec reorganisation of work following the recruitment of additional
inhour. : 4

o/



For their part, the workers are encouraged to accept this
by the financial benefits that they receive for overtime. The
importance of overtime to certain cafegories of low-wage earners
in some countries is, moreover, a problem that must be kept
in mind when defining future action.

The proportion of overtime worked in the total
volume of hours represents an average of 3-5% in Member
Countrics. According to estimates based on the Community Labour
Force Survey , about a quarter of the labour force could
have worked overtime in 1977; this would be about half the number
compnred with 1973, but it appears to be on the increase with the
start of the current revival (see attached Table).

These general data do not show the high concentration of
overtime worked in certain sectors (which varies from country to
country), and occupational categories. For persons who
worked overtime the proportion of overtime in the totzal
volume of hours worked frequently exceeds 10%, often reaching
15 ar 20%.

) On this basis, and taking account of
the conclusions of the Furopean Council meeting held on 12 and 13
Frrch 1679, Community action could take the form of a Community
instirument aimed at restricting the use of overtime, in accordance
wiith the rollowing principles:

- the practice of overtime would be maintained, but it would be
limited;

- a maximum number of hours of overtime would be authorised per
head and per year, depending on the hours of work; the number
of authorised hours of overtime should be prOportlonately less,
the longer the regular hours worked;

- overtime worked in excess of the authorised maximum would be
compensated in the form of leave which would have to be taken
within a specified time;

- the measures of limitation should be aimed at all sectors and
nctivites, although exceptions should be made for specific cases;

- tnhe Comnunity directive should refer to national legislation
o collentive agreements which would put into vractise the
rrincipla’adopted at Community level in differeni ways.



Attention should also be drawn to the problem which has already
been mentioned of the relationship between overtime and the ceiling
for social security contributions. The advisability oﬁsremedying
the resulting alstortlons merits examination.

Shiflftwork

A considerable number of workers appears to be employed
on shiftwork. According to the labour force sample survey carried
out in 1975, the percentage of employees doing shiftwork varies
between 15 and 20 of the total employees in the Member States.
he numbver of Community workers affected by shiftwork is estimated

at 20 million. The percentage of workers on shiftwork is particularly -

high in sectors such as mining,iron and steel, textiles and paper.

Furthermore, shiftwork has gradually increased in recent

years, particularly in the tertiary sector; In most Member States

public sector workers make up between kO and 50% of the total
number of shiftworkers; for women this proportion rises to between
G0 and &0%. In the transport and communications sector, the pro-

poriion of shiftwork has always been relatively high; principally becausetﬁg'

growth of the new data processing technology, shiftwork has also
spread to other fields in the tertiary sector.

The Commission wishes to stress the rather paradoxical situa~-
tion in which it is placed by proposing to increase the number of
shifts by reducing the length of each shift.

On the one hand, the increase in the number of shifts would
mazke it possible to create a certain number of jobs and would
therefore involve a greater number of workers. On the other hand,
shiftwork, in all its aspects, is not necessarily compatible with
the improvement of working conditions. Thus it is only by reducing
the hours worked per shift, thereby increasing the number of
shifts, that it is possible to reconcile employment requirements
and the improvement of living and working conditions. This step
is of particular importance as recourse to shlftwork seems likely
to develop in the future.



The Commission considers it difficult to approach the
problem at the industrial inter-occupational levels, as the charac-
teris=tics of shiftwork vary from sector to sector according to
the branch of industry (2 shifts, 3 shifts, 4 1/2 shifts, semi-
continuous work).

As a first step, the Commission proposes to introduce an
additional shift in the iron and steel industry, in firms where
work organisation persists. This will be done under its programme
on "Social Aspects in the Iron and Steel Industry".

Flexible retirement and early retirement

The retirement age problem has hitherto been considered
at Community level more in terms of the immediate reguirements
of worksharing (by introducing early retirement) than in terms
of more pormanent solutions to the needs of persons nearing
retircment age. Positive results from this measure have been
obtrined mainly in Belgium and very recently in Denmark. Thus
current policy tends to favour a widespread but temporary lowering
of reotirement age, particularly in certain crisis sectors.

Early and voluntary retirement of older workers affects
employment more directly than other worksharing measures. The
doparture of older workers starts a process of job rotation which
improves the prospects of younger workers at the same time
as offering "freed" jobs to the unemployed.

Without going into detail on the problems of early retire-
ment ond while acknowledging that this measure is inevitable
in snecific crisis situationsin order to facilitate restructuring,
the Commission draws attention to the need to keep the voluntary
aspect of all measures concerning access to retirement. Compulsory
and sudden retirement often poses social and medical problems,
particularly if it has not been sufficiently prepared.



The Commission considers it necessary to examine alternatives
to the current retirement policy. An alternative policy should
aim to modify pension systems by introducing two possibilities which
would enable individuals either to choose their age of retirement
within given limits or to work fewer hours in the last years of
their working lives,

Such a policy would contribute to a better distributiaon
of work through part-time work in the last years of employment
and early voluntary retirement, without constrants and without
exceptions. TFurthermore, preference should be given to flexible
rules which enable employment in the long-term to adapt to the
evolution of society.

Some first steps have been taken in this direction.
Flexible retirement age is more current in German legislation, while
the possibility of early retirement without loss of rights is pro-
vided for in other legislation in specific conditions. The principle
of a pgradual transition from full-time employment to none has-
recently been adopted with success in Swedish legislation and in
certain sectoral collective agreements in Germany (breweries, tobacco
industry).

There are a number of problems (legal, financial, technical)
involved with the implementation of these guidelines, at the level
of national legislation.

The Commission proposes to submit its studies and suggestions
on 11 these problems for discussion at Community level.

Development of training

The question of access to training for young persons and
adults has a special place in the general measures advocated by
the Commission. The development of continuous education must
orimarily neet the needs of personal fulfillment.
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In this context, measurcs designed to meet the training
noeds of workers cen also help curb the rise in the supply of
labour. The economic situation in the next four years will be
Tavourable to such measures, under certains conditions, in two
separate fields: development of training leave, and promotion
of active transition between school and working life.

Thunrc is a clear connection between the recent European
Council's request on tne development of alternance training and
tnis subject. Indeed, the prime task is to improve the training-
employment relationship and the preparation of young persons
for working life; however, it could also help reduce the time
devoted to work by the categories of young persons in question,
inasmuch as it would mean that some of them would go from full-
time work to a suitable combination of training and work. The
development of theoretical training would need to be combined with
practical training based on work experience, thus meeting the
needs of both young persons and industry.

The form and nature of the action to be taken at Community
level must be considered in detail, in the light of recent
national experiences.

In the Commission's opinion, at Community level an initiative
on alternance training could be based on ‘the following principles:
- establishment of training programmes meeting the needs of
young persons for skills and firms' need of greater adaptability
to the production process;

- establishment of concerted action procedures in respect of
programmes, access to training, establishment of incentives to
encourage forms of alternance, both for the young and for
employers; ’

- recognition of alternance as a viable alternative to full
time training.

