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FOREWORD

The Year 2001 marks a turning point in the history of the European Union, now firmly on the path towards unification with the forthcoming membership of the applicant countries. But a deeper Union is not yet on the agenda, and the inadequacies of the Treaty of Nice are so obvious that a new process has already been launched in order to decide the future shape of Europe.

2001 also introduces a new stage in the life of EUROCADRES, since the June Congress will mark the beginning of the third term of office since we began in 1993, after eight years of work, exchanges and initiatives on behalf of professional and managerial staff in Europe. 

A congress, held once every four years, always provides an opportunity both to review the past and look to the future. This introductory report, which was written in March 2001, shares this aim. We wanted a summary which would make it easier to grasp the main issues at stake. This is not, therefore, a detailed report of the period 1997-2001, but a general outline to shed light on the choices which must be made for the future.

It is therefore organised into five sections:

1. The European background

2. European professional and managerial staff

3. Main areas for action

4. European interventions

5. The development of EUROCADRES

1. The European background
Since the Treaty of Rome in 1957 Europe has made several decisive choices, most recently the single currency and the process of enlargement to the applicant countries. But vital decisions still lie ahead, affecting the economic, social and political lives of all professional and managerial staff, and all citizens of Europe. 

1.1 Deepening and enlarging the European Union

Discussions with the applicant countries regarding the enlargement of the Union have been going on for several years. In order to move into a more active stage, it was agreed that the Union's structures needed to be amended to provide decision-making procedures which would work properly with a larger number of Member States. This was the task of the Intergovernmental Conference called to draw up the Treaty of Nice. When elections to the European Parliament were held in June 1999, EUROCADRES called for a new impetus in Europe
 based on a stronger political Union, with more effective and democratic institutions, and on guarantees for fundamental civil and social rights. 

A Charter of Fundamental Rights was adopted at the Nice summit in December 2000. It represents an important stage in the construction of a social and citizens' Europe, but is still too narrow and needs improvement. The Treaty of Nice has the sole merit of providing a basis for continuing discussions with the applicant countries. If these discussions are to reach a rapid and satisfactory conclusion, the social partners must be closely involved at every level, guaranteeing membership without the risk of social dumping and a "skills drain". This Treaty does not resolve the institutional problems which are handicapping the effective running of the Union. This naturally disturbs professional and managerial staff, both as citizens and as professionals working in business and administration. Awareness of the inadequacies of the Treaty has provoked a debate on the future of the Union. This must be an in-depth discussion. EUROCADRES, in line with ETUC thinking, must play its part in the hope of reaching a constitutional pact setting out the powers and the architecture of the Union, introduced by a revised version of the Charter of fundamental rights.

1.2 Maintaining the pressure for full employment

With the Amsterdam Treaty, in late 1997, employment was recognised as one of the objectives of the European Union. It was time to take a more coordinated approach in Europe to the damage caused by the tragedy of unemployment. Professional and managerial staff have been hit hard by unemployment, though not as severely as other groups of employees. In 1994 we organised the first European colloquium on the employment of professional and managerial staff in Europe, and we have continued to work consistently at both national and European level. The resolution
 voted at our General Assembly in Velm in 1998 stressed the importance of a real effort on the part of everyone concerned at every level - local, national, sectoral and European.

Today, many jobs have been created by coordinated efforts leading to an improvement in the economic situation. The reduction of working time has played its part. There is now a lack of highly qualified staff in certain fields, yet unemployment is only falling slowly and remains at often unacceptable levels. 

The process launched by the Luxembourg summit at the end of 1997 has led to the annual drafting of European employment guidelines, implemented in each Member State by national action plans which are evaluated by the Community. The social partners are involved in the various stages of this process. 

Since the beginning, EUROCADRES has urged the partners not to restrict this to a general approach but to take more account of the range of sectors and qualifications concerned. Additionally, we must not overlook the European dimension and should take a firm approach to the continuing obstacles to mobility. We have repeated this several times at meetings of the Standing Committee on Employment. Nationally, several member organisations are involved in the National Action Plans and have made the same point. These efforts, however, should be stepped up in the current situation.

The Lisbon summit in Spring 2000 decided the objective of full employment, and the development of knowledge and innovation were recognised as vital factors in economic growth and employment. This is a positive step, since both basic and continuing training should contribute to personal fulfilment, strengthen the potential of qualifications and overcome the shortages of highly qualified staff which have appeared in certain areas. 

Growth in Europe is dependent on the qualifications of its peoples. Too many individuals still have few or no vocational qualifications. Setting this right must remain a priority. Further, we must overcome the shortage of high-level skills and qualifications which exist. The answer cannot lie in importing a large labour force from third countries, which creates a dangerous skills drain for those countries. In Germany, for example, the trade unions, without opposing limited access for IT specialists, have criticised both the training policy and employers for failing to react in good time to the development of the information society. They are in favour of stepping up training in the new technologies. 

For the applicant countries, joining the European Union should bring with it the right to freedom of movement whilst taking care not to trigger a brain drain away from these countries. Similarly, whilst developing scientific exchanges, we should be careful to avoid a skills drain from European countries in the direction of the United States. This should be an integral aspect of a dynamic research and development policy.

