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Individual and collective labour relations are part and parcel of the societies in which they evolve. 
Our society is – and will continue to be – a global one. Capital moves quickly and freely, seeking max-
imum profit and minimum taxation. Based on investment conditions, multinational companies decide 
from distant headquarters where to invest and pay taxes, which technology to introduce, where to 
create jobs or close factories and relocate production. The market economy, driven by shareholders’ 
interests, prevails over all else, while local actors are struggling to keep up as important financial and 
economic decisions are taken at an international level, escaping the local hold entirely.

In this scenario, national governments are facing a growing demand for reduced regulation and in-
creased flexibility of wages and working conditions. Companies aim to be competitive, while social 
protection and labour laws are seen as an obstacle to competitiveness itself. National governments 
are under tremendous pressure because of these developments, and fear that social protection 
might discourage investors. Consequently, workers in various countries are unfailingly played off 
against each other.

In a global economy, we would need global standards and coordinated social policies that contribute 
to revive the economy, bring prosperity and foster social justice. Yet governance and rules are clearly 
lagging behind economic development. In this respect, the European Union – the most successful 
process of regional integration – has taken a backseat. The EU’s already weak social policy com-
petences are nowadays increasingly eroded by neo-liberal initiatives, such as the Better Regulation 
Agenda and the REFIT programme, undermining the social acquis we were able to build after many 
decades in this part of the world. 

In spite of the high social goals set in the TFEU (European Treaty of fundamental rights) and in the 
EU 2020 strategy, the same political and economic paradigm has greatly influenced the EU integra-
tion process over the last 20 years. The creation of a non-inflationary economy is unfortunately still 
the EU’s primary objective, especially after the Maastricht (1991) and Amsterdam Treaties (1997). 
Social policy and employment strategies are subordinated to the overall economic and monetary 
goals. As a result, employment law remains under the remit of national governments, over which the 
EU has limited normative power. This leads to social dumping and unfair competition among Mem-
ber States regarding wages, working conditions and social security contributions. 

EFFAT stands for the protection of the EU social acquis as well as for a revision of the treaties to-
wards a more socially responsible Europe, providing for minimum social standards and setting rules 
for a common social playing field that puts an end to social dumping and asymmetric development. 
The European social model and social protocol should remain an example for the rest of the world by 
promoting a society based on social justice and solidarity, where economic and social advancement 
are on a par, and where decent work and social protection help fight poverty and social exclusion. 

To achieve these goals, strong European and international trade unions are more necessary than 
ever. There is a crying need for solidarity across Europe to stop the current economic model from 
dividing societies. In order to achieve this, trade union cooperation and coordination in transnational 
companies are more crucial than ever.

Trade unions must make full use of the EU social acquis. To this end, the EFFAT Secretariat has 
created this handbook, which is addressed in particular to EWC members and coordinators as well 
as all the affiliates who operate in transnational companies. 
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EUROPEAN WORKS COUNCILS 
AN OVERVIEW
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THE LEGAL FRAMEWORK

European Works Councils (EWCs) are bodies that represent the European employees of a compa-
ny. Through them, workers’ representatives are regularly and meaningfully informed and consulted 
by Central Management on transnational matters that could potentially affect their employment or 
working conditions.

The initial EU Directive on EWCs (94/45/EC) dates back to 1994. It was extended to the UK by an-
other Directive (97/74/EC) and adapted by a third Directive (2006/109/EC) at the time of the acces-
sion of Bulgaria and Romania.

Member States must provide for the right to establish European Works Councils in companies or 
groups of companies with at least 1,000 employees in the EU and the other countries of the Euro-
pean Economic Area (Norway, Iceland and Liechtenstein), when there are at least 150 employees 
in each of two Member States.

A request by 100 employees or their representatives from two countries or an initiative by the em-
ployer triggers the process of creating a new European Works Council. The composition and func-
tioning of each European Works Council is adapted to the company’s specific situation through an 
agreement signed by Management and workers’ representatives (the Special Negotiating Body) of 
the various countries involved. The obligations arising from the Directive do not apply to companies 
which already had a mechanism in place when the Directive took effect in 1996 (Article 13) for the 
transnational information and consultation of the workforce. A political agreement was reached in 
2008 to recast the 1994 Directive. 

USEFUL LINKS

The 2009 Directive

Directive 2009/38/EC of the European Parliament and of the Council of 6 May 2009 on the establish-
ment of a European Works Council or a procedure in Community-scale undertakings and Commu-
nity-scale groups of undertakings for the purposes of informing and consulting employees (Recast)

Previous Directives

Directive (94/45/EC) on the establishment of a European Works Council or a procedure in Commu-
nity-scale undertakings and Community-scale groups of undertakings for the purposes of informing 
and consulting employees

Directive (97/74/EC) extending, to the United Kingdom and Northern Ireland, Directive 94/45/EC on 
the establishment of a European Works Council or a procedure in Community-scale undertakings 
and Community-scale groups of undertakings for the purposes of informing and consulting employ-
ees

Directive (2006/109/EC) adapting Directive 94/45/EC on the establishment of a European Works 
Council or a procedure in Community-scale undertakings and Community-scale groups of undertak-
ings for the purposes of informing and consulting employees, by reason of the accession of Bulgaria 
and Romania
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http://eur-lex.europa.eu/legal-content/EN/ALL/?uri=CELEX:32009L0038
http://eur-lex.europa.eu/legal-content/EN/ALL/?uri=CELEX:32009L0038
http://eur-lex.europa.eu/legal-content/EN/ALL/?uri=CELEX:32009L0038
http://eur-lex.europa.eu/legal-content/EN/ALL/?uri=CELEX:32009L0038
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:31994L0045:EN:NOT
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:31994L0045:EN:NOT
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:31994L0045:EN:NOT
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:31997L0074:EN:NOT
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:31997L0074:EN:NOT
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:31997L0074:EN:NOT
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:31997L0074:EN:NOT
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:32006L0109:EN:NOT
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:32006L0109:EN:NOT
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:32006L0109:EN:NOT
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:32006L0109:EN:NOT


Implementation laws, with an English translation 

EU Commission 2011 leaflet: New rules for European Works Councils

2010 EU Commission Group of Experts: Report
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http://ec.europa.eu/social/main.jsp?catId=707&langId=en&intPageId=211
http://ec.europa.eu/social/main.jsp?catId=157&langId=en&pubId=624&type=2&furtherPubs=yes
http://www.effat-ewc.org/resources/ewc-european-commission-report-2010


UNDERSTANDING THE POWERS OF THE 2009 EUROPEAN 
WORKS COUNCILS DIRECTIVE - USEFUL PUBLICATIONS

ETUC REPORT

European Works Councils – a trade union guide to Directive 2009/38/EC

The ETUC wrote this guidebook in order to help trade unionists and practitioners to play an active 
role in the information and consultation process across Europe and to make the most of the new pro-
visions in the European Works Council Directive, as amended by Directive 2009/38/EC. It provides 
an article-by-article legal commentary written in an accessible style, and can be used by anybody 
with an interest in European Works Councils and their functioning.

EFFAT E-PUBLICATION (EN, FR, DE, ES, IT, PL, SV), DECEMBER 2009

Towards advanced practices for EWCs

The EFFAT Secretariat edited this publication after the adoption of the 2009 EWC Directive. The 
brochure comments the political scenario that led to the adoption of the Directive and contains an 
initial and very accurate overview of the changes made to the previous text. 

ETUI 2016 BROCHURE 

European Works Councils and SE Works Councils in 2015. Facts and figures

This publication provides a broad selection of key figures on the basic characteristics of EWCs and 
SE WCs, and the companies in which they operate. It covers both the demographics (e.g. devel-
opment over the years, establishment, sectoral distribution, etc.) as well as selected aspects of the 
content analysis of agreements (composition, competences, meetings, facilities and resources).

ETUI 2015 BROCHURE

Variations on a theme? The implementation of the EWC Recast Directive

The year 2016 will see the formal conclusion of a new evaluation procedure designed to ascertain 
whether the improvements made in 2009 have had any impact on EWCs practice and whether any 
further amendments should be considered. The brochure assesses in detail the ways in which key 
improvements brought about by the 2009 EWC Recast Directive have been implemented at national 
level. The authors of the book have looked into the national transposition legislation of the 31 coun-
tries of the European Economic Area. The findings are highly relevant for EU policy-makers and 
practitioners who deal with different national legislative regimes.
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https://www.etui.org/Publications2/Books/Variations-on-a-theme-The-implementation-of-the-EWC-Recast-Directive


EFFAT RULES FOR EWCS 
AND THE ROLE OF THE EWC 
COORDINATOR

PART II
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GUIDING PRINCIPLES

• The EFFAT Secretariat is responsible for coordinating the establishment of new EWCs 
and for renegotiating existing EWC agreements.

• At least one EFFAT Coordinator must represent the trade unions under the EFFAT um-
brella in European Works Councils where possible. 

• The EFFAT EWC Coordinator ensures the legitimacy of the EWC and promotes a coordi-
nated European trade union standpoint in the workforce’s interest. 

• The EFFAT Secretariat may only appoint the EFFAT Coordinator after the approval of the 
EFFAT Executive Committee and according to the rules set out in clause 2 of this docu-
ment. 

• All EFFAT Member Organisations and the designated EFFAT EWC Coordinator involved 
in the negotiation or renegotiation of EWC agreements commit to involve and be assisted 
by the EFFAT Secretariat in due time before any agreement is signed.

ONE – ROLE OF THE EFFAT SECRETARIAT

It is the role of the EFFAT Secretariat to engage with affiliates while carrying out the following tasks:

• Initiating negotiations to set up EWCs in companies that fulfil the legal requirements for 
the establishment of a EWC, when key affiliates are in favour in at least two countries of 
the European Economic Area (EEA).

• Endeavouring to ensure that companies’ Central Managements and EWC members rec-
ognise EFFAT’s role and have an EFFAT Coordinator appointed by agreement.

• Appointing officers from appropriate EFFAT Member Organisations as EFFAT EWC Coor-
dinators, in accordance with clause 2 of these rules.

• Taking an active advisory and coordination role in the negotiation and renegotiation of all 
EWC agreements in the EFFAT sectors.

• Collating and keeping copies of EFFAT EWC agreements.

• Producing and providing expertise, advice and information on best practices in order to 
improve the functioning of EWCs from a trade union perspective.

• Offering one-to-one support to EWC Coordinators on request.

• Monitoring legal developments at EU level relating to EWCs and employee involvement.

• Providing relevant training, support and advice to the EFFAT EWC Coordinators network.

• Identifying external experts in accordance with clause 6 of these rules.
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• Liaising with other trade union bodies – including the ETUC, IUF and other trade union 
federations – on EWC issues, policies and tools.

TWO – APPOINTMENT OF THE EFFAT COORDINATORS

• The EFFAT Secretariat is responsible to select a potential EFFAT Coordinator in consul-
tation with EFFAT Member Organisations with membership in the transnational company 
(TNC) concerned.

• The selected EWC Coordinator shall be an officer from a relevant EFFAT trade union, 
preferably based in the country in which Central Management operates and with signifi-
cant membership in the company.

• The official appointment of any new EFFAT Coordinator to an EWC will only be confirmed 
after the following steps are taken:

1. The EFFAT Secretariat and the prospective Coordinator’s trade union agree on the 
choice of the new Coordinator in consultation with the other EFFAT unions with mem-
bers in that EWC.

2. The appointee receives the final approval of the EFFAT Executive Committee.

3. The EWC members are informed about the proposal with a view to reaching maximum 
support for the Coordinator from the employee representatives within the EWC.

4. In urgent cases, with the approval of the EFFAT Secretariat and the prospective Coor-
dinator’s trade union, new coordinators may be appointed on an acting basis and may 
attend EWC meetings in that capacity.

THREE – ROLE AND RESPONSIBILITIES OF EFFAT COORDINATORS

The ideal candidate for the EWC Coordinator role must be capable of adjusting quickly to different 
points of view and levels of expectation. He/she should have specific skills and knowledge, particu-
larly with regard to understanding different cultures and systems of industrial relations, and an in-
depth knowledge of transnational companies and their decision-making processes. 