As far as concerns the larger question of extending training
Leave for adults, foreseeable labour market developments (including
increased female participation) will, over the next few years, bring
into play a redistribution of work between those already in employment,
and those seeking employment; this will have consequences for the
development of non-professional activities. Alongside the flexible
retirement and increased leisure arrangements resulting from the reduction
in working time, the extension of education and training opportunities
for adults is a major element in an overall strategy to increase the
range of alternatives to paid employment

Permanent education and adult training can save both economic
and social ends, responding as much to the future qualification needs
of the economy as to individual aspirations and the collective needs
of a democratic society.

cxmaI———
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Thus the Community should take into account, in planning its
long-term strategy, the development of adult training lLeave, with
particular emphasis on the following points :

- the principle of more flexibly based alternance between work and
permanent education should be recognised for adults;

- a special effort is required for adults who have left school without
acquiring a full range of basic skills and who as a result have only
limited scope to participate effectively in permanent education
programmes.

Extension of voluntary, part-time work

In the usual sense, part-time work is a regular and-

voluntary activity (in relation to part-time unemployment)
paid according to a lower number of hours over a shorter
working day than normal. Some Member States have set a ceiling

to the number of hours worked, which varies according to the requirements of
socinl legislation. Part-time work must not be confused with other
types of reduced working hours such as temporary work, flexible
hours and, in particular, partial unemployment due to economic
difficulties.

The Economic and Social Committee produced a detailed Opinion on
this problem (1). The Commission agrees with certain important
elements of the Opinion.

This form of work organization is a reality and an important
Tactor in the labour market; the workers concerned must no longer
be regarded as belonging to a subordinate and marginal category;
they must be granted proportionately the same rights as full-time
workers. |

Part-time employment constitutes approximately 10% of the
total working population. The female part-time work force represents
25% (between 40% in Dcamark and the United Kingdom and 10% in Ireland).
Account should also be taken of the fact that the demand for part-
time labour greatly exceed supply.

Nevertheless, attention should be paid to the fact that
although this form of worksharing provides greater flexibility
for firms and for certain categories of worker in the organisation
of work, it can also give rise to discrimination, for example
against women, in terms of wages and qualifications, and can
contribute to a speeding-up of production rates which are already
very high. The relative backwardness of social protection for
part-time workers in relation to that for full-time workers must
be remedied. In addition, part-time workers run the risk of
being relegated to inferior jobs or losing all chances of a
career,

o/

(1) ESC Opinion of 1st June 1978,
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At the same time, a Community approach to the extension of
voluntary part-time work should be developed.
of the Commission, this should be based on the following principles:

In the opinion

part-time work should be voluntary; great care should be taken
to avoid restricting or changing women's activites into part-

time activities;

part-time workers should have proportionally the same social rights

and obligations as full-time workers;

part-time work must fulfill the requirements of several labour

market groups and must not be limited to jobs
wages or inferior social positions;

with less favourable

incentives should be applicable to all the forms of non-discrimi-
natory part-time work, without being limited to half-time work

alone. Other forms of daily, weekly, monthly
worle should be developed to meet the needs of
vworkers. The gradual transition from working
retirement could be particularly advantageous
this form of part-time work should be studied
new flexible retirement schemes;

and even yearly
certain groups of
life to full

for older workers;
in the context of

the public sector could provide impetus in this field; the
desirability of developing part-time work there deserves study.

The Problem of Temporary Work

could be weakened if additional labour requirements are satisfied by tempo-
rary workers rather than new recruits.

Getting control of certain specific details of employment
contracts (temporary work, fixed duration contract, etc.) is in
itself an important aspect of policy for the improvement of working
conditions. It also has close links with worksharing measures. The
use made of temporary work by certain firms often appears to be a
way ol avoiding the requirements laid down by law or by collective
barcaining governing the protection of employment. In this respect
measures aimed at reducing working hours and redistributing work

This is why action in respect

of temporary work is an essential accompaniment to the overall
strategy.
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While it is acknowledged that these problems are not confined only
to temporary work but include other vulnerable forms of employment such
as fixed duration and seasonal contracts, the Commission feels that briority
should be given to the "question of social protection for persons recruited
through temporary employment agencies and the prevention of infringements

that result from inadequate control of such agencies.

Temporary employment agencies have experienced increasing aetivity

since 1960, a growth that was not impeded by the deterioration of the labour
market., According to the only professional sources available in this field,

the agencies employed 300 000 persons. Their activity is highly concentrated

in certain tertiary and industrial occupations and often tends to skim the top
of the labour market. There is a marked trend towards the internationalization
of such agencies through the development of multinational agencies and of their
hiring-out activities beyond the frontiers of their countries of establish-

ment.

-Faced with this development, the majority of Member States either adopted:
laws, regulations or administrative provisions restricting or prohibiting the |
activities of temporary employment agencies. These measures in fact comprise
two types of action : the control of firms® activities and the social pro~

tection of temporary employees.

Community action to support these efforts would be justified. In the
opinion of the Commission it should be based-on the following principles :
- it does not seem advisable simply to prohibit the activities of these

agencies which play a part in the necessary flexibility of the Llabour
market;

- on the other hand, the public employment agencies or services should be placed
on the same footiny as specialized private agencies in regard to the placing
of temporary workers; :

-~ the activities of temporary employment agencies should be controlled;

= control should take the form of prior authorization, which should proba-
bly be Limited to certain sectors, e.g., ''services';

LastLy{ the activities of these agencies should, by procedures to be
determined, be more closely linked with public employment services, in

particular as regards the social securit i
y benefits to be granted to
employed by such agencies. . ° workers
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ANNEX TII

WORK-SHARING

MEASURES AND TRENDS

IN TEE MEMBER STATES
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BELGIUM

The working week

The law of 20 July 1978 fixed the standard working week 2t 40 hours,
a progressive reduction in working time having zlready been achieved
following the national collective agreement of 6 April 1973. The 1978
legislation also provided for reduction of the working week to less than
40 hours, by royal decree, in enterprises or branches of activity,
characterised by unhealthy, dangerous or heavy work. Collective agree-~
ments have already reduced by standafd working week to less than

40 hours in the o0il and steel indusiries and in much of the services
sector and 10-15 % of the workforce in the private sector enjoy a less

than 40~hour week.

Qvertime

) . i /private . L )
Virtually all employees in the’sector are subject to restrictions imposed i
under the law of 16 March 1971. In general, overtime must be either noti-
fied to, or authorised by the labour inspectorate and even in these cases,
there may be an absolute limit to the amount of overtime which may be -
authorised, for example, 2 hours per day, 10 hours per week, 130 hours per ' :
year in the case of overtime to cope with extraordinary increases in work- :
loads. In other cases, for example, work with perishable materials; compen-—
satory rests are imposed. Further limitations may be imposed under collective
agreements or by royal decree in the case of certain arduous work. The royal
decree of 6 January 1977, making binding a collective agreement concluded
in the National Labour Council on 29 November 1976, required certain overtime,
to be notified to the Ministry of Employment and Labour, with the reasons

for the overtime and the arrangements prcposed.