In preparing for the Stockholm summit of March 2001, The European Commission chose ten priorities for "realising the European Union's potential". Among these, the first was  "more and better jobs", then "a new European labour market, open to all with access for all", followed by "the IT skills gap" , "research, innovation and enterprise" and "frontier technologies". Obstacles to mobility were mentioned, including the problems of recognition of qualifications and the transferability of supplementary pension rights. 

This meets the demands on which EUROCADRES has been lobbying the Commission and, in recent months, the French Presidency. This is, therefore, an important step forward for us, although we are fully aware that ambiguities remain. The aim of full employment must be maintained when economic circumstances become more uncertain. The macroeconomic social dialogue should not be overlooked if the European Union is to remain on track for the 3% growth needed for full employment and competitiveness. It should also be clear that the removing obstacles to mobility must lead not to deregulation but to the development of appropriate rules so that the option of mobility can be freely choosen, under good conditions. It is also important to ensure consistency with other European measures, such as the employment guidelines in which mobility is merely mentioned, for the first time, and which lay more emphasis on lifelong learning. 

For the future EUROCADRES considers the following aspects to be of particular importance:

· Efforts to improve anticipation of changes, with employment being actively managed at every level, in terms of quantity (numbers of jobs) and quality (necessary qualifications and skills).

· Stepping up training policies to meet individual expectations and to overcome skills and qualifications shortages.

· A range of the approaches depending on the sectors and qualification levels concerned. These approaches must, inter alia, be based on more exact statistical knowledge and the establishment of the Observatory for industrial change.

· Building a European employment area, removing obstacles to mobility and improving access to jobs in other European countries, by developing EURES with the social partners' participation and bringing this service closer to the public concerned, including professional and managerial staff.

· Measures to encourage women's access to professional and managerial positions.

· Special attention to the long-term unemployed.

· Increased efforts in research and development.

These aspects must guide EUROCADRES actions at the European level – particularly within the Standing Committee on Employment – and the active measures taken by national member organisations, inter alia in finalising the national employment action plans.

2. EUROPEAN PROFESSIONAL AND MANAGERIAL STAFF

2.1 More professional and managerial staff in Europe

In European countries, professional and managerial staff normally represent about 15 to 20% of employees. Their professional activities are characterised by high skills levels (acquired through training or experience) and by the exercise of responsibility. In 1978 the ILO established an international definition corresponding to groups 1 and 2 of the ISCO-88 standard international classification of professions, which is the basis of EUROCADRES's activities. The European statistical services (EUROSTAT) also use this international classification, and only in 1997 began to publish data on the number of professional and managerial staff in the 15 Member States of the Union. 

The latest data available show that there are more than 24 million professional and managerial staff in Europe (1999 labour force survey), and that the trend is sharply upwards (the 1997 survey indicated a total of 22.8 million professional and managerial staff), as a result of increasing qualifications and the tertiarisation of the economy. As the following table shows, the proportion of professional and managerial staff varies from one country to another. This undoubtedly reflects varying employment structures, as well as different approaches to the same ISCO statistical definition. It will probably be some years before a common picture can emerge.

	in thousands
 of employees
	NUMBER

TOTAL EMPLOYEES
	NUMBER OF 
EMPLOYED PMS
(ISCO 1- 2)

	Belgium
	3 299
	867
	26.3 %

	Denmark
	2 457
	446
	18.2 %

	Germany
	32 193
	4 889
	15.2 %

	Greece
	2 245
	414
	18.4 %

	Spain
	10 771
	1 600
	14.9 %

	France
	19 989
	2 980
	14.9 %

	Ireland
	1 088
	307
	28.2 %

	Italy
	14 782
	1 850
	12.5 %

	Luxembourg
	160
	31
	19.4 %

	Netherlands
	6 730
	1 712
	25.4 %

	Austria
	3 175
	475
	15.0 %

	Portugal
	3 499
	339
	9.7 %

	Finland
	2 011
	527
	26.2 %

	Sweden
	3 589
	721
	20.1 %

	United Kingdom
	23 832
	7 098
	29.8 %

	TOTAL (EU15)
	129 819
	24 256
	18.7 %


Number and proportion of professional and managerial staff employed in Europe

Source EUROCADRES 2000 - EUROSTAT data: Labour force survey 1999

ISCO = International Standard Classification of Occupations - 88.

It is important to note that we are far from achieving equal opportunities for professional and managerial staff. The average proportion of women professional and managerial staff in categories ISCO 1 and 2 is 41.5% in EU15. But this conceals still more marked inequalities: 

· ISCO 1 (managers) include only 29.1% women,

· ISCO 2 (professionals) includes 46.9 % women, but no more detailed breakdown of the figures, which might show big differences between occupations, is available.

	in thousands
 of employees
	Women 
	Men 
	TOTAL

	ISCO 1: managers
	2 135

29.1 %
	5 198

70.9 %
	7 333

	ISCO 2: professionals 
	7 938

46.9 %
	8 985

53.1 %
	16 923

	TOTAL PROFESSIONAL AND MANAGERIAL STAFF
	10 073

41.5 %
	14 183

58.5 %
	24 256


Women and men as a proportion of professional and managerial staff employed in Europe

Source EUROCADRES 2000 - EUROSTAT data: Labour force survey 1999

ISCO = International Standard Classification of Occupations - 88.