The EFFAT Coordinator shall carry out the following tasks:

• Represent the trade unions that are affiliated to EFFAT and are represented in that EWC;

• Liaise as needed between the EWC, the EFFAT Secretariat and EFFAT Member Organi-
sations involved in the company; 

• Act as trade union expert for the EWC employee representatives; 
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• Encourage teamwork, internal communication and other positive developments among 
the EWC employees, both during and between meetings;

• Help the employee representatives to mitigate any disagreements and assist them in 
finding a unanimous voice;

• Monitor that Central Management acts in compliance with the EWC agreement and the 
law;

• Take a leading advisory role in any renegotiation of the EWC agreement and cooperat 
with the EFFAT Secretariat at all times;

• Attend the EWC and Select Committee meetings;

• Keep the records of these meetings and make them available to the EFFAT Secretariat 
and EFFAT trade unions, in compliance with the confidentiality rules;

• Keep the EFFAT Secretariat informed about EWC ongoing activities and relevant events 
in the company;

• Comply with EFFAT policies relating to EWCs as agreed by official bodies;

• Attend EFFAT meetings, conferences and training events regarding EWCs.

FOUR – RESPONSIBILITIES OF THE EFFAT COORDINATOR’S TRADE UNION

• Any trade union providing EFFAT coordinators should ensure that these coordinators are 
able to carry out their duties and meet their responsibilities. In particular, they should en-
sure that coordinators have a sufficient amount of time and resources to fulfil their duties. 

• If and when it becomes clear to a trade union providing an EFFAT coordinator that this Co-
ordinator is or will soon no longer be able to continue in office (due to illness, retirement, 
career change or any other reason), the EFFAT Secretariat should be promptly informed.

FIVE – REPLACING EFFAT COORDINATORS

• If and when it becomes clear that a coordinator is or will soon no longer be able to con-
tinue in office, the EFFAT Secretariat and the Coordinator’s trade union shall swiftly find a 
new coordinator, in consultation with the other EFFAT trade unions with members in that 
company. 

• The Coordinator’s trade union may first propose a suitable replacement. In the event that 
the Coordinator’s union is not able to do this, other trade unions with membership in the 
company may be asked to suggest suitable candidates. 

• In the event that a suitable EWC coordinator is not available, the office may be assigned 
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to a member of the EFFAT Secretariat until a suitable alternative can be arranged.

SIX – EXTERNAL EXPERTS APPROVED BY EFFAT

The EFFAT Secretariat will work with the ETUC and other European Trade Union Federations to 
identify competent external EWC experts who are open toward trade unions. These experts will be 
expected to commit to:

• Operating within clearly defined boundaries and policies as EWC experts;

• Cooperating with EFFAT and respecting EFFAT policies on EWCs;

• Meeting standards of transparency concerning their relationship with Management.

The EFFAT Secretariat will provide coordinators and affiliates with the names and details of the ex-
perts that meet these criteria.
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GOOD PRACTICES AND 
FUTURE CHALLENGES FOR 
EFFAT EWCs

PART III
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INTRODUCTION

Since 1994, EFFAT has established European Works Councils (EWCs) in over 120 transnational 
companies, becoming one of the most experienced European trade union federations at setting up 
these essential employee representative bodies. EFFAT is also involved in the day-to-day activities 
of EWCs with the full engagement of its trade union coordinators network.

EWCs nowadays are one of the major supranational entities for employees’ rights at company level, 
and the role they play is crucial for the labour and employment conditions of workers across Europe, 
and for the future of the European industrial relations system.

At this particular historical time, the European trade union movement is challenged by both the Eu-
ropean Commissions’ lack of legislative action and the threat posed by neoliberal initiatives such as 
the Better Regulation Agenda and the REFIT programme. In this critical situation, EWCs that are 
strongly unionised and coordinated, have consistently proven themselves an essential tool for trade 
unions influence on the decision-making process of transnational companies.

Therefore, the negotiations and renegotiations of quality EWC agreements, as well as the technical 
and political coordination of the day-to-day activities of these essential workers’ representative bod-
ies are at the top of the EFFAT priorities.

HOW DO EWCS HELP TRADE UNIONS?

The role of EWCs is to complement and not replace the work carried out by EFFAT and its affiliates 
in Transnational Companies (TNCs). When EWCs are strongly unionised and well-coordinated by at 
least one EFFAT Coordinator, they can deliver relevant benefits to EFFAT affiliates. These benefits 
can be summarised in the following points:

• Nowadays, corporate decisions that have an impact on employees at national level are 
increasingly taken at European or even at a global level. However, EFFAT affiliates then 
have to cope with the dramatic social consequences of these decisions in their respective 
countries. EWCs must be informed and consulted on all transnational issues that have a 
potential impact on employees. They are a direct channel towards Central Management 
and should therefore be used as a trade union tool to influence decision-making process-
es through effective consultation. 

• EWCs must be informed and consulted on important issues such as organisational chang-
es, closures, restructurings and collective redundancies. Moreover, when quality EWC 
agreements are negotiated, they broaden the scope of the 2009/38/EC Directive. In such 
cases, important trade union priorities such as health and safety, youth employment, atyp-
ical work and skills policies can be included on the EWC agenda. 

• EWCs provide a platform where workers’ representatives can meet and strengthen 
cross-border cooperation and coordination. The exchange of information is particularly 
useful to prevent employees of various countries being played off against each other. In 
this regard, EWCs can be a first step towards the development of a common cross-border 
trade union strategy. To do so, it is of utmost importance to link the work carried out by the 
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EWCs with the EFFAT Secretariat and the EFFAT Member Organisations with member-
ship in that particular TNC.

• EWCs can also provide the basis for cross-border collective bargaining coordination 
which can be extremely useful to set common goals in collective bargaining negotiations 
carried out by trade unions at national level (please see the questionnaires on page 46).

• Through consultation and the exchange of good practices, EWCs can play a crucial role 
in anticipating and efficiently managing change in restructuring processes.

• EWCs can provide a platform where workers’ representatives can establish, through 
Transnational Company Agreements (TCAs), common social standards across borders, 
improving employment and working conditions, ensuring companies’ long-term sustaina-
bility, and implementing good practices for anticipating change and managing restructur-
ing processes. EFFAT and its affiliated unions can enormously benefit from these practic-
es and must be the only recognised negotiating and signing parties of these TCAs (in this 
regard, please see page 54-55). 

EXAMPLES OF GOOD PRACTICES

All the EFFAT EWCs are coordinated by at least one EFFAT Coordinator. To learn more about the 
role of the EFFAT Coordinator please see page 11.

EWCs involved in major corporate changes – The SABMiller Experience

The ABInev takeover

On 11 November 2015, the Boards of Anheuser-Busch InBev SA/NV (“AB InBev”) and SABMiller 
plc (“SABMiller”) announced that they had reached an agreement on the terms of a recommended 
acquisition of SABMiller by AB InBev. 

The takeover was subject to the City Code on Takeovers and Mergers (the “Code”). 
The SABMiller EWC was therefore entitled to express two opinions:

1) One according to Article 25(9) of the Code, which entitles employee representatives to 
express an opinion “on the effect of the offer on employment”. 

2) A second, broader opinion, was expressed according to the consultation rights recog-
nised by Directive 2009/38/EC.

Following an in-depth analysis, supported by both the advice of an appointed expert and discus-
sion with the Management of the companies involved in the transaction (SABMiller, AB InBev and 
Asahi), the SABMiller EWC, assisted by EFFAT, carried out an assessment that provided essential 
background material for the two opinions. The assessment was also crucial for EFFAT affiliates with 
membership in AB InBev and SABMiller and for IUF affiliates around the world to understand the 
rationale, potentials and risks of the acquisition in the EU and in other parts of the world.
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The PGM divestment to Asahi

During the takeover of SABMiller by AB InBev, the Japanese leading Asahi Breweries made a unilat-
eral binding offer to AB InBev to acquire SABMiller plc’s Peroni, Grolsch and Meantime brands and 
associated businesses (the PGM Business). PGM businesses have been marketed for competition 
law requirements. 

The SABMiller EWC – assisted by an external expert and coordinated by EFFAT – expressed its 
formal opinion on the divestment of the PGM business based on the information disclosed by the AB 
InBev, SABMiller and Asahi Management and on its independent research. In this case the assess-
ment and opinion carried out by the SABMiller EWC was particularly useful for the EFFAT Member 
Organisations.

Even if formally still competitors, SABMiller, ABInbev and Asahi Central Managements all attended  
the extraordinary meetings scheduled for the two transactions, giving the SABMiller EWC members 
the opportunity to understand the business model of the two acquiring companies (ABInbev and 
Asahi), as well as the future developments of the transactions.

The Unilever Experience and the Barcelona agenda – A participative approach to foster 
sustainable employment

After a long phase of restructuring and downsizing procedures, site closures, redundancies and se-
vere cuts to social benefits, the Unilever EWC members were able to reach a European agreement 
with Management that has significantly changed the work method within the EWC and has contrib-
uted to the creation of sustainable employment under the so-called “Barcelona agenda”.

The Barcelona agenda establishes a continuous participatory involvement process at a Europe-
an level with the aim of shaping sustainable employment at all Unilever Europe sites. The agree-
ment contains regulations for different fields of actions: sustainable training, health, diversity, youth, 
growth, general terms and conditions, and job security.

The fields of actions are chosen by working groups with equal representation of Management and 
employee representatives and with a participative approach. For the first time in Unilever’s history, a 
continuous participation process was set up at a European level.

Over the years, an important agreement on responsible restructuring was also signed. 

Further information on the Barcelona agenda and the latest developments is available here
Here is a link to a video that explains the work carried out by the Unilever EWC:

EN 

DE 

FR 

ES 

IT 
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EWCs and health and safety – The Philip Morris experience

The Philip Morris EWC was established in1996. In conjunction with national and/or local represent-
ative structures, the role of the EWC has proven fruitful and constructive.

With regard to the prevention of psychosocial risks and/or work-related stress, the EWC allows both 
employers’ and workers’ representatives to provide a context to facilitate discussions, and to ex-
change views, best practices and experiences. The body also monitors these items.

The issue of work-related stress was first put on the EWC agenda seven years ago. Prior to this, the 
problem had already been addressed in some countries. Following questions on work-related stress 
by representatives of one country (i.e. Poland), the EWC decided to look at the issue from a Euro-
pean perspective. To do so, three experts were invited to the following plenary meeting to participate 
in a half-day panel discussion on stress in the workplace. One expert represented the employers, 
the second represented the workers’ representatives, and the third expert came from the European 
Trade Union Confederation (ETUC). Hence, the expert panel provided complementary approaches 
(i.e. improving stress resilience and preventing stress for workers). Following the discussion, the 
EWC members agreed to take a closer look at what was happening in the various factories and 
countries. 

Today, issues related to the well-being of PMI workers are a permanent item on the agenda of the 
EWC. The EWC exchanges views on this topic at every meeting. By doing so, the EWC can regularly 
take stock of the situation in each country. Each country reports back to the EWC on the national 
work programme and the state of play in the business divisions (operational, manufacturing and 
commercial). The reports are done by both parties: the national HR Director and the workers’ repre-
sentative. Indicators such as absenteeism, turnover, paid leave (holidays), violence at work, etc. are 
monitored by local Management. 

As such, the EWC can compare situations in each country, leverage and spread best practices and, 
if necessary, ask specific questions to the Management. The EWC has therefore developed its own 
method, and is able to follow-up and discuss a variety of related topics (by way of illustration: work-
load, work-related stress, work/life balance, etc.).

The prevention of work-related stress is also addressed within other topics presented at EWC level, 
such as restructuring projects. In this case, the EWC pays close attention to preventive measures for 
both categories of workers: those who will be leaving the company and those who stay.

Exchanging experiences and best practices across countries via the EWC allows to continually im-
prove the company’s prevention practices. Moreover, some countries have launched specific meas-
ures in this regard. 

Thanks to the important role played by the EWC, PMI today has a comprehensive Code of Conduct, 
as well as an extensive set of principles and practices, including those covering the working con-
ditions of employees and their wellbeing. Tools and actions such as well-being committees, which 
are being rolled out across the EU Region, employee surveys, management training, psychological 
counselling, burnout recovery and nutrition programmes, etc., are all part of the company’s Health 
and Safety policies, procedures and practices in across EU markets. These include psychosocial 
risks and work-related stress prevention. Moreover, most EU sites have reached collective bargain-
ing agreements and arrangements.
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What are the benefits of a EWC? 

• Increased knowledge and understanding of work-related stress in the EWC obtained by 
sharing experiences among participants, with the occasional participation of experts in the 
panel discussions; 

• Shared awareness among Management and workers’ representatives of the importance 
of preventing work-related stress (health and performance); 

• Active role plaid by the EWC;

• Well-being and its monitoring as a permanent item on the EWC agenda;

• A standard view on the situation in the factories and countries;

• Shared practices among sites/countries;

• Actions at national/local level.

Any advice for EWC operators? 

• Do not hesitate to invite experts in order to increase knowledge, or for specialised addi-
tional support (for example, psychological counselling in times of restructuring).