Annual holidavs

Certain changes in the national agreement concluded in the National Labour
Council (10 April 1¢75 as subsequently modified), establishing the regime
governing annual holidays, favour the extension of annual holidays, for
example, by the extension of double pay to part of the fourth week of annual
holidays. Many sectoral agreements have provided for additional day's leave
related to seniority and several have provided for reduced standard weekly
‘working hours in the form of extra annual leave. In the public service, the
collective agreement of 1977 introduced additional annual leave of 1-5 days

for civil servants of over 60 years of age.



Age of retirement

" .The age of retirement is normally 65 for men, 60 for women. The law of

30 March 1976 on economic recovery authorised the payment of an indemnity
(including an element equivalent to unemployment benefit, and financed from-
the unemployment fund), and a supplement (equal to half the difference
between net remuneration and unemployment benefit, and financed from social
security funds) to mén retiring from 60 and women retiring from 55 years of
age, on condition of their replacement by young unemployed persons of under
30. By the end of January 1979, it was estimated that 22,657 young persons
had found employment under these arrangements.

The law of 22 December 1977 on the 1977-~78 budget established a system of
early'retirement pensions for elderly unemployed persons. Full pension éntitle-
ment is granted after 1 year of unemployment for men over 60 and women over

- 55. By the end of January 1979, 13,756 persons had applied for Benefit_
" under the scheme. These arrangements extend to temporary or gstablished

¢ivil servants by virtue of a recent royal decree.

Short-time work

The law on employment contracts allows for the possibility of putting manual
workers on temporary work. This provision has been used to introduce work-
sharing in certain enterprises, as an alternative tO'redﬁndancies, but trade

unions are opposed to further generalisation of the practice.

The royal decree of 31 August 1978 introduced a temporary.provision allowing
half-days on which an employee did not work to be comﬁined and to count as .
full days for the purposes of unemployment benefit. The provision applies
only to workers affected by the restructuring or closure of undertakings and

who accept part—time work to avoid unemployment.

Temporary work

The law of 28 June 1976 established a provisional framework of rules gover—
ning the status of temporary workers, set up an appropriate body for the
negotiation of ccllective agreements on working conditions and reinforced
the role of the Ministry of Employment and Labour in controlling the acti-

vities of private agences. These arrangements are accompanied by limitations '
on retired persons taking up work, which have been extended to persons retiring.
from tne public service %from 1976) and further reduced (from 1977).



Interruption of careers

Certain enterprises in the services sector allow the possibility of
interruption of careers by young mothers for up to two years.

A royal decree of 26 May 1975 established this right for civil servants.

DENMARK

Working hours are usually determined in collective agreemenis and the
principles both of a 40 hour week and a 4-week annual holiday are well-
established. Legislation, such as the law of 1 July 1977 on the working
enﬁironment, has only a limited bearing on the arrangements for working
time, the main legal constraint on adult workers being the guzranteed rest

period of 11 hours within any periecd of 24 hours.

In November 1977 the Ministry of Labour appointed a committee consisting
of representatives of the public sector, the trade unions (including civil
servants and graduates organizations) and the employers (including the
agricultural sector and the municipalities) with directions to propose

a scheme "aimed at sharing the existing volume of work more effectively

. so as to give more people jobs and thus improve the age structure of the

labour force".

Ape of retirement

Given the likely work-sharing implications of early retirement in a country
where the normal pensionable age (70) is the highest in the Community,
it is natural that the Committee's terms of reference should have given

& first priority to consideration of early retirement.

In Autumn 1978, on the basis of this Committee's report, Parliament

passed the Early Retirement Law which came into force on 1 January 1979.

As from 1 January 1979 anyone who :°
(2) is 60 years old S

(b) has contributed to an unemployment fund recognized
by the State for five years during the past ten years,
and '

(c) has received unemployment benefit,

May stop working and retire early.
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For the first two and a half years the early retirement pensibn is.
equivalent to the full unemployment benefit, the following two years

80 % and subsequently 60 % up to the normal pension age. As in the

case of unemployment bvenefits, the scheme is financed by the employer's

and employee's contributions.

In January 1979 around 79,000 persons in the 60-66 age group satiesfied
the conditions for early retirement and it was expected that around
15,000 - 17,000 would take advantage of the new scheme during the

first year. However, one month after the law came into force 30,000

people had already applied for early retirsment.

FEDERAL GERMAN REPUBLIC

The working week

There has been continuing progress in reducing working time through -
sectoral collective agreements and, while the law (of 1938) still provides
for a standard working day of 8 hours and a working week of 6 days.

92 % of employees enjoy a standard working week of 40 hours or less.-

Qvertime

While overtime is limited by law to not moré than 2 hours a day, within

a 10-hour day, over a maximum of 30 days a.year, there is in fact consi-
derable scope for overtime, given the difference between the statutory
working week of 48 hours and the standard working week of 40 hours
established by collective agreements. Overtime (not necessarily paid), fof
employees of the Federal Government is limited to 5 hours per month and

compensatory rests given in certain cases.

Armmual holidays

Annual holidays average 30.7 days reckoning 6 days to the week and only
10 % of workers have now less than 4 weeks' paid annual holiday. Recent

collective agreéeements in the steel and metallurgicai industries may be
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significant zs models for the future, with a combination of limited
pay increase and additional holidays (effectively 6 weeks for all
employces in steel production by 1982 and in metallurgy by 1983)
conceded in response to the original demand for a 35-hour week.

These agreements also provide for additional paid free shifis

(4 in 1979 and a further 2 in 1980) for all continuous shift-workers
(60% of the labour forcz in these industries), with special provi-
sions for older workers. Such agreements, while primarily intended to
achieve a continuing improvement in working conditions, consistent
‘with the requirements of productivity, will, it is hoped, have some

work-sharing effect, at least in the sense of aveiding redundancies.

Are of retirement

Legislation has been passcd reducing the age of retirement for
severely handicapped workers from 62 to 61 as from 1 January 1979
and from 61 to 60 from 1 January 1980. Special regulations have been

applied to mining since the beginning of 1979.

Interruption of careers

Civil servants and judges, male or female, can have their working
time reduced to 50 %, over a maximum period of 12 years, providing the
medical service can certify a need for absence on grounds of family

responeibilities.

FRANCE

The working week

While the standard working week is normally of 40 hours under the
various collective agreements, the maximum legal working week is still
A8 hours (averaged over a 4-week period)

Under recent legislation, the absolute maximum hours which can be
iegally worked, before averaging over a period, have been reduced from

52 to 50. Hours of "equivalence" (for the purpose of assimilating hours
of actual physical presence in certain jobs to hours of work) have been

reduced by one hour under a decree of 12 December 1978.



Overtime

Despite certain legal restrictions—~ mandatory consultation with workers'
representatives, minima hourly premiums,; mandatory requirement of
authorisation by the labour ihspectorate in many cases - the working
of overtime was widespread, with an estimated average working week of
41,5 hours for manual workers (January 1978) and 40 % estimated to be
working an average of more than 42 hours a week. The law of 16 July 1976
. imposed a further disincentive by providing an entitlement to paid
» compensatory rests %or workers working more than a 44-hour week in all
firms employing more than 10 wage earners. The entitlment, which is
equivalent to 20 % of overtime worked was extended to workers working
more than a 43~hour week from 1 July 1977, to workers working more than
a 42~hour week from 1 July 1978. Penalties for breach of compensatory :

rest provisions have recently been doubled.