Very few women gain access to the highest positions as executive heads of organisations. Where figures are available, they show women holding from 1 per cent to 5 per cent of executive positions

As  mentioned before in connection with employment data, the available statistical information needs to be improved and these developments should be analysed.

2.2 European professional and managerial staff: varied occupations, 

different organisational modes, a common identity

European professional and managerial staff, that we represent, carry out very varied jobs, sometimes with the emphasis on managers, sometimes with more professionals, sometimes a mixture of the two. They are found in every public and private sector, large enterprises and small, public services and administration. 

It is hardly surprising that the types of organisation chosen by professional and managerial staff vary a good deal. Among other things, they depend on the nature of industrial relations in the various countries. So there are professional and managerial trade unions affiliated to general confederations, professional and managerial staff confederations, unions, associations, or secretariats for professional and managerial staff linked to general confederations. In some countries, certain professional and managerial staff are excluded from the scope of collective agreements whilst others are covered. In different forms, professional and managerial staff organisations negotiate employment conditions with employers and have achieved legal or contractual progress.

Individualisation is increasing rapidly, which brings the role of collective bargaining and collective agreements into question. If this is true for many employees, it is professional and managerial staff who are most affected, leading their organisations to attempt to bring influence to bear on this process, trying to negotiate or control it, and even beginning to organise some groups of self employed workers.

These aspects emerged during the discussions which we organised for the study carried out by Emmanuel Mermet
 and conducted by EUROCADRES in cooperation with the European Trade Union Institute with financial support from the European Commission. This study is available from our Secretariat.

Beyond all these differences, professional and managerial staff share a strong sense of professional identity. In every European country, they are involved in changing management approaches which, though not identical, are influenced by the same trends. They frequently cope with heavy workloads. They are often involved in the internationalisation of economic life, which leads to the internationalisation of their activities. These common aspects lie at the heart of the identity - diverse as always in Europe - of European professional and managerial staff.

We must continue to develop the pooling of information and experience between EUROCADRES member organisations regarding the ways in which professional and managerial staff are organised and involved, to improve mutual knowledge, identify changes and encourage convergent initiatives. The forthcoming Congress should also be an occasion to discuss innovative approaches to unionisation and organisation.

2.3 Changing roles

Of course these facts are not set in stone. Economic and technical upheavals, changing enterprise structures and transformations in society are bringing about profound changes in the role of professional and managerial staff. 

Their management responsibilities are influenced by developments which pull in opposing directions. Growing pressures to increase shareholder value are leading to the adoption of management practices which are profitable in the short term whilst neglecting social and environmental aspects with consequences in terms of deregulation, privatisation etc. On the other hand, there is what our colloquium
 of December 1996 called the "European management model", which aims at efficiency in the long-term, seeks to organise markets, has a place for public services, recognises the role of trade unionism and depends on the information, consultation and involvement of employees.

It is fortunate that a political compromise has finally been found - after thirty years of stalemate - for employee representation in the European Company. The Directive on the information and consultation of employees, too, must be adopted as a matter of urgency, and the European Works Council Directive must be improved.

Professional and managerial staff make their contribution in the mergers and acquisitions which are increasingly frequent in Europe today but they are rarely informed in good time. Discussions at the EUROCADRES Symposium
 of November 2000 indicated that the reasons behind restructuring are often difficult to grasp, and their efficiency, in economic terms, is often far from obvious. Another key question concerns management approaches and enterprise cultures which tend to favour the "Anglo-Saxon model", pursuing short-term financial criteria. Against this background, it is vital that the right of information and consultation be respected both for professional and managerial staff and the workforce as a whole. European Works Councils and the Industry Federations should be consulted. Negotiations should lead to guarantees regarding training, mobility, working conditions etc. European procedures should no longer simply examine the impact in terms of to the competition law, but should also look at the effects on jobs and economic and social conditions

The European Commission is expected to publish a Communication during the first half of 2001 on corporate social responsibility, and it is to be hoped that this will strengthen the construction of the European management model. EUROCADRES will make representations to this effect with the partners concerned.

3. MAIN AREAS FOR ACTION

There are many fields in which we should act. For this reason, we are trying to establish priorities reflecting the issues which face us and the needs of our member organisations. This chapter, which is by no means exhaustive, will only mention the most important of these.

3.1 Lifelong learning

Although lifelong training is not a miracle cure for unemployment, it is nevertheless an element in any employment policy. We have continued to stress this in all the European discussions of employment. In November 1999 EUROCADRES held a symposium
 on this topic. Discussions showed that professional and managerial staff could and should play an active role in developing continuing training for all, and that it was important both to overcome the lack of qualifications (which afflicts too many workers) and to develop the higher qualifications on which economic growth and social and progress rely. In doing so, we must be particularly careful not to create new causes of inequality and exclusion, particularly those arising from information technologies or rapid changes in the qualifications required. Professional and managerial training needs were also debated, with a view to anticipating, and adapting to, changes. It also seemed essential to see continuing training recognised not as an expense but as an investment in the future. 