• Make sure to include the European, national and local actors: workers’ and employers’ 
representatives, as well as top Management.

• Follow-up actions at national/ local level. There is no European solution that fits all the 
specifics of a site or country.

IUF work in Danone and the Danone Information and Consultation Committee – A good 
example of international trade union coordination 

In 1996, the Information and Consultation Committee was established (Danone CIC) under the coor-
dination of the IUF. The IUF and Danone started to hold regular meetings in 1986. In 1988, Danone 
and the IUF agreed, through the signature of their Joint Statement, to “develop various coordinated 
initiatives for the promotion, within Danone enterprises, of the development of an international frame-
work regarding Danone policies”. 

Agreements were adopted in September 1989 regarding information and workplace equality, in 1992 
for skills training, and in 1994 for trade union rights. In 1997, the Joint statement in the event of 
changes in business activities affecting employment or working conditions was signed. It lists the 
provisions that Danone commits to apply in the event of plant closures or reorganizations resulting 
in lost employment or significant changes in working conditions. In 2005, an agreement established 
the social indicators that Danone had to provide to the CIC. An agreement on diversity was signed in 
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June 2007. Another agreement was signed in September 2011 on health, safety, working conditions 
and stress. 

On 15 March 2016 the IUF and Danone signed the ground-breaking Sustainable Employment and 
Access to Rights agreement. The aim is to reduce short-term contracts and temporary employment 
to a minimum and to promote this practice at a supplier level too. In the Danone sites throughout the 
world, local Management together with employee representatives jointly define when it is necessary 
to resort to fixed-term labour or the outsourcing of activities, and where the use of these types of 
employment can be limited. 

Since 2005, a member of the IUF staff has been responsible for monitoring the application of the 
agreements; a joint mission (one representative each from Danone and the IUF) visits Danone fa-
cilities around the world and assesses the degree to which the IUF/Danone agreements are known 
and applied. Corrective action is also discussed when required.

The IUF framework agreements with Danone and other companies are available in various languag-
es here 

The Ferrero EWC – High level training at EU and national level

The Ferrero EWC agreement was signed in 1996, and covers around 20,000 employees in six coun-
tries. A new agreement was negotiated in 2015 by the EWC coordinated by EFFAT and assisted 
by an external expert. The new agreement updates the 2011 document and consolidates practices 
already underway, of which the most significant are:

• The establishment of a permanent working group on health and safety and Corporate 
Social Responsibility. 

• A three-day training session every year. Academics and experts take part in the training. 
The training usually focuses on matters such as EU labour relations systems, health and 
safety, social security, work organisation, working time and social dialogue.

• A training programme is agreed at EWC level with Management and implemented in each 
Ferrero site across Europe.

• Two editions of the EWC newsletter are issued per year. The text is made available to all 
Ferrero employees across Europe.

Coordinating various levels of information and consultation – The Coca-Cola Hellenic Group 
(CCHBC) experience

The CCHBC EWC agreement establishes greater coordination among the various levels of informa-
tion and consultation. According to the EWC agreement, every year at least four meetings among 
national EWC members and the National HR Director take place in each country. The national man-
aging director attends at least one of these meetings. This practice has become significant particu-
larly for Eastern European countries, where social dialogue practices at company level were weak. 
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In addition to the above-mentioned meetings at national level, at least one EWC plenary meeting 
and three Select Committee meetings are held per year. This framework of meetings promotes good 
coordination among the EWC and the national workers’ representative structures.

Similar practices also take place in other EWCs such as the Barilla and NH Hotel EWCs. 

Over the years, EFFAT has also established a Trade Union Coca-Cola Coordination Group, with 
significant results. For more information about the Coca-Cola Coordination Group, please ask the 
EFFAT Secretariat.

The right of EWC members to visit a company’s sites – The NH Hotel example

The NH Hotel Group EWC agreement establishes a direct link between the members of the EWC 
and the bodies representing the employees at national level. To that effect, the members of the NH 
Hotel Group European Works Council have access to the establishments that lie in the perimeter of 
NH Group. This allows them to meet, at their premises, the unions and national staff representatives, 
and the employees. They may also visit the establishments when the situation so requires. Please 
find the NH Hotel agreement here.

EWC code of conduct – The Mondelez experience

In the Mondelez EWC, members agreed on a code of conduct, which regulates the manner of pro-
ceeding in cases of restructuring, transfer of production and labour disputes. The Mondelez EWC 
took inspiration and adapted the EFFAT Code of Conduct. Please find here the Mondelez EFFAT 
Code of Conduct here.

The British American Tobacco agreement on responsible restructuring

The BAT EWC, assisted by EFFAT, drafted an agreement with Central Management on responsible 
restructuring, which contains a list of good practices and a framework of actions focused on:

• Building a robust mechanism for addressing organisational changes by attempting to re-
duce any negative social implications and better prepare employees for the change.

• Setting out standards and a list of good practices that can help address the restructuring 
process undertaken anywhere in BAT Europe, recognising that the responsibility to man-
age the main aspects of restructuring remains local, in agreement with national legisla-
tions and collective agreements.

Read the BAT agreement here
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FUTURE CHALLENGES FOR EFFAT EWCs

The EFFAT Secretariat is fully involved in the negotiation and renegotiation of EWC agreements. 
One of our top priorities is to deliver efficient representative structures to our affiliates, so we do our 
best to meet this ambitious target. We managed to launch and close negotiating processes in TNCs 
that had refused to establish a EWC for many years. What’s more, all the new agreements that have 
been negotiated recently go far beyond the standards laid down by the 2009/38/EC Directive, and 
provide a solid basis for EWC activities.

Although over the years we have achieved a lot with the full engagement of our member organisa-
tions, much still remains to be done. In the following points, we have underlined the main challenges 
that lie ahead of us: 

• Establishing new EWCs in TNCs that fulfil the legal requirements with high trade union 
membership;

• In the EFFAT sectors, we boast examples of EWCs that are very well coordinated and that 
bring true benefits to our affiliates. We want to do even better, and that is why the EFFAT 
Secretariat aims to strengthen the important role and responsibilities of the EFFAT EWC 
Coordinators (in this regard, please see the EFFAT Rules for European Works Councils.

• Extend the competences of all the EWCs that operate in the EFFAT sectors, by adding 
important social challenges to the agenda such as precarious work, youth unemployment, 
health and safety issues, diversity and inclusion and CSR policies in general.

• Make sure that EWCs include as members effat affiliates from non-EU countries (particu-
larly those from candidate countries).

• Strengthen trade union involvement in EWCs to ensure that EWC agreements in the 
EFFAT sectors always recognise EFFAT as the representative of its national affiliates at 
European level, and allow at least one EFFAT Coordinator to attend EWC meetings and 
assist the EWC.

• Improve the cooperation and enhance the flow of information from, to and among EWC 
members, the EFFAT Secretariat, national trade unions and shop-floor union members.

• Continue to provide direct support in all negotiations involving EWCs and special negoti-
ating bodies (SNBs) and assist EWCs’ normal and extraordinary activities.

• Set up strategic priorities in EWCs to build up the strongest possible European trade un-
ion strategy among EWC members and enable them to ‘speak with one voice’;

• Turn the EFFAT’s EWC Portal into a user-friendly tool for EWC members.

• Offer advice on external experts for EWCs.

• Provide direct support in all EWC negotiations and SNBs, and assistance throughout 
EWC regular and extraordinary activities.
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• Increase women and youth participation in EWCs.

• Cooperate with the ETUC and the other ETUFs in order to influence future legal develop-
ments related to TNCs and EWCs.



EWC NEGOTIATIONS - 
EFFAT PROCEDURES AND 
PRIORITIES

PART IV
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INTRODUCTION

The negotiations and renegotiations of quality EWC agreements are at the top of the EFFAT priori-
ties: EFFAT strongly believes that signing a meaningful agreement is the perfect starting point for an 
efficient EWC. In this regard, Directive 2009/38/EC provides opportunities to strengthen the quality 
and powers of EWCs, making them effective and influential bodies in the decision-making process 
of businesses. 

With this working tool and the following draft agreement, the EFFAT Secretariat intends to provide its 
affiliates and EWC Coordinators with some practical guidelines for procedures and contents related 
to the negotiation and renegotiation of good EWC agreements.

IS A EWC THE ONLY LEGALLY VIABLE SOLUTION UNDER DIRECTIVE 2009/38/EC?

The ultimate aim of Directive 2009/38/EC is to provide the employees of multinational companies 
with proper information and consultation procedures. The EWC is laid down in the Directive as a con-
cept and a structure, and is the most accurate in legal terms. It is therefore the best option available 
to ensure an institutionalised flow of information and consultation. However, it is not the only solution: 
the Directive gives the contracting parties – the SNB and Management – the power to negotiate, by 
written agreement:

1) The scope, composition, functions, and terms of office of the European Works Council or;

2) An alternative procedure for the information and consultation of employees. 

The latter alternative will not be named EWC, but should perform the minimal functions of a EWC, 
namely, first and foremost, the exchange of information and consultation. The steps to establish this 
procedure and, to some extent, its functioning, should be in line with the EWC requirements.
We must stress that, in our experience, the second option has often been used by Management to 
avoid establishing a proper and efficient EWC. We therefore always recommend keeping clear of 
alternative solutions and/or structures that do not guarantee minimum standards of information and 
consultation.

WHAT IS THE DIFFERENCE BETWEEN A GERMAN AND A FRENCH-TYPE EWC?

There are two different kinds of EWCs: the German and the French type. The two terms refer to dif-
ferent compositions of EWC sessions. What distinguishes them is whether Management participates 
in the sessions of a EWC or not. In a EWC of the German type, only the employee representatives 
are allowed to participate in the sessions. No management delegates are invited or admitted to in-
ternal EWC sessions. This approach stems from the German tradition of industrial relations and is 
closely related to the concept of the German works council or Betriebsrat, an employee-only body.

On the other hand, the French type of EWC comprises representatives of both Management and the 
employees, who debate and reach decisions together. Moreover, in contrast to the German model, 
the EWC is most often chaired by a Central Management representative. This solution is not con-
sidered acceptable by the supporters of the German type, for whom works councils and EWCs are 
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bastions of employee representation. 

All in all, these two models are not very different. This is due to the fact that in the German-type EWC 
these exclusively internal meetings are followed by a joint session with Management, during which 
the same issues are discussed again, and where the process of informing and consulting employees 
takes place. In the French-type EWC, on the other hand, it is commonplace that preparatory meet-
ings of the employee representatives precede the EWC joint sessions. During these pre-sessions, 
the employee delegates prepare the agenda, discuss points of special interest and agree upon a 
strategy, and so on. Therefore, although the two models represent different philosophies and tradi-
tions of industrial relations, they have relatively few implications for the actual functioning of EWCs.
 
An alternative compromise between the French and German models is a system of alternate chair-
manship. Under this structure the employee representative holds the chairmanship for a certain 
period of time, after which their counterpart from Management takes over. Another option is a sys-
tem of joint chairmanship, in which the chair is a two-person office held jointly by employees’ and 
Management representatives. 

For your information, the agreement that is proposed in the following pages of this working tool is a 
German-type template, in which the EWC is an employee-only representative body.

THE EFFAT PROCEDURE TO ESTABLISH A EWC

The EFFAT procedure to start EWC negotiations is as follows:

1. EFFAT affiliates who have members in a transnational company that fulfils the legal re-
quirements for the establishment of a EWC and are interested in establishing a workers’ 
representative structure inform the EFFAT Secretariat.

2. The EFFAT Secretariat co-ordinates the affiliates who are based in the countries where 
the company operates and:

• Collects further information about the company (workforce figures, trade union member-
ship, industrial relations with the local Management); 

• Finds out whether the relevant EFFAT Member Organisations support the establishment 
of a EWC.

3. The EFFAT Secretariat determines with other European trade union federations (ETUFs) 
who will take the lead in the case of a company that operates in multiple industrial sectors.

4. Negotiations with a view to establish a EWC must be carried out between Central Man-
agement and the Special Negotiating Body (SNB). The SNB represents the interests of 
the company employees as a whole, and is set up for the specific purpose of negotiating 
a EWC or to establish a procedure to inform and consult employees. Negotiations may be 
initiated either by Management or at the written request of at least 100 employees or their 
representatives from at least two undertakings or establishments in at least two countries 
of the European Economic Area (EEA). It is important to underline that Directive 2009/38/
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EC also provides for workers’ representatives to submit an official request. This stream-
lines the procedure insofar as it does not require collecting 100 employee signatures from 
at least two undertakings or establishments in at least two countries. The relevant work-
ers’ representative structures – trade unions, works councils or other bodies, depending 
on the country − may also submit the request. 