‘Shiftwork

A decree of 3 June 1977 imposed an interruption of at ieast 24 hours
ih enterprises or parts of enterprises within most industrial sectors,
starting operations after 1 July 1977 and using continuous shift
systems. Exemptions can be granted by the departmental director of
labour for various reasons, including those of technical necessity.
Working two successive shifte is generally prohibited under the 1977

decree.

BEarly retirement

There is no legal compulsory age of retirement, though 65 is normal -

for men. The normal expectation, subject .to sﬁfficient insurance contri-

butions is to have a pension equal to 50 % of the average earnings over.
-one's ten best years, plus a supplement of 20 % of salary. o

Retirement has, however, normally been possible after 60 on éroundS'
of unfitness for work. The'concept ef‘unfitness for work has.been ;

" redefined in legislation of 1971 to cover those whose capacity for

- work-has been reduced by 50 % and 94,800 persons retired early in -
consequence over the period 1972-1976. A law of 21 November 1973 made
gimilar prov151on for veterans and former prisoners of war of whom
187,000 benefited from the new arrangements during 1974-1977.
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Subsequent developments have extended the principle of early retire-

ment with full pension to

- (a) workers over 60 with 10 years' membership of an insurance scheme,
who would otherwise be redundant (national inter-—trade agreement
[

‘of 27 March 1972)

- (b) workers over 56 (over 54 if continuous shiftworkers), in the
‘steel industry, who would be made redundant, as a result of

restructuring (agreement with "Force Ouvridre™ of June 1977)

— (c) certain insured workers over 60, whoae work has involved a
stress
high degree off over previous 5-~15 years {e.g. continuous or
semi-continuous shiftwork, exposure to heat and bad weather)

or mothers of three children (law of 30 December 1975)

- (@) women over 60 (63 and over during a transitional period up
‘to the end of 1978}, having been insured for 37 years (including
2 years per child for mothers of families) (law of 12 July 1977)

- (e) extension of agreement of QTAMarch 1972 (see {a)) to all workers
retiring over 60 (national intertrade agreement of 13.6.1977,
valid until 31.3.1979).

The number of beneficiaries under these provisions as of May 1978

was 78,000 under the 1972 agreement, 62,600 under the 1977 agrecement
(22,900 following redundancy, 39,700 fellowing retirement). In general,
arrangements {a) - (e) for early retirement pemsion (at 70 % of salary,
are financed from unemployment insurance funds (UNEDIC),fwitﬁ the

State contributing.

Part—-time work

Certain provisions of the law of 2?_December 1973 on the improvement

of working conditions might be said to favour the extension of part-

time work, now rubgect to certain guarantees tc employeces (for example.

equlValent rights 49 seniority with full-time employees) and to

employers (refund of additional social security costs attributable to
he hiring of part-time rather than full~time workers).The law of

19 June 1970 opened up further opportunitles for part-time work in

the publlc serv1ce, a 3-year period being possible on part-time for



-8 -

mothers of young children, persons in poor health and persons
approaching retirement. An enquiry of March 1977 showed a total
of 8.2 % of the labour force in part-—time work, the great majority

(70 %) in the private sector.

Temporary work

Following the granting of a legal basis to temporary work under

the law of 3 January 1972, nofmally for periods not excgeding

three months, there has been a rapid growth in the numbers of

temporary workers (140,000 in 1976, 1.1 % of the workforce according

to a government statistical enquiry in April 1977). Under the 1972

lav, temporary work must be an exclusive activity, workers are

aemployees of an ad hoc body, the"Enterprises de Travail Temporaire®,

with its 2,300 agencies, rather than of the "client" enterprise and

ore normally recruited only to meet certain specific requirements,
uch as, for example, replacement for absentees and for persons

going on annual holiday and occasional .increases in workloads.

In January 1979, a new law strengthened control by the labour 1nspecto-

rate and introduced a premium for precariousness of employment.

Bducation and tralnlng

The law of 17 July 1978

- (a) provided a right to up to a years' training leave for employees,
having spent at least two years in thejr present employment and
not having any recently acquired qualifications, the number of

trainees simultaneously absent in any enterprise being limited
to 2 %;

-~ (v) defined the conditions under which workers may be entitled to
educational, as distinct from training leave and extended the
benefits to workers under 20, a decree of 21 March 1978 subse-
quently fixing the maximum number of employees per enterprise
having a right to take educational ieave during the year V
(for example, one for over. 25 employees up to 500, one for
every 50 between 500 and 1,000). .

y eEETR
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IRELAND

In Ireiand, there has been little if any positive action, which could

we regarded as contributing to work—sharing objectives. The

A0 hour siandard working week has been largely achieved with its extension
to agricultural worker under a recent Wages Council Order.

Average working time for manual workers remains exceptionally high

(2.051 hours in 1975 -~ EEC Labour Force Survey)alongside anr exceptionally
nigh uncmployment level {of over'lo0,000 or about 10 %). Certain specific
features of the Irish economy, however, impose constraints, for example,
the high.dependence on export trade and the need to maintain competiti-
veness with the United Xingdom, the exceptionally high dependency rate
and low activitiy rate and the co—existence of high unemployment with

significant shortages of skilled workers.

Wonetheless, the Government, in its recently published "Programme for
Hational Development 1978-1981", has publicly commiéfed itself to
reducing the numbers of unemployed by 25,000 per annum over the next
vears The programme accepis tnat, since econcmic growth, even at the
current relatively high rates, may not be sufficient {0 sustain the
required level of job creation, work-sharing measures must be seriously

considered as a second line of attack. .

ITALY

The working wnelk

The 4O0~hour working week is virtually universal, apart from such
marginal calegories as domestic staff and petrol pump attendants.
Werizing hours are on average the lowest in the Community, with an
annual average of 1,535 hours per annum estimated for 1977. Reduced
hours have been negotiated in those sectors requiring restructuring.
and{ﬁ 29-nour weck is at present effective in the metallurgical and

neehianical ongineering indusiries.,

Ovortine
BALRSLILN A

o

Legislintion from 1923 onwards subjects overtime in excess of 2 hours

b

per daoy or 12 hours per week to the requirements of (a) notification

to an auwthorication by the labour inspectorate (b) agreement by workers!
raprosentatives and (c) payment by employers of an amount equal to

15 7% of remuneration for hours of overtime to the fund which finances

unemployment benefit,
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A statistical enquiry (by ISTAT), however, indicated that about

23.5 % of the workforce worked overtime hours. Many collective
agreements have recently provided an undertaking to restrict over-—
time and to ensure that the derogations allowed by law are kept within
limits strictly necessary to deal with, for exemple, difficulties
affecting the technical side of production. For example, in the engi-
neering industry, overtime has been limited to 2 hours a day, 10 hours
a week and 280 hours a yeéar in craft undertakings and to 2 hours a day,
8 hours per week and 170 hours é year in enterprises with state parti-
cipation. A law of 22 July 1977 provided for a new system regulating
overtime in +the public service, overtime only to be called for excep-
tionally in the interest of the publié service, and not to exceed

140 hours per annum.