This latter aspect was the subject of the FORHINV Leonardo project
 on investment in human resources training carried out by EUROCADRES between late 1998 and the beginning of 2000. The project revealed the state of play in Europe in this field, and concluded that the existing instruments (such as social accounting by enterprise) needed to be further developed. New instruments were needed to evaluate intangible assets and changes to accountancy methods were necessary. Fiscal incentives would be required to encourage this process.

EUROCADRES has also been involved in the European social dialogue regarding training. There have been many European discussions in the past, sometimes resulting in joint opinions between employers and trade unions, but with very limited practical impact. At the end of 2000 and beginning of 2001, there were fresh talks in the hope of implementing more active policies. An agreement now seems likely. 

Against this background, EUROCADRES will continue to work to:

· have recognised the right to training for all, everywhere in Europe;

· promote the exercise of this right through collective bargaining at local, national and sectoral levels, continuing its involvement in European negotiations to stimulate and support this trend,

· achieve recognition of qualifications and diplomas, including those obtained through continuing training and professional experience,

· improve training for professional and managerial staff, providing opportunities for access to systems of skills evaluation and calling for recognition of the need for professional and managerial staff to devote at least 5% of their working time to training,

· encourage the recognition of continuing training as an investment.

3.2. The right to freedom and movement and mobility

Respect for the free movement of persons, as guaranteed in the founding Treaties of Europe, is a priority for EUROCADRES. Many obstacles still lie in the way of achieving this aim. EUROCADRES has repeatedly acted to resolve these problems. In 1998 the European Commission implemented a mobility action plan, but we had to wait until the year 2000 for a timid reference to be included in the 2001 employment guidelines. Now, with the Stockholm summit, we are delighted to see that these questions are on the agenda of Europe's institutions. EUROCADRES believes that mobility should be a matter of free choice. This requires the removal of persistent obstacles not by deregulation but by introducing appropriate rules to create satisfactory conditions.

Our action has focused on three key aspects: the recognition of qualifications and diplomas, supplementary pensions and access to information.

3.2.1 The recognition of qualifications and diplomas

Among the many problems involved in establishing genuine recognition, so far only this has only been achieved in the case of regulated professions, with various directives. We played a part in the amendment of the measure known as the "general system"
 and in changes to the requirement for two years' professional experience where the candidate has regulated training. 

However, the problem remains wholly unresolved for unregulated professions (or those regarded as such), and affects basic training as well as continuing training and qualifications obtained through professional experience. We have continued to lobby both the Commission's various services and the successive Presidencies of the Union. During the Portuguese Presidency, in March 2000, we had a meeting with the Portuguese Minister for Education and the Secretary of State for Labour. We have also taken part in Leonardo projects tackling these questions, including projects regarding engineering qualifications (Eurorecord, Quality of higher training for industry). But paralysis has for some time gripped the European institutions, with the exception of the Forum on the transparency of professional qualifications held by CEDEFOP during the year 2000.

It should also be noted that there has been some progress with regard to academic recognition, with a declaration signed by the education ministers of 29 European countries in Bologna in June 1999 calling for a "European higher education area". This measure belongs outside the European Union's structures, but we think it important that the Union should take it into account. We also took part in drawing up the "Diploma Supplement", a joint initiative by UNESCO, the Council of Europe and the European Union launched in late 1998 which aims to provide every diploma with an explanatory appendix. During 2000, we were also involved in discussions with various European institutions aimed at improving the mobility of students, teachers and those undergoing training.

Fresh initiatives are needed. We raised this issue in July 2000 in a letter to Viviane Reding, stressing the need for more consistency and transparency in this field. We received a reply in early August assuring us that the Commission shared our point of view - and now, the Commission's Communication ahead of the Stockholm summit in March 2001 announces that new proposals are being prepared for a more uniform, transparent and flexible system of recognition with extended automatic recognition. We cannot but welcome this announcement, and we shall continue to monitor its implementation in the hope that it will achieve concrete results.

Our proposals
 recommend the development of a system for information and follow-up of changes in the field of qualifications and diplomas which is capable of preparing and implementing the recognition processes, drawing on the various national and professional schemes and on a European plateform involving all the interested parties for preparing quality standards or indicators. A straightforward system for appeals and dispute resolution should be set up at the same time. To make progress in these areas, we have made contacts with the various organisations concerned (the European trade union education committee, the European Conference of university rectors, the European students' organisation) and have been working in coordination with the ETUC.

3.2.2 Supplementary pensions

EUROCADRES' lobbying activities
 were a factor in the adoption, in June 1998, of a directive which takes the first steps towards removing some of the obstacles to mobility created by some supplementary pension schemes. We were well aware of the limitations of this directive, which is why we supported the establishment of a supplementary “pensions forum” to search for solutions to the problems which remained. 

EUROCADRES took an active part in the “forum” throughout 2000 and during the early months of 2001, and supported four principles:

· recognition of pension rights regardless of the time spent in a particular country or a particular undertaking,

· guaranteed maintenance of such rights regardless of the undertaking’s situation,

· guaranteed maintenance of such rights for persons working in a number of countries in succession, without unwarranted loss of rights,

· recognition of the freedom of collective bargaining and its role in establishing and managing supplementary pensions schemes.