5. At least two requests from separate EEA countries are sent to Central Management giving 
mandate to EFFAT to coordinate the process for the establishment of the EWC. 

6. The EFFAT Secretariat collects a copy of these requests from the relevant workers’ rep-
resentative structures and submits them on behalf of its affiliates to Central Management, 
together with an EFFAT introductory letter.

7. It is the duty of the local and Central Management to provide all the information that is 
necessary to the parties concerned and to the SNB in order to begin negotiations, and in 
particular the information concerning the structure of the undertaking or the group and its 
workforce across Europe (Article 4 of Directive 2009/38/EC).

8. The EFFAT Secretariat and the concerned EFFAT affiliates monitor the designation pro-
cess of the SNB members. Procedures are laid down in the 2009/38/EC national trans-
position laws. 

9. Management shall always notify the European Trade Union Confederation (ETUC) or the 
relevant European Trade Union Federation (EFFAT for instance) of the composition of 
the SNB and of the start of the negotiations. As agreed between the ETUC and Business 
Europe, this notification shall be made to the general email address ewc@etuc.org. This 
provision is hardly ever attended and is one of the main reasons why poor agreements 
are signed. The EFFAT affiliates should make sure that Central Management informs the 
EFFAT Secretariat about the composition of the Special Negotiating Body and of the start 
of the negotiations. (Article 5(2)(c) of Directive 38/2009).

10. The SNB is entitled to receive assistance by experts of its choice. The new Directive ex-
plicitly recognises the special role that the European Trade Union Federations can play 
in providing expertise and assistance to the SNB. ETUF representatives have the right to 
participate in the negotiations at the request of the SNB and in an advisory capacity (see 
Article 5(4) of EU Directive 2009/38/EC).

In this regard, the EFFAT Secretariat provides assistance and support to SNBs and EWCs 
during the negotiation and renegotiation of every EWC agreement. The involvement of the 
EFFAT Secretariat is always highly recommended to avoid concluding agreements that do 
not meet the minimum standards.

11. The SNB is also entitled to receive training and to hold preparatory and debriefing meet-
ings. During these meetings – which are held without the employers – the SNB is entitled 
to language interpretation services (Article 5(4) of EU Directive 2009/38/EC).

12. Ratification

• An agreement that does not meet the EFFAT guidelines reported hereunder should not 
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be signed.

• EFFAT should always be a signatory party to the agreement together with the SNB and 
Management representatives.

13. An EFFAT EWC Coordinator must be promptly appointed before or at least immediately 
after the conclusion of the agreement. They will be the EFFAT contact person for that 
EWC according to the rules set out in the EFFAT Rules on Supporting European Works 
Councils.

CONTENT OF THE AGREEMENT – EFFAT TEMPLATE AGREEMENT

We have included a template EWC agreement in the following link, with explanatory comments. This 
template may be used as a model by EFFAT Member Organisations who undertake EWC negotia-
tions and renegotiations. As a general remark, each EWC agreement should also take into account 
the specific circumstances of each transnational company.
 
Please find the EFFAT EWC template agreement here.
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WORKING TOOLS FOR 
COORDINATORS

PART V
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WHAT INFORMATION DO EFFAT EUROPEAN WORKS 
COUNCILS NEED?
The new definitions of information and consultation provided in the text of the recast EWC Directive 
(2009/38/EC) are an important legal basis for European Works Councils members. The recast guar-
antees an effective protection of their right to be properly involved in the decision-making process of 
community-scale undertakings or group of undertakings.

In the 2009 EWC Directive, as well as in the national transposition laws, it was in fact made clear 
that the EWC should be properly consulted before a corporate decision is taken and not just before 
its practical implementation. To do so, information should be provided at such time, in such fashion 
and with such content that it enables the EWC members to carry out a detailed examination of the 
potential effects of planned decisions in preparation for consultation with competent management 
representatives. Informing the EWC is therefore the key step toward a fruitful consultation process. 

Although the definition of information is extremely clear, in practice in many EWCs both the quality 
and the quantity of the information disclosed by Central Management remains inadequate and does 
not allow workers’ representatives to properly evaluate the potential effects of corporate decisions on 
workers. This is partly due to the lack of provisions in the Directive about the sanctions that should 
apply in case Management does not comply with the provisions of the Directive and/or does not 
provide proper information. Moreover, information is mainly a single way process from the company 
towards workers’ representatives, which mainly leaves it in the hands of the employer alone to take 
the initiative. 

It is crucial that EWC members receive all the relevant information, especially regarding social mat-
ters.

This working tool created by EFFAT aims to identify the categories of information that are important 
and useful for EWC members.

WHAT CAN EWC MEMBERS DO TO RECEIVE MEANINGFUL INFORMATION?

1) Take an active role in setting the EWC agenda

Firstly, it is imperative for EWC members to play an active role in setting the EWC agenda.

The Steering Committee (in the absence the EWC Secretary) assisted by the EFFAT Coordinator, 
and acting on behalf of the EWC, shall take the initiative to include relevant and meaningful points of 
discussion on the EWC agenda. In many EWC agreements, this role is clearly defined. 

EWCs should consider the following guidelines as a reference, and use them in their daily practice 
and for future amendments to the agreement: 

The Select Committee should contact the other members of the EWC in due time before drafting the 
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agenda of the meeting, in order to take stock of the issues that need to be brought to the attention 
of the EWC. 

After collecting all the proposals for new points of discussion, the Select Committee shall meet Man-
agement and jointly create the draft agenda of the plenary meeting.

2) Draft a list of items to discuss at EWC meetings

The quality of the information provided is more important than its quantity. Experience shows that 
two major problems frequently occur when it comes to sharing information at EWC meetings: 

• Firstly, vast amounts of information are provided in a short time, causing employees to 
suffer from an ‘information overload’; 

• Secondly, some types of information of crucial importance are not disclosed.

WHAT INFORMATION SHALL EWC MEMBERS REQUIRE FROM MANAGEMENT?

Many problems can be avoided with the right preparation. When information is needed about par-
ticular items, making a list of these items can prove a useful strategy to gain a certain ‘control’ over 
the meetings.

To assist EWC members and Coordinators, EFFAT proposes a list of essential information that work-
ers’ representatives should receive during EWC meetings. As a general list of items with potential 
transnational implications, the list does not cover specific situations and will therefore need to be 
adapted on a case-by-case basis:

The company’s financial structure 

• overview of shareholders, shareholder returns and dividends

• developments in the stock market compared with competitors

Financial information 

• overview of current market position, trends, developments

• strength and weaknesses of the business

• breakdown of the balance sheet

• growth/decline of markets (distribution over geographical areas/countries, specific prod-
uct ranges)

• turnover (total, per country/ geographic area)

• profit/loss
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• EBIDTA

• Cash flow

• Capex (Capital expenditure)

Investments and their impacts on employees

• overview of investments in current/preceding year 

• planned investments for the coming year(s)/per site

• trends, short and long term objectives and backgrounds of investment policy and its im-
pact on employees

Production capacity

• production figures (total, per country/product range)

• trends and comparison with preceding year

• new working methods or production processes

Employment figures and related policies 

• employment figures and comparison with past years (total, per country/geographic area, 
per gender group, per age)

• planning for the future (increase/decrease of number of employees and related reasons)

• number of workers with permanent contract, number of workers with fixed-term contracts, 
temporary agency workers, number of seasonal workers (where applicable), number of 
posted workers (where applicable)

• Precarious work: What is the company ready to do to tackle this issue? Are any policies 
in place?

• Youth unemployment: What is the company ready to do to improve the involvement of 
young people? Are any policies in place?

• Gender equality: What are the company’s policies in this respect?

Social balance and disclosure of non-financial information

• Health and safety information also related to the management of psychosocial risks and 
work-related stress: are any initiatives or projects in place? 

• number of work-related accidents

PAGE34

IIIIII VIVIV



• overview of sick days and reasons 

• overview on employment and working conditions (working hours, labour flexibility, em-
ployment protections and work-life balance) of various categories of workers 

• CSR: Is a CSR policy in place?

• environmental matters

• respect for social dialogue and trade union rights

• policies pursued by the undertaking with respect to the above topics

Mergers/ Acquisitions/ Restructuring processes

• overview and background of acquisitions, sales and restructuring processes in the past, 
present and future

• outsourcing and related social implications

• planned acquisitions, sales and restructuring and related social costs and social plans

• cut-backs or closures of undertakings, establishments or important parts thereof

• collective redundancies

Training

• current and planned training options for different targeting groups of employees and for 
EWC members

CONSIDER THE FOLLOWING POINTS WHEN PROVIDING INFORMATION

• Figures are important but background information regarding the developments and insight 
of future plans and intentions, the policies and strategies adopted by the Group are even 
more significant.

• Information should be provided in sufficient detail. Total figures should be split up ac-
cording to geographic location, products or product ranges, etc. This will enable a clearer 
understanding of the developments in the company.

• Figures should always be provided for the preceding year(s), to be able to make com-
parisons and to determine trends. Planned and/or expected figures are also extremely 
important.

• Information should be distributed by pre-reading documents sufficiently in advance of the 
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meeting, in order to study the material, prepare questions and be ready for consultation.

• Presentations should always be available during the pre-meetings.

• The time available for the consultation process that will follow will be agreed with the EWC 
on a case-by-case basis depending on the scale of the measures envisaged. The main 
aim of the consultation process should always be to find a socially responsible solution.

• The information provided should enable employee representatives to figure out what em-
ployees should expect in the future and what will be the social impacts of a company’s 
decisions. Employees should then take an active role in the consultation process once 
they receive relevant information. 

• In order for EWCs to be effective, it is important to mention that intensive information flows 
should always exist:

 > Between EWC delegates;

 > From and towards national/local trade unions;

 > From and towards the EFFAT Secretariat;

 > From and towards the personnel.
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TACKLING YOUTH UNEMPLOYMENT - PRACTICAL 
GUIDELINES FOR EWC MEMBERS AND TRADE UNION 
OFFICERS

YOUTH UNEMPLOYMENT – A MAJOR POLITICAL CHALLENGE FOR TRADE 
UNIONS

Today youth unemployment is one of the most urgent issues trade unions have to face on a daily 
basis. The tragedy of an entire generation without decent income and protection, and no hope in the 
future, is dramatically undermining the sustainability of European economies. In the current crisis, 
the lack of job opportunities has affected young people more than any other group in society. At a 
time in which unemployment in Europe has hit a historic peak at 11% – according to Eurostat data 
from February 2016 – the EU average for youth unemployment is almost twice as high:19.4 % in the 
EU 28 and 21.6 % in the euro area and has soared to over 50% in some countries (e.g. Greece and 
Spain). 

WHO IS RESPONSIBLE FOR TACKLING YOUTH UNEMPLOYMENT?

National governments and EU Institutions have a central responsibility in tackling youth unemploy-
ment and they have the power to do so by taking economic decisions, designing and scaling active 
labour market programmes, improving the education system and the quality of social security sys-
tems. However, companies also have to play their role. Employers determine whom they employ 
and how they go about recruiting people. Decisions on both these fronts can favour or hinder young 
people. Employers also have the ability to help young people prepare for work. 

Businesses and economic entities seeking long-term sustainability must pay attention to creating 
and securing future talent resources by introducing youth-specific measures that can increase job 
opportunities and facilitate a smooth transition for young people from school to the labour market. 
Companies should guarantee the right of young people to decent jobs, fair pay and conditions, and 
promote permanent contracts as the usual form of employment. In addition, training, coaching, tutor-
ing and mentoring through intergenerational cooperation should help integrate young people in their 
first job and increase their adaptability and employability.

WHAT IS THE ROLE OF EUROPEAN WORKS COUNCILS?

If employers assume their responsibility to ensure that young people can guarantee the long term 
sustainability of companies, trade unions and EWCs can play a very influential and relevant role in 
tackling this issue at company level.

Below you will find a list of basic steps that EWC members should follow to raise issues related to 
youth unemployment at EWC meetings, in order to increase both young people’s involvement in 
companies and the quality of their jobs.
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1. Youth involvement in the company as a permanent EWC agenda item 

EWC representatives should always play an active role in drafting the EWC agenda in order to obtain 
relevant figures and information about the involvement of young workers in the company. Appropri-
ate exchange of information on the involvement of young people in the company gives EWC mem-
bers the time and means to put forward proposals to increase the number of young workers in the 
company, boost their employability and adaptability and improve the quality of their jobs.