Annual holidays

The four-week annual holiday is very general and in many cases, addi-
tional days have recently been granted to compensate for public holi-
days lost following a recent rationalisation. Recent agreements provide
for up to 26 working days off, depending on seniority, for workers in
public transport, publishing, hotels and catering and in the commercial

sector.

Shiftwork
>
Collective agreements frequently provide for reduced working hours or

for compensatory rests. The current agreement for the paper industry,
for example provides for 7 days rest, increasing to 8 days in 1979

and 9 in 1980,’in additional to normal compensatory rests.

Temporary worlk

The law of 3 February 1978 extended the possibilities of introducing

short—-term employment contracts in commerce and ftourism.

Tducational leave

In the special circumstances of Italy, the emphasis is on the completion
of basic education. Virtually all agreements now provide for entitlement
to 150 hoursevery 3 years and there is a general objective of achieving

an entitlement of 250 hours for special courses leading to middle school

leaving certificate.
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LUXEMBOURG

The working wesk

The law of 24 December 1977 on economic growth and full employment
imposed a 40-hour standard working week for manual workers, in substi-
tution for the gradual reduction to 40 hours by 1980 provided in existing

legislation.

Overtime

This law also suspended the exemptions to the requirement of authoriza-
tion of overtime allowed under existing legislation in respect of
extraordinary increases in workloads arising out of particular circums-
tances. In these cases, the authorization of the Minister of Labour is
now required, with the owns of proof on the applicant enterprise to show
that requirements cannot be met by the taking on of new recruits.

&

Annual holidavs

Annual holidays were fixed at a minimum of 24 working days in 1978,
25 working days in 1979, with 5 working days reckoned to the week, for
all saleried workers, under a law of 26 July 1975, as applied by regu-

lation.

Are of retiremsnt

The law of 24 December 1977 on economic growth and full employment also
provided a general framework for compulsory early retirement schemes.
Such schemes, which require a specific regulation, are to be introduced
only where part of the labour force is redundant because of structural
difficulties or rationalisation. The period of years over which the
scheme can apply is related to thresholds of unemployment reached in

the enterprises affected and to future employment prospects.

So far, a scheme has been introduced only for the steel industry, under
a Grand Ducal regulation of 27 December 1977, for those fulfilling the
conditions for pension (in terms of insurance contributions) over the
vears 1978, 1979 and 1980. Indemnities under the scheme, financed from
uncmployment funds, are assessed at 85 % of gross earnings (calculated
over the last three months) for the first 12 months, at 80 % for the

next 12 months and 75 % for a third period of 12 months. By the end of
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1978, 1,100 steelworkers had taken advantage of these provisioné.

The 1977 legislation also restricts the access of retired workers
to the labour market, other than those whose monthly income is less
than the minimum unskilled wage. The Minister of Labour may authorize

exceptions.

NETHERLANDS

.The working week

In general, the 40-hour week has been adopted in almost all coliective
agreemeﬁts. Some sectors, such as banking and food-processing, have
“introduced a 38-hour week and in many agreements, there is provision
for reduced hours for workers over 60, for example, in the glass and

chemical industries, where earnings are maintained at 85 %.

Overtime

Overtime is restricted under the Labour Law of 1919 and beyond fairly
narrow limits (for example an 8% hour day for factory and shop workers)
requires authorisation or notification. Overtime working is also circums-
cribed-by the provisions of collective agreements, by the requirement,
normally binding under the 1919 law, of consulitation with the Works
Council, and by specific restrictions on the working time of women, young

persons or elderly workers.

 Shiftwork

The government has supported experiments on the introduction of a fifth
shift and the reduction of working hourse, with financial assistance from

a fund for the improvement of working conditions.

Armual leave

The basic leave entitlement is 21 days, with 23 days‘in some sectors.
There are many schemes in operation for extra time off for workers aged

60-64.



-13 -

Age of retiremenf

Collective agreements normally provide for retirement at 65. In 1977,
temporary schemes for voluntary early retirement of workers over 63

were introduced in education, in the building industry and in the
metallurgical and engineering industries. Pensioners receive 75-80 %

of their previous wages. In the case of the building industry, just over
half of those eligible tock advantage of the new arrangements and 46 %

of the workposts vacated (out of 67 % advertised) were in the event filled
by new recruits.

NETHERLANDS

The 1979 collective agreement for the printing industry provides for
early retirement at 63 or 64 with wage maintenance. The additional cosi
will be reimbursed from an industry-wide fund financed by employers and
employees.

UNITED KINGDOM &

Initiatives in the field of worksharing have been very limited, although,
in theory, there is considerable scope for them, given, for example, the
fact that working hours are among the longest in the Community (average
working week for a manual worker in 1974 - 46.5 hours) and annual holidays
in many cases, falling short of the 4-week standard accepted in most EEC

countries.

There are, however, serious difficulties in the way of government inter-
vention. Working time legislation is minimal, except in the cae of women,
children and the minority of workers covered by wages councils orders.

There is simply no basis, for example, for a statutory standard working

week from which, for example, legislation on overtime, could proceed.

Working time is rather a matter for agreement between employers and employees .
or their representatives. The other inhibiting factor is the requirement

of successive government pay policies since 1975 that improvements in terms

" and conditions of work, including reduced weekly hours or increased holiday
entitlement, should be offset against increases allowable under the various

pay rounds.

Overtime
The government has, however,lissued a guide for good conduct to the Trade

Union Congress overtime.

Early retirement

The government's job release scheme, extended to the whole of Great Britain
from 1 April 1978, offers an allowance to those who are working at least

30 hours a week and are 64 years of age, if men, 59, if women,
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provided they leave their jobs and undertake not to claim unemployment
or other social security benefits, other than supplementary benefit.
Employers musi in consequence undertake to recruit someone from the
unemployment register, though not necessarily for the same job.

By August 1978, over 12,000 persons had taken advantage of the scheme.

In the coal industry, the National Coal Board's early retirement scheme
has been extended to miners aged 61 and over aﬁa will be extended to
thos= over 60 in 1979. By the end of 1978, 15,000 had benefited from
the inception of the scheme in 1977.

Temnorary work

The temporary employment subsidy, introduced in August 1975, normally
of fcred only for periods of up to three months, up to a meximum of
12 months, was made available to firms applying up to 31 March 1979,

prepared, in consultation with regional trade unions, to defer impending

redundancies affecting 10 or more workers in an establishment. A subsidy -

of £ 20 is provided for each full-time worker, with half-rate for those
working 21-35 hours per week. At the end of July 1977, 159,439 workers

had benefited from these arrangements.
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THE WORKING WEEK

In Belgium, one of the main trade union confederations (FGTB) is
strongly committed to the reduction of the standard working week to
36 hours over a 3-year period, with full wage maintenance, as a means
of creating'additional employment.‘Other trade union confederations
are broadly in support. The employers' organisation, however, is
firmly opposed in principle, on .the ground th;% such a proposal is
likely to result in increased unit costs of production and, hence,
additional unemployment. The argument remains unresolved and has

so far prevented the conclusion of an inter-trade agreement on a
social policy programme. Nonetheless, progress continues to be made
towards a reduced working week in sectoral collective agreements,
the government agreement of 7 June 1977 containing a commitment to
examine the possibility of a step by step reduction in the light of
specific conditions in the different sectors of activity. From

1 October 1979, there will be a 38-hour week for certain personnel

in the public sector.