The forum identified a list of the remaining obstacles and put forward proposals to overcome them in the following three main areas:

· acquisition and preservation of rights,

· transferability of rights,

· cross-border membership.

Significant progress has been made. The next step is to finalise firm proposals which can be supported by the social partners, the Commission and Member States. EUROCADRES will continue to be actively involved. 

3.2.3 Access to information

Access to information on employment in the different European countries must be improved. To achieve this, the Commission has put a number of instruments in place, such as the EURES network, which includes a database on employment conditions and which simplifies the pooling of information on job vacancies Europe-wide. Euro-advisers, attached to public employment services, have been trained for this purpose. In addition, in cross-border regions, trade union euro-advisers and employers have also been involved in the measure. 

We believe that the EURES service should be extended, with the participation of the social partners, and efforts should be made to bring it closer to the public concerned, professional and managerial staff not least.

EUROCADRES also took part at the end of 2000 in preparing the European curriculum vitae which had been proposed at the Lisbon summit. This is a tool for making it easier to compare the supply and demand for jobs at the European level.

3.2.4 EUROCADRES mobil-net
Having acknowledged the importance of being able to opt for mobility we became yet more actively involved. Our General Assembly in November 1999 adopted a charter for mobile professional and managerial staff entitled "EUROCADRES mobil-net". This offers the basic services (assistance, information etc.) supplied by member organisations to mobile professional and managerial staff from other countries, with access to training programmes, legal advice etc. as appropriate. After adoption by the General Assembly the Charter was open for signature by every member organisation.

The charter forms the basis of the network of trade union advisers in every country of the Union which we have set up. Advisers have followed to training courses
 in Elewyjt (near Brussels) and Evia (near Athens), during the course of the year 2000. A mobility handbook is available in several language editions 
. The advisers now work as a network and share useful information, mainly by internet. 

EUROCADRES will ensure that this network will continue to grow in the future, providing the services which mobile professional and managerial staff need. This will call for support from the participating organisations and European coordination. It will also require links with national and European networks active in the various fields which affect mobility.

3.3 Equal opportunities

We have already seen (see section 2.1) that equal opportunities are still a distant prospect, and that there are still rather few women occupying managerial posts. 

3.3.1 FEMANET

In order to tackle this challenge, our main priority so far has been to set up a network of female managers, “FEMANET”
, and to keep it running; to achieve  balanced membership from all over Europe; to encourage network members to communicate through the Internet and to share experiences and information; and  to set up a first working programme for the future activities of FEMANET.

The key issues have  been questions relating to women in management  generally, including women’s access to managerial positions, and the need for professional and managerial staff to reconcile family and professional life. 

EUROCADRES' FEMANET network for women managers was launched at the beginning of 2000. The network has now approximately 40-50 members from 14 EU countries and Norway. The members are primarily women managers and trade union officers working on related issues in their unions. During this first year an e-mail network has been built up and actively used as a forum for discussions and the exchange of experience, best practice and information, regarding various issues such as working time, family friendly policies, sexual harassment and the glass ceiling for women managers. A survey was sent out to the network, asking what the future priorities of FEMANET should be. The network held its first face-to-face meeting in November 2000. During the meeting the results of the survey were presented and a working group was set up. The working group met in early 2001 and put together a proposal for a programme of work based on the survey results and suggestions from FEMANET members. We intend to organise a smaller workshop this autumn and a bigger seminar early next year. The seminar will focus on issues of key importance to FEMANET. 
3.3.2 Representations through the European social dialogue

EUROCADRES has a seat on the Advisory Committee for Equal Opportunities where we have been active during the last few years. We have taken part in drawing up several opinions, and we are also  involved on the Advisory Committee’s working party on the Equality strategy.

EUROCADRES has made representations to the European Commission and others concerning the position of women in management. Discussions of this issue have gone to far as to involve Commissioner Diamantopoulou and the French Presidency. We should continue to lobby on these issues with employers' organisations and the European institutions in the course of social dialogue.

3.4 The organisation of work, workloads and working time

The spread of new technologies and the growth of flexibility have had a considerable impact on the way in which work is organised and both present challenges which professional and managerial stuff must take up to protect their own working conditions and those of other employees. We discussed these issues at our symposium
 in Velm-bei-Wien, at the end of October 1998. Discussions indicated that flexibility is not a panacea and may have extremely detrimental consequences; nevertheless, under the right conditions, it may meet the needs of employees and be of benefit: employment must be guaranteed, the form of work must be freely chosen and the choice must be reversible, there must be equal treatment, conditions must be defined through negotiation, and measures for monitoring and assessment should be put in place.

Following our seminars on mobile technologies
 we took part in the discussions and consultations on telework which were launched during 2000 by the European Commission.
. We are anxious to ensure that the different types of telework - total or partial, fixed or mobile - are taken into account, that some basic principles are recognised, and that monitoring procedures are introduced, which is especially important in such a fast-changing area.