2. EWC members should take stock of relevant figures and information at national level and 
report them to the EWC

EWC members should receive relevant information concerning young workers’ involvement in the 
company/group and their employment and working conditions in the various countries where the 
company operates. Management should provide the following information: 

• Number or percentage of young workers (below 29 years) employed in the group;

• Type of contract of young workers (open-ended contract, fixed-term contract, internship, 
on-call contract or other forms of precarious contracts);

• Type of occupation of young workers in the company (supervisory, managerial, adminis-
trative, or other);

• Career opportunities for young workers in the company: annual number or percentage 
of young workers who experience a transition from a precarious position (fixed term con-
tract, on call, internship, etc.) to a permanent one. 

• How long are the internship programmes? Are they paid or unpaid?

• Has the group adopted any youth employment initiative/programme to create opportuni-
ties for young entrants and to boost the attractiveness of jobs? If not, why?

• Does any tutoring or mentoring procedure through intergenerational cooperation apply to 
young workers in their first job?

• During the last 12 months, how many young workers attended vocational training/educa-
tion offered by the company?

• What was the main type of education/training?

• Job-related education/training

• Non-job-related education/training

• How long was the training?
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3. Coordinating work at national and European level

Management and trade unions/works councils should follow fours steps in dealing with the issue at 
national/local level:

• Taking stock of the situation at national level

• Agreeing on action plans and training to improve the adaptability and employability of 
young workers

• Assessing the implementation of policies adopted at national/local level

• Reporting results back to the EWC

EFFAT PUBLICATIONS ON YOUTH UNEMPLOYMENT

EFFAT Charter on youth unemployment 

Description of the EFFAT Youth Committee

Joint European Trade Union Federations’ (ETUFs’) press release “Enough of their crisis – back to 
our future”

Website and video of the ETUFs’ youth joint campaign 
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PSYCHOSOCIAL RISKS AND WORK-RELATED STRESS

A DEFINITION OF WORK-RELATED STRESS AND PSYCHOSOCIAL RISKS

Stress is usually classified under the broader term of ‘psychosocial risks’. Psychosocial risks can be 
defined as risks posed to mental, physical and social health, caused by conditions of employment 
and organisational and relational factors that are likely to interact with mental functions. Apart from 
work-related stress, psychosocial risks may result in damaging psychological, physical and social 
outcomes such as burnout or depression. People experience stress when they perceive that there 
is an imbalance between the demands made of them and the resources they have available to 
cope with those demands. By applying this notion to a working environment, the European Agency 
for Safety and Health at Work (EU OSHA) has adopted this definition: “work-related stress is ex-
perienced when the demands of the work environment exceed the workers’ ability to cope with (or 
control) them”. A healthy job is therefore likely to be one where the pressures on employees are 
appropriate in relation to their abilities and resources, to the amount of control they have over their 
work, and to the support they receive.

PSYCHOSOCIAL RISKS AND WORK-RELATED STRESS – A POLITICAL CHAL-
LENGE FOR EFFAT

Today’s economic upheavals, downsizings, layoffs, mergers and bankruptcies have cost hundreds 
of thousands of workers their jobs. Millions more have been shifted to unfamiliar tasks in their com-
panies and are wondering how much longer they will be employed. For many, this pressure is com-
pounded by enhanced labour flexibility, fewer health and retirement benefits and the feeling of hav-
ing to work longer and harder just to maintain their current economic status. The consequences of 
this permanent precarious condition are a feeling of uncertainty and higher levels of stress, but also 
fear, risk of physical illness, marital strain, anxiety, depression and even suicide.

Work-related stress has a significant and dramatic impact also on the health of organisations and na-
tional economies, and contributes to around half of lost working days. Unfortunately, like many other 
issues surrounding mental health, stress in the workplace is often misunderstood or stigmatised. 
Management often tends to underestimate the potentially tragic effects of stress, by identifying it as 
a subjective issue related to the incapability of workers to deal with pressure and workload. Even if 
human beings react in different ways to stress-related hazards, stress is a common and sensitive 
concern for society as a whole. Therefore, companies, governments and EU institutions need to 
respond appropriately. The aim of this working tool, edited by the EFFAT Secretariat, is to increase 
awareness and the knowledge of the potential effects of stress and psychosocial risks in the work-
place. In so doing, we aim to approach these issues in European Works Councils (EWCs) and in the 
context of the European sectoral social dialogue, in order to find practical and effective solutions to 
prevent and reduce stress at work.
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EU LEGISLATION AND EU FRAMEWORK AGREEMENTS ON PSYCHOSOCIAL 
RISKS

At EU level, Council Directive 89/381/EEC of 14 June 1989 deals with health and safety in the EU 
and places work-related stress firmly within the legal domain of occupational health and safety.

In addition, social partners have concluded framework agreements on psychosocial risks:

• EU Framework agreement on work-related stress (2004): 

• EU Framework agreement on harassment and violence at work (2007): 

WHAT ROLE CAN EWCS PLAY IN TACKLING THIS ISSUE?

With the right approach, psychosocial risks and work-related stress can be prevented and success-
fully managed, regardless of a business’ size or type. European Works Councils play a fundamental 
role in tackling this issue. Please find below some basic steps that should be followed by EWC mem-
bers to properly raise and deal with issues related to stress and psychosocial risks:

1. EWC members should take an active role in drafting the EWC agenda in order to include 
issues on stress and psychosocial risks

The powers given to EWCs by directive 2009/38/EC should be fully used by employee representa-
tives to receive timely and meaningful information and consultation on issues related to stress in the 
workplace and, more generally, any kind of psychosocial risk.

2. EWC members must require Management to acknowledge the issue at national level and 
then report figures and information to the EWC

EWC members should encourage companies to implement risk assessment evaluation about the 
impact of psychosocial risks experienced by employees in different countries and how the company 
tackle these issues (e.g. with training programmes, pre-retirement schemes for “arduous” occupa-
tions with high exposure to stress, or compensation). Relevant figures and information should then 
be reported and discussed in the EWC. This exercise should be repeated periodically to understand 
how the situation evolves and to look for solutions.

3. Requests for expert assistance 

EWC actions should be integrated with expert knowledge and support. External experts assisting 
workers’ representatives can independently assess a risk evaluation procedure and monitor the im-
plementation of work-related stress prevention programmes adopted by the company.
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4. Coordinating work at national and European level

Management and trade unions/works councils should also deal with psychosocial risks at national/
local level by following four main steps:

• Taking stock

• Agreeing on action plans and prevention programmes

• Evaluating the implementation of prevention and assistance policies at national/local level

• Reporting back to the EWC

5. EWC members propose solutions and counterproposals to tackle the issue

Once we have received figures and information about the impact of psychosocial risks within the 
company at national level and the policies and action plans that are implemented, we will be able 
to propose solutions to minimise and tackle the issue. Solutions may include a new training pro-
gramme; designing prevention and assistance policies (see Annex 2); a different work organisation 
increasing workforce participation and control in the decision-making process; designing job content; 
planning the workload; and improving the equipment and work environment.

Questions to Central Management at EWC meetings

Please find below a non-exhaustive list of questions that EWC members can raise on psychosocial 
risks during meetings with Central Management:

• Does the company carry out risk assessment procedures on stress-related hazards?

• If so, does this risk assessment evaluation lead to action plans or policies that identify, 
prevent and treat psychosocial risks? Are employees fully involved in the definition of 
these policies?

• What tools are used to assess risks related to stress in the workplace (e.g. alert indicators, 
survey on working conditions, collective and/or individual meetings with the employees, 
etc.)?

• Does the Company consult with trade union and safety representatives to prevent stress 
in the workplace?

• Does the company provide training to help employees deal with stress and difficult situa-
tions?

• What is the working time in each country?

• How is overtime planned and decided?
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• Has the company considered changes to the start and end times to help employees cope 
with pressures external to the organisation (e.g. childcare, poor commuting routes etc.)?

• Has the company developed a system to notify employees of unplanned tight deadlines 
and any exceptional need to work long hours?

• Are the national provisions for prevention and protection at work applied?

• Are the European provisions for prevention and protection at work applied?

• How many employees have been affected by diseases linked to exposure to psychosocial 
hazards? How many employees went on sick leave for reasons related to psychosocial 
risks (i.e. stress, depression or burnout)?
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ANNEX I 

What causes stress?

Most work-related stress is caused by the way work is designed and how companies are managed. 
These potentially harmful factors are known as ‘stress-related hazards’. There are different catego-
ries of stress-related hazards, depending on:

Job content

• Monotonous, under-stimulating, meaningless tasks

• Lack of variety

• Unpleasant tasks

• Aversive tasks

• Being over-skilled or under-skilled for the job 

Workload and work pace

• Having too much or too little to do

• Working under time pressures (continually subject to deadlines)

• Work sustainability (arduous jobs)

Working hours

• Strict and inflexible working schedules 

• Long and antisocial hours 

• Night work

• Unpredictable working hours
 
• Badly designed shift systems

Participation and control

• Lack of participation in decision-making

• Lack of control (for example, over work methods, work pace and working hours)
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Environment & equipment

• Inadequate equipment

• Poor environmental conditions such as lack of space, poor lighting, excessive noise

Career development, status and pay

• Career stagnation

• Unclear or unfair performance evaluation systems

• Uncertainty and job insecurity 

• Restructuring processes

• Lack of promotion prospects 

• Under-promotion or over-promotion

• Low social value to work

• Poor pay

• Piece rate payment schemes

Role in the organisation

• Unclear role

• Conflicting roles within the same job

• High level of responsibility

Interpersonal relationships

• Inadequate, inconsiderate or unsupportive supervision

• Poor relationships with co-workers 

• Poor relationships with superiors

• Bullying, harassment and violence (mobbing, offensive remarks, insinuations, humiliation, 
insults, sexual innuendo, acts of violence, unjustified criticism)

• External violence (for instance in the tourism sector by customers: verbal aggression, acts 
of violence) 
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• Isolated or solitary work

• Excessive competition among colleagues

• Problems of integration (different languages, ethical and religious conflicts) 

Organisational culture

• Poor communication

• Poor leadership

• Lack of clarity about organisational objectives and structure

• Low levels of support for problem solving and personal development

• Lack of vocational and educational training

Emotional demands

• Relations with the public

• Fear due to job responsibilities

• Having to hide one’s emotions 

Home/work interface

• Conflicting demands among work and home

• Lack of support for domestic problems at work

• Lack of support for work problems at home
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ANNEX II

Effects of stress on workers

Stress affects different people in different ways. Some people can cope better with high demands 
than others. The experience of stress at work can cause unusual and dysfunctional behaviour in the 
workplace and contribute to poor physical and mental health. Long-term stress can also lead to psy-
chological problems and engage people in unhealthy activities such as smoking, drinking and drug 
abuse. In particular, when affected by stress people can:

• become increasingly distressed and irritable;

• become unable to relax or concentrate;

• have difficulty thinking logically and making decisions;

• enjoy their work less and feel less committed to it;

• feel tired, depressed, anxious;

• have difficulty sleeping;

• experience serious physical disease, such as: heart diseases, disorders to the digestive 
system, increases in blood pressure, headaches;

• burnout: this is a set of consecutive reactions to situations of chronic work-related stress. 
It typically includes three categories of symptoms:

 > emotional exhaustion: a feeling of being emotionally drawn, “drained” or “gutted”;

 > depersonalisation or cynicism: an anomaly of self-awareness. It consists of a feeling of  
 watching oneself act, while having no control over a situation. Relations with colleagues  
 and customers become depersonalised;

 > a feeling of non-accomplishment: feeling that you are incapable to meet up to the expec 
 tations of those around you, coupled with withdrawal and a negative attitude to results;

• suicide.

How to prevent stress in the workplace

There are a number of ways to reduce the risk of stress at work. These include three types of pre-
vention:

Primary prevention

It is intended to eliminate stress at its source through:
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• Ergonomics;

• Work and environmental design;

• Organisational and management development;

• Changes in career development opportunities;

• Changes in the work load;

• Changes in the participation in decision-making processes. 

Secondary prevention

It is intended to reduce stress and enable employees to deal with risk factors through:

• education and training

Tertiary prevention

This is remedial and reduces the impact of stress by:

• Providing psychological support to staff affected by a serious or traumatic event (verbal 
abuse, assault, dispute between staff members, work accident of a colleague, etc.);

• Developing more sensitive and responsive management systems and enhanced occupa-
tional health provisions.

USEFUL LINKS

European Trade Union Institute Health and Safety Topics

European Trade Union Confederation Health and Safety Topics

European Agency for safety and health at work website

EFFAT carried out a project entitled: “Fostering the role of EFFAT EWCs - Taking an active role in 
managing stress and psychosocial risks”. The project included an in depth assessment of the phe-
nomenon and the publication of a working tool to deal with the issue in EWCs.
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PRECARIOUS WORK - PRACTICAL GUIDELINES FOR EWC 
MEMBERS AND TRADE UNION OFFICERS

WHAT IS “PRECARIOUS WORK”?