In Denmark, while local arrangements have been made to reduce the
ﬁorking week as part of worksharing schemes introduced temporarily

in response to acute production crises,.shorter weekly working hours
are opposed by the employers' federation and not regarded as a prioriiy
issue by the national trade union organisation (LO). Given the tradi-
tional adjustment of public service conditions to those in the private

sector, the Government is not in a position to pursue a separate policy.

In the Federal German Republic, there is current discussion of a revision

of the present legislation on working tiﬁe, dating from 1938 and providing
a 48-hour standard working week, to bring it into line with actual
conditions. While trade unions are in favour, since a 40-hour legal
working week would, among other things, provide a basis for overtime

limitation, employers are opposed.

Following the rejection of the demand for a 35-hour week in the German
steel industry, it remains to be seen whether it can be met in other
industries, such as paper and printing, textiles and food processing,
where consideration had been deferred, pending the settlement of the
recent dispute in the steel industry. In general; the national trade

union organisation does not attempt to impose a general guideline for
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all circumstances. Employers are opposed to general working time
reduction, but prepared to offer improvements for specific groups,

a8 and when economic circumstances permit.

In France, the government has invited the employere and
trade unions to open negotiations on (a) the arrangement of working
time, with a particular emphasis on the working time of those engaged
in heavy or stressful work and (b) the progressive reduction of |
"cquivalences" to legal maximum'weekly working hours in collective
agreements. Should the negotiations fail, the government has indica-
ted that it could take appropriate measures of a legislative or

repulatory character.

Of the main trade union confederation, the CGT (Confédera=-
tion Ginérale du Travail) is committed to the demand for a 40 hour
week (in actual practice) for all sectors, with a progressive reduction
to 35 hours and a 35 hour week immediately for those engaged in heavy
or repetitive work.The CFDT {Confédération Francgaise Démocratique de
Travail) advocates a 35-hour week, but with obligatory recruitment to
ensure that there is a proportionate work-sharing effect. The Force
Ouvriére advocates gradual reduction on a sectoralbbasis, but without

designating any general norms.

In Ireland, the government will be reviewing the present
legal working week of 48 hours in connection with the review of the
stotutory limitation on overtime. While the trade union confederation
supports the European Trade Union Confederation's demand for a shorter
week, there is no strong demand for increased leisure and certainly not
as an altcrnative to wage increases. The Government's and the employers'
organisation, while open to proposals, would expect to see any further
reductions of working time negotiated in the context of wage developments
generally and would insist on an unqualified understanding that any

changes should not give rise to loss of competitiveness.

In Italy, the trade unions are committed to a progressive
reduction of the normal working week to thirty~five hours by the mid-
elghties, following the trend to reduction below 40 hours already esta-

blished in, for example,the metallurgical and construction industries.
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These demands which are central to most sectoral negotiations are 1a:gelyf
motivated by a desire to reduce unemployment, though it is accepted

that the employment effects are likely to be different in the north,

where it is essential 1o retain jobs in the face of restructuring and

in the south, where there is a permanent labour surplus and where the
government, under the current economic development plan, is committed
(1979-1981) to avoiding increases in unemployment and migration. ' f
The demand for reduction in weekly working hours is met with reserva- |
tions from employers' organisations on cost grounds, particularly when

the demand is combined with a demand for increased wages, which are
normally indexed against inflation. There is, however, a continuing
dialogue on ways and means of creating new job opportunities through

rceducing working hours without increasing unit costs of production.

oo, g s

In the Netherlands, trade unions have demanded a 35-hour week only in
the metallurgical industry. While the trade union federation'(FGN) has
for the first time been prepared to accept limitation of increases in
income in return for better work distribution, it is not so far committed
to any specific strategy. '

In the United Kingdom, standard working hours are determined largely

by collective agreement. While the trade unions are publicly committed
in favour of shorter working hours as an improvement in working condi-
tions, it is not generally believed that reduction in the working week
would contribute significantly to employment. While there are examples
of agreements for a reduced working week, for example 38 hours for

Post Office engineers, the question of working time is very much sub- :
ordinate to that of wage levels in negotiations and not normally pressed )

as a strong bargaining point.

B. THE WORKING YEAR

In Belgium and in France,employers' organisations have responded to
trade union demands for a reduced working week with the suggestion of
- more flexible forms of reduced working time within an‘agreed annual
" time budget. In Belgium, the employers' had suggested a 5 % reduction
'in annual working time over a 3-year period.

In France, the actual proposal put forward, which was based on a stan-
dard working year of 1920 hours, was rejected by trade unions as having
the effect of increasing worktime. Two of the major trade union confe-
derations (CGC and CFDT) are, however, disposed to negotiate on the

basis of a wor .ing year of 1800 hours.
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C. OVERTIMNE

In Belgium, where overtime restrictions have been tightened under
1976 legislation, the Government is committed to further review in
the light of examination of the results of this recent legislation by

the social partners.

In Denmark, the standing commiftee appointed by the Minister of Lagour
to0 consider work-sharing measures published a report (January 1979)
proposing legislative restrictions on overiime working and the intro-
duction of compensatory rests wherever possible. Such legislation
would hove an immediate effect on sectors not covered by collective
acreements, and would also set a minimum standard for collective

agreements.

The proposal is based on the following main principles

(a) no employee may work more than 100 hours overtime a year;

(b) compensatory time—off must be given for all overtime worked{

(c) such compénSatory time—of f must be given no later than two months
after the overtime was worked;

(d) an overtime board consisting of the parties to the collective
bargaining negotiations is to be appointed and are of its tasks

-will be to consider applications for exemptionps.

o compensation is anticipated for loss of extra pay, in the event of
restrictions on overtime. The bill is supported by the national

trade union confederation (LO) but rejected by the employers on the
grounds that legislation is inappropriate as this matter is subject

to collective agreement. They also argue (i) that it is difficult to
recruit replacements, (ii) that hundreds of small firsm would suffer
and (iii) that the total impact in terms of promoting employment would
snyway be minimal,overtime in the private sector being equivalenf to
only 3 % of all hours worked (1976-1977).
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The proposal has not yet been tabled for first reading in Parliamenf,
~nor has the position of the Government (a coalition of the Social

Democrat Party, normally inclined to favour trade unioﬁ views and

the Venstre (Liberal) Party, normally inclined to favour employers'

views ) been made clear.