In December 1997 EUROCADRES organised the first European seminar on working time and the workload of professional and managerial staff
. This confirmed that, throughout Europe, professional and managerial staff have workloads which lead them to work longer hours than other employees. The EUROSTAT statistics reproduced below are based on declarations, and should be used with caution. However, they demonstrate this phenomenon quite clearly, although there are differences between countries.

	
	MEN
	WOMEN

	
	Professional and managerial staff

ISCO-1
	All employees
	difference
	Professional and managerial staff

ISCO-1
	All employees
	difference

	Austria
	42.4
	41.7
	0.7
	40.9
	39.8
	1.1

	Belgium
	43.0
	37.8
	5.2
	41.3
	35.7
	5.6

	Germany
	44.9
	41.7
	3.2
	42.1
	39.8
	2.3

	Denmark
	45.4
	38.9
	6.5
	42.6
	36.6
	6.0

	Greece
	42.4
	40.5
	1.9
	41.8
	38.3
	3.5

	Spain
	43.8
	40.4
	3.4
	42.2
	38.8
	3.4

	Finland
	43.4
	38.9
	4.5
	40.3
	36.0
	4.3

	France
	46.8
	41.1
	5.7
	42.2
	39.0
	3.2

	Ireland
	44.1
	41.5
	2.6
	40.9
	37.5
	3.4

	Italy
	42.6
	39.8
	2.8
	40.0
	36.1
	3.9

	Luxembourg
	44.6
	40.7
	3.9
	41.3
	38.0
	3.3

	Netherlands
	39.5
	38.7
	0.8
	38.3
	36.6
	1.7

	Portugal
	43.9
	41.0
	2.9
	40.7
	38.8
	1.9

	Sweden
	43.0
	40.0
	3.0
	40.9
	38.3
	2.6

	United Kingdom
	47.9
	42.9
	5.0
	43.0
	38.4
	4.6

	European average
	45.6
	41.0
	4.6
	42.2
	38.4
	3.8


Hours worked weekly by full-time employees

Source EUROCADRES 2000 - EUROSTAT data: Labour force survey 1999

ISCO = International Standard Classification of Occupations - 88.

The scale of the problem has led us to make representations to the European Commission, though we have not so far persuaded it to put forward an amendment to the 1993 Directive which makes it far too easy to exclude professional and managerial staff from its scope of application. Two years later, in December 1999, we held another Seminar in London to review the situation
. Its conclusions led us to produce a tool for surveying of professional and managerial staff working time, which can be used in a coordinated fashion by the member organisations concerned, in order to track developments.

We must keep up this work in the future. In particular EUROCADRES:

 will play a part in ensuring that changes in the organisation of work are negotiated at every level, and that employees and their organisations are given access rights to communications technologies at work, with guarantees as regards data protection and confidentiality;

 will call for a revision of the Working Time Directive to bring an end to excessive workloads, not least by ending the unnecessary exemptions under Articles 17 and 18;

 will back member organisations in their efforts to control and reduce working time and workloads, setting up a network to share information and experience, supported inter alia by the arrangements which have been made for coodinated surveys.

4. EUROPEAN INTERVENTIONS

As a European social partner EUROCADRES takes part in the social dialogue with European institutions and employers' organisations, and has also established relations with a number of other organisations. These actions are carried out in order to communicate our members' point of view in the various areas discussed above, and to influence decisions taken at European level. 

Naturally, we work in close cooperation with the ETUC. We are supported by our member organisations and their five million members. 

4.1 EUROCADRES: European Social Partner.

When the Treaty of Maastricht came into force in 1993, EUROCADRES was recognised as a European social partner by the European Commission. Later, when the Standing Committee on Employment was reformed in 1999, we were included - by a Council decision - on the list of social partners entitled to take part, among the ten workers' representatives sitting alongside ten employers' representatives and representatives of governments and the Commission. 

This recognition of our representative nature reflects the reality of our member organisations. As was discussed in Chapter Two, these organisations vary a good deal from one country to the next, and are involved in national collective bargaining in various ways: sometimes within enterprise, sometimes at sectoral level, and sometimes at national cross-sectoral level. Our European involvement is an extension of their national action. 

We therefore take part in the different aspects of the social dialogue, serving on:

· the Social Dialogue Committee,

· the Standing Committee on Employment,

· the Equal Opportunities Advisory Committee

We have also been involved since the beginning in the cross-sectoral negotiations between the social partners which led to the agreement on parental leave in December 1995, the part time work agreement in June 1997 and the agreement regarding fixed term contracts in March 1999. Since then these agreements have been transformed into directives. Current negotiations on temporary work have met with an intransigent approach from employers which will only be overcome with difficulty.

4.2 Lobbying the European Institutions

Lobbying the European institutions are coming in addition to our involvement in the social dialogue. 

Since the Maastricht Treaty, the Commission has had a duty to consult the social partners on any social initiatives which it prepares. We have therefore had an opportunity to express our views of various Commission projects. We have also made representations to members of the Commission and the various services - particularly the directorates general for employment and social affairs, the internal market, and education and culture - regarding issues which reflect our priorities.