The definition of precarious work generally refers to non-standard employment that is poorly paid, 
uncertain, unprotected and that employees did not want or choose in the first place. Furthermore, 
precarious work encompasses all different kinds of employment, in which workers are likely to suffer 
unequal treatment compared with permanent workers.

Precarious employment normally implies:

• low and uncertain/irregular wages;

• flexible terms and conditions of employment;

• lack of protection against dismissal;

• critical working conditions;

• limited or no access to social protection schemes such as health care, pension contribu-
tions and unemployment insurance;

• absence or limited access to trade union rights;

• absence of collective bargaining power;

• lack of control over working hours;

• low chances of promotion;

• uncertainty about future employment;

• lack of education and vocational training.

Precarious work is frequently associated with the following types of employment:

• fixed-term work;

• temporary work; 

• on-call/ casual work;
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• seasonal work;

• agency work;

• bogus self-employment;

• abuse of apprenticeship and intern programmes;

• part-time employment.

Some of these categories of contracts are not automatically considered precarious, but their abuse 
entails precariousness. This is the case for part-time work, where workers are obliged to accept re-
duced working hours to remain in employment. When this occurs, part-time work is then perceived 
as precarious. 

A precarious job also implies a precarious life, precarious relationships and therefore the impossibil-
ity to plan a comfortable existence easily. A lack of job continuity does not allow workers to improve 
their skills; it therefore becomes even more difficult to obtain a secure job. Furthermore, an exten-
sive use of precarious employment determines the progressive destruction of workers’ individual 
and collective rights, undermining collective bargaining and weakening trade union action. In all its 
forms, precarious work draws disproportionally on the most vulnerable groups of workers; it deepens 
poverty and insecurity, undermines solidarity and entrenches inequality. 

HOW CAN WE TACKLE PRECARIOUS WORK EFFECTIVELY AT EWC LEVEL?
 
Transnational companies play a key role in the fight against precarious work, which is why Europe-
an Works Councils (EWCs) are one of the most valuable tools that trade unions can use to tackle 
precarious work. 

Below are some basic steps that EWC members should follow to expose and counter precarious 
work:

1. EWCs members should take an active role in defining the EWC agenda

Raising issues about precarious work during EWC meetings push Management to provide relevant 
figures and debate about conditions that apply to unprotected workers in the countries where the 
company operates. 

2. EWC members should require Management to take stock of relevant information concer-
ning precarious employment at national level and then report it to the EWC

EWC members should be sent the following minimum information from Management and then be 
consulted accordingly:

• Number or percentage of precarious workers (please see the above-mentioned definition 
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of precarious work) employed by the company in each country and the respective con-
tractual category.

• Operations, departments and workplaces where precarious workers are employed.

• Dynamics: has precarious work increased or decreased over the years in the countries 
where the company operates. Are figures available?

• Job prospects for precarious workers: Annual number or percentage of workers who ex-
perience a transition from a precarious position to a permanent one.

• Why does the company hire precarious workers?

• Does the company have a policy or initiative to reduce the number of precarious jobs? If 
not, why?

• Health and safety protection: Number of work accidents per year that affect precarious 
workers, presence of H&S representatives when accidents happen, costs of H&S per 
precarious worker (insurance, training etc.), number of lost days because of accidents.

• Sick leave figures related to precarious workers: Reasons for sick leave (physical, acci-
dent at work, stress or other psychosocial risks). Is sick leave paid?

• Do precarious workers receive educational and vocational training? How many precarious 
employees are involved in training per year? Does the company fund the training?

• Are there measures in place to assist the social integration of migrant and seasonal work-
ers (language courses, for instance)?

• Restructuring processes: What impact do they have on precarious employees?

• Union membership: Are precarious workers allowed to be union members? How are their 
union rights being protected?

• How do terms and conditions regarding wages, social benefits, health care, pension con-
tributions and unemployment benefits, bonuses, working time, leave and holidays, em-
ployment security and labour intensity differ between precarious employees and regular 
workers?

3. EWC members must check compliance with legislation

EWC members shall, with the support of their unions, always check the compliance of the company 
with national and EU legislation (EU Directive on temporary agency workers, seasonal workers di-
rective, H&S directive, etc.) the ILO Conventions and other legislation that may apply to precarious 
workers.
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4. Requiring the assistance of experts

Whenever applicable, EWC members should always consider being assisted by an expert who can 
provide adequate support in both assessing the working and employment conditions of precarious 
workers and in tackling the issue accordingly.

5. Coordinating the work at national and European level

Management and trade unions/works councils should also deal with precarious work at 
national/local level by following four main steps:

• Taking stock

• Agreeing on action plans to improve working and employment conditions of workers in 
the company, and provide training courses to boost the adaptability and employability of 
precarious workers. 

• Evaluating the national/ local implementation of policies aimed at reducing the number of 
precarious occupations. 

• Reporting back to the EWC.

6. EWC members propose solutions

As EWC members assisted by EFFAT, once we have received figures and information about the 
impact of precarious employment at company level and the policies and action plans that have been 
implemented, we will be able to propose further solutions and counterproposals to minimise and 
tackle the issue. 

EFFAT PUBLICATIONS ON PRECARIOUS WORK

EFFAT website on precarious work

EFFAT study on precarious work

EFFAT Charter on precarious work

EFFAT 10 Key Points to fight Precarious work

EFFAT guidance on the Use of Temporary Agency Workers
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EFFAT STRATEGY TO PROMOTE GENDER EQUALITY IN 
EUROPEAN WORKS COUNCILS
European Works Councils are one of the many tools available to trade unions to reach gender equal-
ity. 

Equal representation: the composition of the EWC should reflect the gender proportion of the work-
force in the respective TNC. 

Equal opportunities: members can contribute to improve the work life of female workers by flagging 
up gender equality issues in the EWC.

MEASURES TO INCREASE THE PARTICIPATION OF WOMEN IN EWCS

• The duties of national trade unions include:

• Attracting and retain women as trade union members;

• Undertaking targeted measures to encourage women to assume responsibilities as work-
ers’ representatives through training, designing meetings, etc.;

• Laying down principles/rules on women’s representation, such as in the Constitution/Stat-
ute, programmes and collective agreements;

• Encouraging women to participate in international meetings;

• Nominating female representatives to SNBs and EWCs.

EFFAT’S TASKS:

• Reminding member organisations to nominate more women in SNBs and EWCs;

• Monitoring the composition of SNBs and EWCs.

• Measures to put gender equality issues on the agenda of EWCs

• The duties of national trade unions:

• Defining a strategy to foster gender equality, with short and long-term objectives, a time-
table and a mechanism to monitor implementation;

• Training all workers’ representatives on gender equality issues;
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• Sensitizing national EWC members to gender equality issues;

• Advocating legislation and provisions in collective agreements that oblige companies to 
cooperate with workers’ representatives/trade unions to promote gender equality.

EFFAT’S TASKS:

• Raising gender equality awareness while negotiating EWC agreements. The EWC must 
be informed and consulted, particularly regarding the composition of the EWC, training 
courses, etc.

• Sensitizing EWC Coordinators and SNB/EWC members on gender equality issues.

• Drawing attention to gender equality issues when restructurings occur, such as the con-
sequences suffered by the female workforce.
Collecting and disseminate information on good practices in EWCs, e.g. working groups  
on gender equality, collecting information on the situation of female workers, social bal-
ance sheets, etc.

RECOMMENDED QUESTIONS TO CENTRAL MANAGEMENT ON GENDER 
EQUALITY
 

• What is the percentage of female employees in the company?

• What fluctuations has this percentage shown over the past two years?

• What is the percentage of female employees in managerial positions?

• What fluctuations has this percentage shown over the past two years?

• What is the percentage of female employees in top management positions (from GM up-
wards)? What fluctuations has this percentage shown over the past two years?

• At what age did women achieve managerial positions in the past two years, compared 
with men?

• What are the percentages of female trainees and of female management trainees?
      What fluctuations have these percentages shown over the past two years?

• Does the company offer part-time jobs in Europe? If so, what percentage of women and 
men take up these offers?

• What are the percentages of women/men in managerial positions in HR?

• What is the company’s policy on equal opportunities in Europe? 

PAGE54

IIIIII VIVIV



• Are there written rules or clearly defined action plans?

• Who is responsible for equal opportunities for women and men in Europe?
      What decision-making responsibilities does this person have?

• At which companies/subsidiaries is there an equal opportunities officer?

• Does Central Management deal with items concerning equal opportunities of women and 
men on a regular basis?

• What in-house provisions are there in Europe to safeguard an optimal work-life balance? 
(Reference is made here – among others – to flexible working hours, company nurseries/
kindergartens, discussions with mothers- and fathers-to-be, continuous training following 
maternity/paternity leave, as well as provisions that go beyond legal maternity arrange-
ments).

• How much did the company invest in the ongoing employee training in Europe in the last 
two years? How many women and men participated in ongoing training programmes?

• What were the average annual earnings of female employees in Europe in the current and 
previous years? How did these earnings develop over the past two years?

• What mechanisms does the company use to secure equal pay for women and men per-
forming comparable tasks? Are there clearly defined rules and regulations? If so, what 
are they?

• Does the company compile regular reports on these topics? If so, where and how often 
do they publish the reports?
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EFFAT POSITION ON CORPORATE SOCIAL
RESPONSIBILITY 

THE 2011 EUROPEAN COMMISSION DEFINITION

In 2011, the European Commission published “A renewed EU strategy 2011-14 for Corporate Social 
Responsibility”. 

This included:

• A new definition of CSR – The responsibility of enterprises for their impacts on society.

• Calls for businesses to respect applicable legislation.

• The recognition that collective agreements among social partners are a prerequisite to 
fulfil that responsibility. 

• The acknowledgement that “CSR contributes to and supplements social dialogue”.

• Emphasis was placed on internationally recognised principles and guidelines as part of 
the strategy:

• OECD Guidelines for Multinational Enterprises.

• The 10 principles of the United Nations Global Compact.

• The ISO 26000 Guidance Standard on Social Responsibility.

• The ILO Tripartite Declaration of Principles Concerning Multinational Enterprises and So-
cial Policy.

• United Nations Guiding Principles on Business and Human Rights.

Furthermore, the 2011-2014 agenda for action provides additional possibilities for reinforcing the 
obligations of multinational enterprises to comply with labour standards, with priority given to sectoral 
strategies and responsible practices throughout the supply chain. 

EFFAT welcomes the new EU definition, as it corrects some of the worst ideas that were being 
promoted in the name of CSR. CSR is not a “voluntary concept” and must not be limited to actions 
“above and beyond legal requirements”. Obeying the law cannot be option. Companies can and 
do violate the law in all countries, and when they do, they are irresponsible with respect to society. 
Companies have responsibilities that are not legally binding but that are always applicable to their 
behaviour. For example, companies always have the responsibility to respect internationally recog-
nised human rights even in countries where governments do not protect those human rights. CSR 
is about integrating responsible behaviour into the company’s day-to-day operations and activities. 
Philanthropy or charity giving must not be used to offset behaviour that has negative impacts on 
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others. Unfortunately, CSR is often seen by the companies as a tool to improve their reputation with 
initiatives taken without involving stakeholders, and in particular the employees. 

With the growth in business-led CSR activities, there is concern that businesses will dominate future 
discussions and decide what is important, without a comprehensive dialogue.

THE EFFAT POSITION ON CSR

EFFAT believes CSR is about how a company addresses its impacts on society. Companies’ behav-
iour cannot be assessed only in terms of economic performances and profits. Instead, companies 
should also be evaluated for the contribution they provide in pursuing the fundamental goals of the 
European Treaties, i.e. improving living and working conditions,  reaching full employment and envi-
ronment protection and fostering the social, cultural and political growth of the European Community.

EFFAT therefore believes that:

• CSR must be a sustained effort – not a public relations exercise.

• CSR policies should equally incorporate the social, environmental and financial aspects 
(the so-called three dimensions) of sustainable development and their connections.

• CSR must not become an excuse to avoid dialogue with unionised workers and their trade 
unions, or an alternative to labour legislation and collective bargaining.

• CSR does not replace social dialogue; it contributes to and complements social dialogue. 

• For workers and unions, the key purpose of CSR is the quality of industrial relations in a 
company. Indeed, it would be a contradiction in terms if a firm that fails to respect workers’ 
rights or apply a collective agreement were regarded as ‘socially responsible’. 

• A business can claim publicly to be responsible only when it first applies the highest stand-
ards internally. 

EFFAT believes that responsible business practices include the following:

• Respecting workers’ and human rights, including the right to form or join trade unions, to 
bargain and to strike. 