In the Federal German Republic, the question of overtime limitation

is not one of priority for the trade unions. Employers are opposed to
a general limitation, in view of shortages of skilled workers. The
CGovernment prefers to leave the responsibility for deciding between
compensatory rests and monetary premiums to:the two sides of* industry.
There is some limited movement in the direction of compensatory rests
in industry, for example in food processing. :

In France, the Governmént is considering a levy on overtime, which is
relatively extensively practised, the detailed. arrangements to be
open to discussion with employers-and trade unions. The product of

. the levy would be allocated to unemployment insurance.

In Ireland, high rates of unemployment (currently about 10 %)
co-exist with the longest working hours in the-Community (Labour
Force Survey for 1975 — average of 2051 hours per annum per manual

worker) .

The Government is publicly committed to a reduction in the statutory
limits on overtime, which date from 1936 and intends to legislate in
1979 followihg (a) consultations with trade unions and employers and
(b) the completion of studies on (i) labour costs and the structure
and distribution of earning and (ii) the reasons for working overtime.
The conversion of social insurance to a pay-related basis from April
1979 should also help to encourage employers to contemplate the repla-
cement of overtime by the recruitment of extra workers. There is no

suggestion of replacing overtime payments with compensatory rests.

There is general agreement by employefs and trade unions that "exces-
sive" overtime should be discouraged and that the present legislative
limits, which permit overtime of 12 hours on top of a standard working
week of 48 hours are in any case divorced from realify. Employers are,

however, concerned that new legislation should not be so inflexible

B LY

that it exacerbates the present shortage of skilled workers, frequently

relieved by overtime working. Trade unions are particularly concerned

L > .
that lower-paid workers dependent on overtime earnings should not
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suffer a reduction in their living standards. The Government,

i e o

in seeking to reduce systematic overtime in the public services,

is equally aware of this problem.

In Italy, trade unions are favourable to further efforts to rein-
force control of overtime, already limited by comparison with other
Member States. This control, while efficient in the larger enter-
prises, is perhaps less so in smaller firms,particularly in the |

south, in areas of traditionally high unemployment.

In the United Kingdom, the Government has welcomed recent initia-

tives of the Trade Union Congress to reduce overtime working. It is
generally agreed that, while a proportion of overtime workers mey
depend on overtime earnings for a minimum acceptable living standard,
there is wide scope for the provision of additional jobs in substi-
tution for overtime working at no increased cost. The New Earnings
Survey 1974 indicated an average working week of 46.5 hours for male

manual workers.

SHIFTWORK , !

In the Federal German Republic, shiftwork is not a central issue for

government or trade unions, and there is no suggestion of a five shift
system except for specific industries or branches of industry.
Following the precedent of the recent agreements in the steel industiry.
However, there may be a trend towards inclusion of special provisions
for shift workers, such as additional free time, in collective agree-

nents.

In I'rance, the Government has indicated that it is prepared to support
a reduction in working hours of shiftworkers from 42 (under a

4-shift system) to 35 or less (introducing a fifth chift) zs a general
ovjective to be achieved in the future, and as a short-term objective
for shiftworkers engaged in heavy or stressful work. Working parties
have been set up to study the conditions under which a ninth half-
shift could be gradually introduced with the effect of reducing the
working week to 374 hours and freeing an egtimated 25-30,000 work-

posts, Reform of shiftwork, however, will be dependent on (a) an
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undorstanding that employers and employees as well as the Govern-
ment will all sharc in the cost and {b) parallel action by other

lombner States of the Buropean Economic Communitys

In Irstand and in Italy, shift-vork ténds to be viewed less nepgn—- .
tively than in other Mcmbcf States as providing a maximum of cmpioy—
ment in relation to a given papifal‘iﬁvcstmgnt. In Itnlv, hbﬁevef,
one major trade union confederation (ihé,U,I.L.)ihaS included '
rcduét;on of working hOurs*fdr.shiftwﬁrkefs in its programﬁc._‘

The Governmént, following the phiidsophy of sdftehing rigidities

in the 1abdur mafket, set'out in'thg pﬁtional economic deﬁelopment5
plan for 1979-1971, is examining the possibilitics of additional
"eﬁploymenf which could be realisediby introducing a fifth shift

in continuous shift-working systems.

In Lwzombours, trade union organisations are seeking a gradual

reduction of working hours for steelworkers working in confinuous
shifts. The working week for shiftworkers remains 40 hours in'all
sectors, except synthetic fibres,.where a 39% hour week has -been

negotiated for continuous shiftworkers.

e e —— bt i 6 b W o
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HOLIDAYS

In Denmark, the national trade union confederation (LO) has placed
much emphasis on longer holidays during the current collective bar-—
gaining negotiations. The law at present provided a minimum of

4 weeks' annual holiday. While the trade unions regard longer holidays
as a major meansof achieving worksharing, government and employers

remain sceptical.

In the Pederal German Republic, the Government is considering whether

it can adopt the principle of 4 weeks' holiday, contained in the EEC
recommendation of 22 July 1975, in federal legislation. Employers,
while generally sympathetic to increases in annual holidays in nego-~
tiations, 6 weeks being now quite common, would prefer to avoid gene-
ral regulation as much as possible and concentrate improvement on
specific groups, such as older employees or those involved in heavy

or siressful worlk.

In France, the Government and two of the major trade union confede-
rations (CFDT and FO) support the objective of a fifth weck of annual
holidays for manual workers. The employers' organisation (CNPF) while
not in favour, is prepared to negotiate on the basis of flexibility

within an annual time budget.

In Iioly, employers' organisations have, in negotiation on reduced
worxing time, expressed a preference for additional annual leave as

a method of achieving the reductions desired by the trade unions.

In the thbé*’?nﬂﬁ, vhere the 4-week annual holiday is achieved

-virtually universally, trade unions have becen advancing demands for

up to 25 days paid annual holiday by 1981.

ACE O RETIRIMENT

In 3olgium, the socialtpartncrs have taken a rather positive position
on carly retircment in the Central Economic Council (advice on the
economic situation of 22 December 1977), providing that such retire-
ment is voluntaery, measures arc introduced selectively, for example

in the case of sectoral resiructuring, and there is some limitation on

tazlkking another job.
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In Denmark, the law of 1 January 1979 on early retirement was passed
without the support of the employers organisations, who.still doubt
its possibilities for checking unemployment. The national trade union
organisation, however, is firmly in support of the new regime and

has expressed the hope that the early retirement scheme might even-
tually be extended, possibly by introducing a lower age limit combined
vith a system of part-—time working after 50 years of age.

>

In the Federal Cerman Republic, the Government and the social partners

regard the reduction of the already flexible upper age limit as a
desirable aim of social policy, which can also offer certain advan-—
tagzes in relation to employment policy. Such an aim cannot, however,
be achieved in the short run for financial reasons and the Government
has no plans for extending the principle embodied in recent legis-
lation for the handicapped and for miners to other groups.

Efforts are however being made in certain industries, for example by
the food, drink and catering trade union, to have the transition
from work to retirement eased by a shorter working week, longer

nolidays and even part~time work as a run—down towards retirement.

In Prance, the Prime Minister's legislative programme includes

ST D
measures to give workers a choice at 60 and over between continuing
in full-time work, or early retirement with a guaranteed acceptable

level of income or graduwal reduction of working hours.