We also have contacts with the European Parliament and the Economic and Social Committee regarding areas of interest which they have cause to examine. Certainly these contacts should be developed in the future.

Finally, we have met each of the successive Presidencies of the European Union, generally in the person of the Labour Minister. This has enabled us to express EUROCADRES priorities during the six months of the Presidency and the strengthen relations with national member organisations in the country concerned. 

4.3 Relations with other organisations

Against the background of the social dialogue, a cooperation protocol was signed in July 1999 between EUROCADRES and the CEC (the European Confederation of Executives and Managerial Staff). Drawn up after long discussions, this brought an end to the disputes regarding participation in the social dialogue. It established an EUROCADRES-CEC liaison committee for cooperation between the two bodies and representation (which we were already providing) of European professional and managerial staff in the social dialogue. The agreement only applies at the European level, and was ratified by the ETUC.

We also entered into relations with other organisations, particularly professional and student bodies with whom we share a number of aims, not least the improvement of Europe-wide recognition of qualifications and diplomas. We should take advantage of these opportunities to take a joint approach, since this is sure to be of help in focusing more attention on the position of professional and managerial staff in Europe

Finally, we should mention the European employers' associations alongside whom we take part in social dialogue bodies or in negotiations. Their regular participation in our symposiums has enabled us to make progress in areas which are important to us. This makes it easier for the social dialogue to deal with certain aspects which matter to professional and managerial staff. We continue to be willing to overcome the difficulties which remain on the employers' side so that European dialogue can move forward to deal more directly with subjects which concern professional and managerial staff such as mobility or women's access to managerial positions.

5. THE DEVELOPMENT OF EUROCADRES

The rather unusual organisational approach adopted by EUROCADRES aims to avoid clumsy structures and encourages flexibility and networking. As the organisation has grown, it has become necessary to strengthen its institutions and define their roles. This should not make our administration more rigid, but rather improve internal democracy and decision-making capacity.

5.1 The institutions

During the period 1997-2001, the EUROCADRES General Assembly has met each year:

· in Brussels, 1 December 1997: the new Steering Committee was elected for a four year term and four resolutions were adopted on: 

- employment, working time and the organisation of work,

- the mobility of professional and managerial staff,

- the challenge of unionisation,

- the amendment of the standing orders on the composition of the Steering Committee.

· in Velm-bei-Wien, on 28 October 1998: two resolutions were adopted on:

- promoting employment in Europe,

- the adoption of a new Constitution under which Congress will in future meet every four years, and the Steering Committee is responsible for the agenda at the annual General Assemblies.

The next two General Assemblies were therefore held under these rules:

· in Brussels on 30 November 1999: the EUROCADRES mobil-net charter was adopted;

· in Brussels on 20 November 2000.

At this most recent General Assembly, the Steering Committee represented a decision - which it had reached unanimously - to establish our offices in International Trade Union House (ITUH), following proposals from the ETUC for involving national Confederations and European Federations more closely, encouraging our autonomous running and raising our profile.

In accordance with the timetable which was established, the Steering Committee will have met sixteen times between the General Assembly in December 1997 and the Congress of June 2001. Its composition appears in appendix, with a note of the provisional or definitive replacements which have occurred.

The Presidium, consisting of the President, Vice-Presidents and the Secretariat, met on several occasions to take decisions between meetings of the Steering Committee. 

The Secretariat was provided by Euro-FIET and then by UNI-Europa, liasing with the ETUC Secretariat until the end of 2000, first at rue Joseph II and then at rue de l’Hôpital in Brussels. Subsequently, we set up our new organisation on ITUH premises, still in Brussels, at boulevard du Roi Albert II. 

Finally, a reform of the Constitution was undertaken. This will be put before Congress which will take the final decision. The reform of our Constitution should strengthen our institutions, identify their roles and encourage the active involvement of all our member organisations.
5.2 Networks and working groups

The mobil-net network of advisers which we have set up has resulted in active and diversified participation in the initiative by our organisations. It has also had a reinforcing effect on the work which has been carried out. The FEMANET network was originally built up through the Internet, and the first actual meeting was not organised until a few months later. Here again, we have been able to develop contacts and share the work among members all over Europe. 

An engineers' working group has been set up. The aim is to continue our involvement in a number of projects concerning engineers, including some Leonardo projects,
 and to monitor changes in the profession. The working time surveys document could also be followed up by networking procedures based on the working group which prepared the survey.

The language barrier remains a difficult obstacle to overcome, but these experiences have reinforced our conviction that arrangements of this type should be maintained where appropriate, so as to enable an increasing number of people - without being involved in the decision-making bodies - to play an active part in developing our activities. 

5.3 Means

A number of resources have contributed to the operation of EUROCADRES: current activities have been supported by Euro-FIET and then UNI-Europa, in taking over salaries and other secretariat expenses, by a contribution from the ETUC and by contributions from member organisations (most frequently in the form of work undertaken). Since 1999 a newly created post in Brussels has enabled us to carry out additional activities, following a decision of the Steering Committee in October 1998  setting up a "support programme" funded by voluntary contributions from member organisations. Finally, since January 2001, salaries and secretariat costs are covered on behalf of member organisation under an agreement with the ETUC. The budget and annual results are regularly submitted to the Steering Committee for approval in accordance with our Constitution.