• Promoting workers’ participation through ‘true’ consultation and information procedures, 
including in European Works Councils and SE boards. 

• Developing vocational skills and lifelong training for workers.
 

• Respecting health and safety rights, promoting high standards in health and safety and 
adopting preventive measures throughout the entire supply chain in cooperation with the 
unions.
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• Promoting gender equality.

• Establishing an efficient social dialogue and good industrial relations that include finding 
constructive ways for social partners to work together.

• Anticipating and managing changes and restructuring by fully involving employee repre-
sentatives 

• Enhancing the quality of work throughout the entire supply chain.

• Respecting the rights and supporting the employment of vulnerable groups such as young 
people, precarious workers, disabled people and migrants.

PRACTICES

EFFAT is particularly interested in focusing on matters most tightly connected with working condi-
tions and labour standards. Therefore, EFFAT welcomes CSR practices that point in this direction 
and result from agreements with employee representatives. These include:

• Agreements extending labour rights and a joint and several liability along the supplier and 
subcontractor chains.

• Charter of values: when these allow global-sized companies to implement these values 
beyond the EU borders.

• Code of conducts: when these are negotiated and not unilaterally adopted by Manage-
ment and provide with a follow-up procedure in which trade unions are involved.

• Initiatives/ pledges/ agreements that promote youth employment in the company.

• Health and safety initiatives/ agreements.

• Initiatives that promote sustainable employment in the company. 

CSR AND EWCS – WHAT NEXT?

EFFAT believes that as a first step, EWC members and coordinators should include the discussion 
on CSR policies as a permanent item on the EWC agendas (Please use the EFFAT draft agreement 
as reference on page XX). The discussion about CSR policies should develop by embarking on a 
joint path with the company’s Management. A positive way to start the discussion on CSR is by using 
the working tool provided by the ETUC, available in several languages. This document contains a 
checklist that can be used by affiliates, EWC members and Coordinators:

ETUC Toolkit on Corporate Social Responsibility (CSR). 
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EUROPEAN WORKS COUNCILS AND SOCIAL AUDITS

DO WE NEED THE SOCIAL BALANCE?

Every day TNCs investigate a number of countries and markets in order to exploit better production 
conditions. In fact, working conditions and production costs influence decisions on delocalisation and 
investment. 

In this regard, the main challenges of trade union work at cross-border level include the following:
 

• Improving working conditions throughout Europe and keeping in mind that salaries are 
crucial, but not the only issue, nor the most important.

• Avoiding social dumping, which can also occur in the transnational company itself and 
even in the same plant. 

EWCs can play a crucial role in this sense and be extremely useful for trade unions, as they can 
indeed monitor a company’s behaviour and identify unfair practices and breaches in the European 
or national labour laws and standards.

Tools

In order to achieve these goals, the EWC should have sufficient knowledge of the group and of the 
working conditions that it implements in its production plants and subsidiaries.

Every EWC should use social balance practices as a tool.

Methodology

It is difficult to point out a single model or structure for social balance. Indeed, it is strictly related to 
the company structure, production branches and goals that we would like to pursue. The examples 
given in the questionnaire at the end of this document are a sample of the items most frequently 
investigated in the past.

The company should have the obligation to deliver the social balance at the yearly EWC meetings, 
failing which, EWC delegates should ask for sufficient resources to build the social balance them-
selves.

Questionnaires

Without being too ambitious, steering committees can nonetheless promote/initiate investigations on 
working conditions and items that have been flagged up in a specific context. A questionnaire can be 
drawn up and each delegate can circulate it in their own country. To encourage this exercise, EFFAT 
has created the following template, available in various languages.

Social audit questionnaire
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THE IMPORTANCE OF COORDINATING COLLECTIVE 
BARGAINING NEGOTIATIONS IN TRANSNATIONAL 
COMPANIES

Cross-border trade union coordination of collective bargaining policies at transnational level is a 
purely union-driven process. Employers have no interest in coordinating at cross-border level how 
wages and working conditions are determined. On the contrary, companies – in particular multina-
tionals – actually benefit from the wage differentials among countries and regions. They also take 
advantage of different systems of industrial relations and labour market regulation. The international 
mobility of capital exceeds that of labour. Companies operating at a transnational scale enjoy a bar-
gaining advantage inasmuch as  they can threaten to relocate their production to another country or 
region, regardless of whether or not this threat is actually going to be followed by action. The birth of 
multinational companies as bargaining agents has therefore altered the balance of power between 
organised labour and capital. Insofar as it is in a position to threaten relocation, the Management of 
a multinational company is at an advantage in its negotiations with labour.

That is why, in EFFAT’s view, collective bargaining coordination in transnational companies is  crucial 
to develop an effective cross-border trade union strategy. Only through this exercise accompanied 
by cross-border solidarity, unions can indeed set common bargaining goals and increase their nego-
tiating power, to avoid being played off against each other.

Below is a collective bargaining questionnaire, drafted by the EFFAT Secretariat and translated into 
various languages. 

We believe this document can prove extremely useful in the daily work of our affiliates and for our 
EWC coordinators. The aim of the questionnaire is to collect relevant information about the main 
issues negotiated during collective bargaining at national level. The information collected will be very 
useful for the work carried out by national trade unions, EFFAT and EWC members and will help in 
better coordinating trade union work at transnational company level. 

The questionnaire poses some general questions about the main issues that are normally subject to 
collective bargaining at national level, but it can be complemented by additional questions to tailor it 
to the needs of a specific company. 

The EFFAT Secretariat encourages you to use this questionnaire.
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ESTABLISHING EWCS IN CROSS-SECTORAL 
TRANSNATIONAL COMPANIES 
THE OUTCOME OF THE MUMMIA PROJECT 

The geographical and sectoral perimeter of transnational companies (TNCs) is continuously chang-
ing. In order to be more competitive, they pursue business diversification strategies and increase the 
number of countries where they operate and the portfolio of products and services offered. 

TNCs Central Managements adopt corporate decisions such as acquisitions, mergers, take-over, 
relocations, closures and redundancies so expeditiously that the employee representatives find it dif-
ficult to exercise any influence. EWCs or similar bodies of information, consultation and participation 
allow employees of various countries to get involved and play a role in the company decision-making 
process. 

Nevertheless, the establishment of European Works Councils (EWCs) is a complex and lengthy 
process. In multi-sectoral transnational companies the complexity is even higher as there are more 
actors involved. In addition, these actors do not only represent different national but also different 
sectoral interests and industrial relations cultures.

The Mummia Project has addressed the issues related to the establishment of a EWC in cross-sec-
toral transnational companies.

Please find all the material of the Mummia project here

PAGE61

IIIIII VIVIV

https://drive.google.com/folderview?id=0Bxp66q5oiYKuMldVRlJvcU9adnc&usp=sharing


PAGE62

IIIIII VIVIV

ETUI QUESTIONNAIRE: EWC QUALITY ASSESSMENT
QUESTIONNAIRE 1 - EVALUATING THE QUALITY OF MY EWC AGREEMENT 

Aim of the exercise

To analyse and assess the quality of the EWC agreement of the group by comparing it
with another agreement and the legal framework of the 2009/38 Directive.

Questionnaire 1  

QUESTIONAIRE 2 - ASSESSMENT OF THE EWC ACTIVITIES

Aim of the exercise

The questionnaire analyses the quality of the EWC with regard to four major subjects:

 > information;

 > consultation;

 > communication;

 > organisation.

Questionnaire 2

http://www.effat-ewc.org/resources/etui-questionnaires
http://www.effat-ewc.org/resources/etui-questionnaires


FOSTERING TRADE 
UNION COORDINATION IN 
TRANSNATIONAL COMPANIES

PART VI
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INTRODUCTION

As stated at the beginning of this publication, EFFAT believes that European Works Councils are 
not competitive structures with respect to trade unions, but are indeed a tool for our organisations 
and a platform to develop better coordination and have more say on companies’ decision-making 
processes.

The EFFAT Company Policy department is responsible for coordinating the work of EFFAT affiliates 
in Transnational Companies that operate in our sectors of competence. To do so, EFFAT works on a 
daily basis to promote solidarity across borders among its affiliates and to develop a common trade 
union strategy in transnational companies.

This last part of the brochure therefore provides practical tools for our members to achieve a stronger 
coordination and cooperation in transnational companies.
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BUILDING A TRADE UNION STRATEGY TO FIGHT 
DELOCALISATION - THE EFFAT CODE OF CONDUCT FOR 
EUROPEAN INDUSTRIAL POLICY

Nowadays, an increasing number of companies in the food, beverages and tobacco industries trans-
fer entire factories and individual production units as part of their business strategy. Experience 
shows that the announcement and actual carrying through of such transfers frequently serves as 
a means for the company to avoid taxes, dismantle social gains, introduce less favourable working 
time arrangements and cut wage costs. Moreover, these ruthless practices are often carried out with-
out considering the role of the unions and by blatantly attacking democratic values in the workplace.
 
In order to tackle these issues, EFFAT has adopted a Code of Conduct for European Industrial Policy

Similar codes of conduct can be adapted to the specifics of single transnational companies.

Please see the Coca-Cola Code of Conduct, adopted by the EFFAT Coca-Cola Coordination Group 
and backed by the EFFAT Executive Committee. 

Another example is the Mondelez Code of Conduct, adopted by the Mondelez EWC. 
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RESTRUCTURING PROCESSES
THE FAILINGS OF THE CURRENT EU LEGAL FRAMEWORK 

Since the late 90s, the EU has established a number of legal frameworks that aim at providing 
minimum standards for employee rights and employer obligations in situations of restructuring. The 
Commission first consulted formally with the European cross-sector social partners on this issue 
in 1997. The reason for this was given by a case of restructuring carried out by the French motor 
manufacturer Renault in 1997, when the company decided to close its plant in Vilvoorde, Belgium, 
without prior information and consultation of the workforce. Following the consultation of the EU-level 
cross-sector social partners, the Commission drafted a new Directive on national information and 
consultation of employees (Directive 2002/14/EC).

There are other EU Directives that deal with restructuring, in terms of establishing conditions for 
informing and consulting the workforce about any plans to restructure that may have an impact on 
employment, including in events such as collective redundancies, company transfer or insolvencies:

• Directive on collective redundancies adopted in 1975 (updated by Directive 1998/59/EC) 

• Directive on safeguarding workers’ rights in the event of transfers or mergers adopted in 
1977 (revised by Directive 2001/23/EC) 

• In 1980, the EU Directive 80/987/EEC (amended by Directive 2002/74/EC) obliged Mem-
ber States to set up an institution to guarantee workers’ salaries and other entitlements in 
case of insolvency, bankruptcy or liquidation of a company. 

• In 1994, the EWC Directive (revised by the Directive 2009/38/EC) defined minimum infor-
mation and consultation rights in Transnational Companies in the European Union with at 
least 1,000 employees in the EU Member States and with at least 150 employees in each 
of at least two Member States.

• In 2002, Directive 2002/14/EC established a general framework for informing and con-
sulting employees in companies with 50 employees or more on specific issues, including 
restructuring. 

• Finally, the involvement of employees is provided for in companies that adopt the Europe-
an Company Statute (Directive 2001/86/EC), the European Cooperative Society Statute 
(Directive 2003/72/EC) or that result from a cross-border merger (Directive 2005/56/EC).

However, this patchwork of legislative regulation has not prevented cases where the workers’ rights 
to be informed and consulted have been plainly ignored, in particular when it comes to restructuring 
and mass redundancies. A notorious case –  not dissimilar to the Vilvoorde case in 1997 – unfolded 
in Greece in 2013, when the state-owned broadcasting company ERT announced the layoff of over 
2,500 workers without prior information, consultation or participation of workers’ representatives.
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EFFAT and the ETUC have therefore demanded the improvement of the information and consul-
tation framework, to be able to anticipate and manage changes in the case of mergers, takeovers, 
plant closures, mass layoffs and other significant changes, such as reorganisation and restructuring. 
This demand has been stressed once more under the so-called 2012-2013 ‘fitness check’ carried out 
by the European Commission in 2012-2013 on three directives, which deal with the information and 
consultation of workers. You can read the ETUC demands in this Resolution

THE INADEQUACY OF THE COMMISSION’S RESPONSE

Looking at the major trends in corporate restructuring since the crisis, EFFAT and other ETUFs have 
highlighted in particular:

• the increase in mainly financial and cost driven short-termism in corporate strategies and 
adjustments; 

• an increase in unfair dismissals;

• a growing number of companies that are restructuring, closing down or moving to other 
countries in order to dodge ‘consultation requirements;

• an increasing amount of bankruptcies declared by Management in order to replace  rela-
tively secure contracts with cheaper ones, and circumvent labour law requirements;

• a significant increase in highly flexible and often precarious forms of employment (e.g. 
agency work) as an effect of internal restructuring.