In Ireland, while the Government is prepared to consider pilot
schemes within the public service and to pursue further studies,
carly retirement is not regarded as likely to make a significant
contribution to the creation of employment. The Government's view,

which is shared by employers and trade unions, is largely conditioned

i

by the exceptionally high dependency rate, in a country where one-~third

of the population are under 15 and the female activity rate is the

lowest in the EEC. Employers are also anxious about any increase in

the cost of private occupational pensian schemes, financed by industry.

Both employers and trade unions take the view that early retiremeant
is not gencrally regarded as an attractive proposition, particulariy
in times of even moderate inflation. Both agree that early retirement
would be likely, particularly in the case of skilled craftcmen, who

are in short supply, to lead to double~jobbing rather than an

increase in employment.
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In Italy, the Government is considering the feasability of introducing
more {luxible arrangements for retirement, with the possibility of a

gradual reduction of working Hours approaching retirement age.

In Luxesmboury, the government is drawing up a comprehensive reform of
the system of financing of contributory old age pensions, on the basis
of an opinion of the LEconomic and Social Council. Such a reform could

incrense the scope for more flexible arrangements for retirement.

P TINE UORY

In B2lrium, the government agreement of 7 June 1977 on worksharing included
the nsromotion of part—time work as a possible measure of work-sharing.

Vhite nn extension of part-time is favoured by the employers' organisations,
however, trade unions are opposed to the generalisstion and institutionali-
nation of part-time work, presented as an alternative solution to the
nrodlem of worksharing, preferring a reduction in the standard working week.
necently, a proposal was tabled in the Senate for legislation modifying
ccriain social security provisions with a view to making part-time work

more attractive.

In the Frderzl German Republic, the proportion of the female unemployed

scoking part—time work is as high as 40 %, quite apart from any further
ansetisfied demand for part—time work. Employers' associations recommend
uxprnsion in part-time jobs, despite the increased financial burden.

Trade unions recognise the neced and are prepared to accept expansion, provi-
ding there is no threat to established full-time jobs or reduction of social
sccurity for part-iime employees. Both sides of industry await the results
of current governmeni initiatives. Last year, the Federal Goverament intro-
duced a Bill increasing part—time work for officials, including prohibition
of holding a second job at the same time. The Linder governments have so far

been very reserved in their reactions.

in “rance, the Government is studying ways and means of developing and

~xionding part-time work, particularly in the public service.



- 26 -

In Ircland, the Government haé no proposals for the extension of prrd~
time work, though the forthcoming change to flat-rate social insurance
contributions is likely to encourage some. further demand for part-time
work. While there is no separate register of part-time unemployed, their
numibers are thought to be low, so that increased opportunities for part-
time work are unlikely to reduce the live unemployed register very signi;
ficantly. Employers favour the flexibility of a larger part-~timé element

. 1in the workforce. Trade unions are rather opposed both to "dilution" of
the workforce and to the potential use of part-time as a substitute for

full-time employment.

The Irish Government is publicly committed to action to discourage the
practice of second jobs and to ensure that, where persons are being
talzen on for temporary or part-time employment, preference will be
given in the normal course to those who are unemployed. Surveys are -
being carried out to obtain further information about the characteristics
of those taking second jobs, for example the incidence of skilled workers
within this group and further action ig not to be excluded. It is also
expected that any revised statutory limit on overtime will apply to second
and first jobs combined. Trade unions and employers are broadly sympathetic
towards the government's efforts, given the extent of double-jobbing, which

involves perhaps 5~7 % of the workforce.

In Italy, the government is examining the possibilities for developing
part-time work, in the context of the problem of women at work (including

high levels of absenteeism).

In the Y¥etherlands, a number of recent collective agreements commit the

social partners to exploring the feasability of introducing part-time work.

. TEHMPORARY HORK

>
In Ivrelond, the government is publicly committed to setting up a temporary

hire agency under the aegis of the National Manpower Service. The object
is not to control the activities of existing agencies, which operate almost
2xclusively in the service sector, but to supplement those activities by
providing a service for industry. Employers are favourable, trade unions

reserved, pending clarification of the details.
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In It2ly, the government is considering the promotion of temporary work as
a means of softening the rigidities in the labour market, in the context

of the national economic development plan for 1979-1981.

SHCORT-TILNS YORKING

In 3elpgium, the government has encouraged arrangements for continuing
part—time work in situations where redundancies would otherwise occur, and
many collective agreements have taken up this theme, which, however,

remains controversial.

In the United Kinsdem, a short-time working compensation scheme is in

preparation to improve arrangements for providing compensation to workers
on short-time and to avoid redundencies in businesses which are basically

viable but are undergoing periods of difficulity.

SDUCATION AND TRAINING

In Bol~ium, the principle of prlongation of compulsory education was
incliuded in the general framework of the government agreement of

7 June 1977 on worksharing. Ko proposals have, however, as yet been put
forward and the technical problems, such as the content of the curriculum
for an additional school year, are still being examined. The National
Labour Council is currently examining certain proposals for the reform of
legislation on credits for hours spent on further education. Agreement
a2lready exists on the extension of the field of application of the law

and on improvement in the terms on which educational leave is tzken.

In Denmork the trade unions have for many years recommended a scheme
which would allow the employee, over quite a long span of his working life,
Lo take » period of paid educational leave. In LO's view, such 2 scheme
is n means of work sharing and the aim is that 5 % of the total labour
force at any time should have up to one year's paid leave. It has been
~~iimated that around 30,000 - 40,000 people would be entitled to take
rdvantage of such leave. At present no proposals on this sﬁbject have
been planned by the Government. The employers' federation remains opposed
on grounds of the costs, which the trade unions presuppose would fall

to be met by employers.
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In the TFederal German Republic, there has been a general tendency to

lengthen the duration of education and the trade unions support a demand ;
for a_ te year cneral wlsory education. Employers would prefer this; .
07,5 5 B (E" 13F G3RRTTonST RAEST o uoation. Mmploy P
Given that education is a land responsibility, federal government inter-— !

vention is largely precluded. Paid educational leave is one of the central

e dmr e - gt s Y

demands of the trade unions. Employers are sceptical, taking the view
that existing possibilities are under-used. The Government sees the ?

matter as one for negotiation between trade unions and employers.

In Ireland, the question of raising the school leaving age is regardéd
o the Government and the social partners as a matter for educational . {
snd not employment policy. Given recent increases in participation f
r~tes in education after the legal minimum school leaving age, it is

in any case doubtful whether the impact of any change would be substantial.,
It is also felt that it would be undesirable to increase an élready high

dopendency rate.

On educational leave, the Government has recently accepted the pfinbiple

of a righf to paid educational leave and indicated its intention to ratify
ILO Convention no. 140, subject to the outcome of sxaminatiOnvbi repre—
sentatives of employers and trade unions of possible lines of implementation

in practice.

In the Netherlands, the ad hoc commission set up by the Social and Economic
Council to study the question of educational leave has made an interim

recommendation advocating a right of all workers to pdid educational leave. ?