It will be essential to interface our material resources in the future, with both direct and indirect contributions from member organisations.

5.4 Information and visibility

The main sources of information and communications are our newsletter "EUROCADRES-Flash" and our web site. After running for several years, the web site now needs a face-lift, and this is under way. Presentation will be improved, and EUROCADRES-Flash will be directly available on the site.

Otherwise, apart from publishing press releases at European level, our information is relayed by member organisations. These efforts should be stepped up to make members more familiar with the European debates, which forms the indispensable basis for coordinating our efforts. They also increase the impact of our actions.

5.5 Cooperation with the ETUC

We have a close relationship of trust with the ETUC. The last ETUC Congress in Helsinki carried out some amendments to the Constitution which now includes an explicit reference to EUROCADRES as an associated organisation. This strengthens our role within the ETUC, increasing our involvement in its several institutions.

We are now working with bodies such as the European Trade Union Institute (ETUI), the European Trade Union College (ETUCO) and the Association for European Training of Workers on the Impact of New Technology (AFETT), and this ought to be continued, as it is yielding beneficial results.

5.6 Links with member organisations

Links with our member organisations are provided through our institutions and networks, and the information we publish. This is all working well, but it should be developed if we are to increase efficiency.

This will require direct contacts with national member organisation so that we can pay more attention to their concerns, and we will also have to improve our capacity for coordinating our initiatives. The EUROCADRES Liaison Committees which have been set up in some countries between member organisations are helpful in coordinating European activities. They should be encouraged.

At the European level, we should improve cooperation with the European Industry Federations, bearing in mind the wide variety of occupations with which they are concerned.

This will enable us to improve the scope for pooling experience and discussions so as to anticipate changes, prepare appropriate positions and bring greater consistency to our action.

+++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++

APPENDICES

· list of Steering Committee members,

· list of EUROCADRES Symposiums

· mobil-net charter,

· EUROCADRES proposals for the social agenda,

· Memo:  "For a European area of mutual recognition of qualifications and diplomas"

� See EUROCADRES-Flash no 18, June 1999


� "Promoting employment in Europe", adopted by the the EUROCADRES General Assembly held in Velm (Austria) 28/10/98.


� Summary of ILO report 'Breaking through the glass ceiling: Women in management', page 8.


� E. Mermet, Professional and managerial staff  in Europe, European Trade Union Institute – EUROCADRES, 2000


� see "Building the European management model", final declaration of the Symposium organised by EUROCADRES in Brussels on 9 and 10 December 1996 published in the summarising brochure, and the introductory report by Chris Brewster (Cranfield University, United Kingdom)


� See the introductory report by Tony Edwards (Kingston University, United Kingdom) and discussions at the EUROCADRES Symposium held in Brussels on 20 and 22 November 2000, to be published in the forthcoming brochure.


� See "Professional and managerial staff and lifelong training for the 21st century", final declaration of the EUROCADRES Symposium held in Brussels on 29 and 30 November 1999, published in our summarising brochure, and the introductory report by Christine Zeuner (Hamburg University, Germany) 


� See the final FORHINV project report coordinated by Josette Pasquier (UCC-CFDT, France) on investment in human resources training. This includes a summary, two glossaries (alphabetical and thematic) and an appendix containing case studies.


� Directive 89/48 establishing a general system of mutual recognition of diplomas.


� See, inter alia, our document "For a European area of mutual recognition of qualifications and diplomas", January 2000, reproduced in appendix.


� See inter alia the brochure, "European mobility: guaranteeing supplementary pensions" coordinated by Peter Smith, published early 1998.


� The EUROCADRES mobil-net was set up with financial support from the European Social Fund project, led by Mona Hemmer (AKAVA, Finlande) and coordinated by Rachel Annand (University of Keele, United Kingdom) of UNISON.


� The handbook is available from our web site: http://www.eurocadres.org


�  This network run by Maria Bertram, with the EUROCADRES support programme


� see "The Organisation of work, new technologies and flexibility", final declaration of the EUROCADRES Symposium held in Velm (Austria) on 29 and 30 October 1998 in our summarising brochure, and the introductory report by T.U. Qvale  (WRI, Oslo, Norway)


� See our brochure, "Mobile technologies and changes in the work of professional and managerial staff", published in 1998 and coordinated by Gerald Musger (GPA, Austria) in collaboration with AFETT.


� See the EUROCADRES reply of 12/10/2000 to the European Commission's first consultation stage.


� See "Organisation of work and working time of professional and managerial staff", final declaration of the EUROCADRES Symposium held in Brussels on 2 and 3 December 1997 published in our summarising brochure, and the introductory report by Jean-Yves Boulin (IRIS-CNRS, University of Paris-Dauphine) and Robert Plasman (Université libre de Bruxelles). 


� EUROCADRES Seminar organised by the British trade union EMA in collaboration with AFETT


�  See the Eurorecord project for establishing individual  records  of qualifications and experience, and  QFSI (Quality of higher Education for industry) for establishing a European quality charter for engineering education.
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