Therefore, most restructuring operations are driven by cost cutting incentives, and companies simply 
forget or do not deal with anticipatory management of change in a satisfying way. 

Unfortunately, the answer of the European Union to this critical scenario is still too weak and inade-
quate.

After over a decade of intensified research on restructuring, fuelled by various Communications and 
a Green Paper by the Commission, joint activities by cross-sectoral and sectoral social partners, 
in January 2013 the European Parliament endorsed a report urging the European Commission to 
propose a general framework on the management of change and restructuring, the so-called Cercas 
Report.

The proposal is part of a learning curve that stems from the overall frustrating results of the activities 
outlined above. In response to this report, at the end of 2013 the European Commission issued a 
Quality Framework for anticipation of Change and Restructuring (QFR). This ‘quality framework’ — 
due for review in 2016 – consists mainly of a collection of very general principles and recommen-
dations on best practices, to be implemented by stakeholders, social partners and local authorities 
in particular. With the QFR, the European Commission has once more taken an approach on antic-
ipating and managing restructuring processes in a socially responsible way that is purely voluntary. 
The ETUC and EFFAT are highly sceptical about the practical effects of this voluntary framework. 
Commenting on the Communication, the ETUC regretted that “we have enough evaluations of best 
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practices” and called for political action.

The ETUC and EFFAT believe that the QFR only increases frustration and disappointment among 
the workers in Europe who experience restructurings not as an exception but as part of their daily 
life. The ETUC together with the ETUFs stressed that such a voluntary approach and the establish-
ment of a separate information-consultation-participation mechanism for restructuring will not work, 
in particular in the light of the current situation of financial, economic and social crisis and growing 
inequalities between EU countries as well as within transnational companies themselves.

ETUC AND EFFAT LANDMARKS FOR A LEGAL FRAMEWORK ON 
RESTRUCTURING

EFFAT and the ETUC believe that a socially sustainable and responsible approach to anticipating, 
planning and managing change and restructuring should be drastically different from the current 
short-term corporate governance system, which prioritises shareholders’ interests. Workers end up 
bearing the costs, i.e. loss of employment and income, lack of skills and opportunities and suffer 
health consequences, whereas a responsible company should adopt an approach that is sustainable 
in the long-term, based on stakeholder participation to ensure adequate information and consultation 
rights throughout the subcontracting chain. 

Moreover, an efficient and socially balanced anticipation of change and management of restruc-
turing requires much more than just sharing information and exchanging views. It goes beyond the 
prevailing concept that workers’ representatives and trade unions are chiefly responsible for the 
management or ‘after care’ of the social consequences of restructuring. It requires a more funda-
mental approach to corporate governance and industrial democracy that not only consists of early 
and adequate information and consultation practices, but that also promotes workers’ involvement in 
the day-to-day life of the company, based on cooperation and mutual trust.

This broader understanding of the involvement and participation of workers requires a stronger and 
renewed architecture of democracy in the workplace, combining high standards of information and 
consultation with further innovative approaches that increase the influence of workers. In this re-
spect, the resolution Towards a new framework for more democracy at work by the ETUC Executive 
Committee, adopted in October 2014, defines the key elements of this holistic approach to the in-
volvement of workers .

LEARN MORE ABOUT ETUC AND EFFAT POSITIONS AND PROPOSALS

To learn more about the ETUC and EFFAT proposal on how to deal responsibly with restructuring 
processes, we invite you to read the ETUC report Revisiting restructuring, anticipation of change and 
workers participation in a digitalised world. The paper aims at providing background material and 
information on current trends and changes in corporate restructuring, summarising key shortcom-
ings in the European frameworks and regulations. It also focuses on the participation of workers in 
restructuring, and outlines the key aspects of a fair model for dealing with restructuring (pages 18-
19) and a better anticipation of change at company level and beyond.
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THE EFFAT GUIDELINES FOR DEALING WITH RESTRUCTURING

Promoting a stronger legislative EU framework is essential, but it is also clear that trade union pre-
rogatives are the primary tool. Corporate restructuring at all levels – i.e. in case of mergers, acquisi-
tions, plant closures, production transfer, outsourcing, shared service centres, downsizing, strategic 
repositioning etc. – has become a constant feature in recent times. Globalisation, rapid technological 
changes, the dominant liberal ideology and the driving role played by financial markets, have all 
contributed to accelerating change in today’s economy. Although there are existing national and EU 
legal rights and practices, there is a need to develop joint strategies at European level. For years, 
EFFAT has made this an urgent matter and has developed an Industrial Code of Conduct. To tackle 
the issue of restructuring, EFFAT has also adopted some guidelines as an additional tool to assist 
EFFAT members in preparing and carrying out a strategy to avoid or at least limit the negative con-
sequences on employment.

Read the EFFAT Guidelines on how to deal with restructuring here
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TRANSNATIONAL COMPANY AGREEMENTS 

THE ETUC PROPOSAL FOR AN OPTIONAL LEGAL FRAMEWORK

Over the last decade, the number of TCAs among transnational companies headquartered in the 
European Union has increased. A few of these, although not many, were negotiated in the sectors 
that EFFAT deals with.

TCAs have been negotiated without a specific legal framework. To a certain extent, this situation has 
certainly provided an incentive to the development of TCAs, as the social partners enjoyed huge 
flexibility to explore innovative forms of negotiation. On the other hand, the lack of a specific legal 
framework for TCAs raises several questions regarding the negotiation process, the actors involved, 
the content of TCAs and their implementation.

The European Parliament took part in the debate around transnational company agreements and 
their impact on industrial relation systems at national level and gave a clear orientation by adopting 
a resolution in 2013: Resolution of the European Parliament on ‘cross-border collective bargaining 
and transnational social dialogue’ (Rapporteur Thomas Händel).

In order to address all these questions from a trade union perspective, in recent months the ETUC 
has called the ETUFs to take part in intensive talks about the potentials and future of the TCAs. The 
talks led to an open dialogue with Business Europe and the European Commission. The outcome 
of this intensive discussion is the recent ETUC proposal for an EU legal act to establish an optional 
legal framework for negotiating and managing Transnational Company Agreements, signed by a 
European Trade Union Federation on one side, and by the Management of a multinational company 
on the other. The proposal is still in its draft form. 

The most relevant parts of the proposal include:

• An opt-in clause;

• The direct impact of TCAs at national level; 

• ETUFs as official signatory party from the employee side;

• EWCs can potentially be involved in the discussion but do not have any legal recognition 
to sign;

• Non-regression Clause;

• Disclosure of the mandate: the ETUFs are officially mandated by their affiliates with an 
internal procedure;

• The establishment of a mediation body for dispute resolutions. 
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For more information about the debate and the ETUC draft proposal click on the following links:

• The ETUC Report: Towards a Legal Framework for Transnational Company Agreements;

• The ETUC Resolution Proposal for an Optional Legal Framework for transnational nego-
tiations in multinational companies, adopted at the ETUC Executive Committee on 11-12 
March 2014;

• ETUC Report: Building an enabling environment for voluntary and autonomous negotia-
tions at transnational level between trade unions and multinational companies;

• The ETUC draft proposal for a decision on the establishment of an optional legal frame-
work at European level for transnational company agreements

THE EFFAT POSITION ON TCAs 

Although this is still an ongoing debate, EFFAT fully understands in principle the benefits of a le-
gal framework that would give TCAs clear and direct legal effect. At a time in which the European 
Commission is not taking any initiatives on social policies, a tool such as this would be a significant 
achievement. The initiative would also help fight social dumping (which undeniably exists in TNCs 
themselves) and promote the establishment of a floor of minimum social rights. EFFAT therefore 
supports the ETUC initiative in principle.

However, the discussion about TCAs and, more in general, the ETUC proposal for an optional legal 
framework is a sensitive matter, and requires an internal discussion among EFFAT governing bod-
ies. An official position will be ready in the upcoming months. 

As an important part of the ETUC proposal refers to the internal procedures of ETUFs for mandates 
to start TCA negotiations, we believe it is important to include the EFFAT Procedure to Negotiate Eu-
ropean level Agreements with Transnational Companies in the publication. The document has been 
discussed in the past among EFFAT governing bodies and the debate concerning its provisions will 
be relaunched soon. 
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https://collective.etuc.org/node/80
https://www.etuc.org/documents/etuc-resolution-proposal-optional-legal-framework-transnational-negotiations-multinational#.Vxjhovl97cs
https://www.etuc.org/documents/etuc-resolution-proposal-optional-legal-framework-transnational-negotiations-multinational#.Vxjhovl97cs
http://www.effat-ewc.org/resources/etuc-tca-report-and-olf-proposal
http://www.effat-ewc.org/resources/etuc-tca-report-and-olf-proposal
http://www.effat-ewc.org/resources/etuc-tca-report-and-olf-proposal
http://www.effat-ewc.org/resources/effat-procedure-negotiate-transnational-agreements
http://www.effat-ewc.org/resources/effat-procedure-negotiate-transnational-agreements


EFFAT EWC COORDINATOR AGREEMENT
This agreement is signed on ………. …………….. 20…
Between

1. EFFAT

2. [Insert Name of Affiliate]

3. [Insert Name of Coordinator]

Whereas

1. EFFAT is the sole recognised European social partner comprised of trade unions in 
the food, agriculture, tourism and allied sectors;

2. The trade unions under the EFFAT umbrella must be represented in European Works 
Councils by an ‘EFFAT Coordinator’ in order to ensure the legitimacy of these EWCs 
and to promote a coordinated European trade union standpoint in the workforce’s 
interest;

3. The EFFAT Rules on Supporting European Works Councils (EWCs).

The following is hereby agreed:

1. An EFFAT Coordinator appointed according to the EFFAT Rules is hereby assigned to the [Insert 
Name of company] European Works Council, referred to hereafter as the ‘EWC’.

2. The EFFAT Coordinator shall be a [Insert Name of Affiliate] officer. The [Insert Name of Affiliate] 
will be referred to hereafter as the ‘Coordinator’s union’.

3. From the date of validity of this contract, the [Insert Name of Coordinator] EFFAT Coordinator 
shall be referred to as the ‘Coordinator’.

4. The EFFAT Secretariat is responsible for providing assistance and support to the Coordinator in 
the pursuit of their office.

5. The role of the Coordinator will be defined by the key tasks of their office, which are as follows:

1. Represent all the EWC trade unions that are affiliated to EFFAT;

2. Liaise, as needed, between the EWC, the EFFAT Secretariat and EFFAT trade unions; 

3. Provide support as trade union expert to EWC employee side; 

PAGE72

IIIIII VIVIV



4. Encourage teamwork, internal communication and other positive developments among 
EWC employee representatives, both during and between meetings;

5. Assist the employee representatives in finding a unanimous voice; 

6. Monitor Central Management compliance with the EWC agreement and the law;

7. Take a leading role as advisor in any renegotiation of the EWC agreement in cooperation 
with the EFFAT Secretariat;

8. Attend EWC and select committee meetings (if relevant) without receiving any compen-
sation;

9. Maintain records of these meetings and make them available to the EFFAT Secretariat 
and interested EFFAT trade unions;

10. Keep the EFFAT Secretariat informed with written reports about EWC ongoing activities 
and relevant events in the company;

Comply with EFFAT policies relating to EWCs as agreed by official bodies;

Attend EFFAT meetings, conferences and training events regarding EWCs.

6. The Coordinator undertakes to respect their duties and to carry out their role in cooperation and 
with the assistance of the EFFAT Secretariat. 

7. The Coordinator’s union undertakes to ensure that the Coordinator is able to respect their duties 
and to carry out their role. They will  endeavour to ensure that the Coordinator has the time and 
resources necessary to do this. They also undertake to inform the EFFAT Secretariat when the 
Coordinator is no longer able to continue in office.

8. In the event that, for whatever reason, the Coordinator can no longer carry out their key tasks 
and/or duties, they will be removed from that office by agreement between the Coordinator’s 
union and the EFFAT Secretariat.

9. In the event that the officer assigned as Coordinator is no longer able or willing to continue in that 
office, the Coordinator’s union may propose a replacement who is also an officer of that union 
and who has knowledge and/or experience of EWCs and/or the company concerned. The pro-
posal must then be approved by the EFFAT Executive Committee before finalising it. 

10. In the event that the Coordinator’s union is no longer able to provide a suitable officer to act as 
Coordinator, the office will be assigned to a member of the EFFAT Secretariat until a suitable 
alternative can be arranged. 
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