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UNI Finance


2nd UNI Finance Global Union World Conference,

23-25 May 2006, Geneva, Switzerland
Summary report
Foreword
In Geneva, we launched UNI Finance, the global union for all finance workers. 

The 2nd UNI Finance Global Union finalised our world structure with approving the UNI Finance Rules and electing the President and the World Steering Group. 

Most importantly, it adopted the UNI Finance Programme, our political platform that sets out what we as UNI Finance are about. The main aim is to address the challenges of globalisation and multinationals. UNI Finance’s overall purpose is to pool the strengths of our affiliates and organise joint action at global, regional, national and local level. We are an organisation that must be deeply rooted in the everyday life of unions and in the everyday life of workers on the shop floor.

Conference brought together 216 participants (137 delegates, 52 observers, 27 guests) from 88 unions and 50 countries from 23 to 25 May.

UNI Finance President and Steering Group

Conference elected Allan Bang (FSU/Denmark) as UNI Finance President. It also elected the UNI Finance Steering Group. Vice-Presidents are Joe Kokela (SASBO/South Africa), Luiz Claudio Marcolino (CONTRAF-CUT/Brazil), Osamu Umemoto (FNIU/Japan) and Pia Desmet (BBTK-SETCA/Belgium).
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The newly elected UNI Finance Steering Group
Conference debates

The main themes of the Conference were:

· Promoting and creating decent work in a changing workplace

· Trade union challenges of globalisation and multinationals

· Tackling multinationals: global agreements, global union alliances and organising

· Reaching out to new partners? Pension funds and social rating agencies

UNI Finance Programme

Conference adopted the UNI Finance Programme. The Programme sets out the key sector-specific policies of UNI Finance as well as the roles of affiliates and the Secretariat in implementing them. It provides the political platform for the work of UNI Finance set out under the following headings:

· objectives, activities and method;

· organising;

· trade union alliances and transnational works councils;

· decent work and international framework agreements;

· restructuring;

· regulation.

UNI Finance Rules

The UNI Finance Rules that were adopted established an integrated structure for UNI Finance. Structures at regional level will be adapted to essentially mirror those at global level.

Statements

Conference adopted a number of statements:

· Statement on OTOE's fight for sectoral negotiations in the Greek banking sector demanding that employers’ resume collective bargaining.

· Statement on the right to strike for Turkish bank employees demanding changes in legislation to remove the prohibition of strikes in the sector.

· Statement on French immigration policy demanding that the government drops the currently proposed policy on selective immigration based on corporate interest.

· Statement on Zimbabwe pledging solidarity to the women and men of Zimbabwe and demanding that the government takes immediate action to restore the dignity of people and unions.

· Statement on Nepal on their successful struggle against the dictatorial monarchic rule and for the establishment of democracy.

On behalf of Sandy Boyle and ourselves, we would like to thank all those affiliates that attended and made contributions to the debates. Our Conference set out the path for the next four years. It showed the team spirit and bond among the affiliates. Over the next four years, we will build UNI Finance Global Union – by activities at world and regional level, by joint activities of groups of affiliates, and the work that affiliates do at home. Our strength lies in pulling together the resources and commitment of colleagues from the world level to the shop floor.
Oliver Roethig
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2nd UNI Finance Global Union World Conference

23-25 May 2006, Geneva, Switzerland

With 185,000 inhabitants, Geneva hardly ranks among the world’s big cities. Nevertheless, it is a centre for international banking. Not so much to support intensive trade. Rather, the main business of Geneva banks is asset management. According to estimates, about 40% of the 3,000 billion US dollars managed in Switzerland are directly or indirectly managed in Geneva. Seventy-five banks, of which 50 are foreign, operate in Geneva. Modern banking originated in Geneva in the 17th and 18th centuries.

The Swiss city has another tradition. It is the home of the International Labour Organisation (ILO). The ILO was founded in 1919 – its Constitution is a part of the Treaty of Versailles – and started its work in Geneva in 1920.

In that light, Geneva was certainly a very fitting venue for UNI Finance Global Union’s second world conference, held in the ILO building from 23 to 25 May. Two hundred and sixteen delegates form 88 trade unions in 50 countries attended the conference.

[image: image2.png]




Participants at the 2nd UNI Finance Global Union World Conference

Mack the Knife’s Question

In Bertold Brecht’s Threepenny Opera, Mack the Knife asks: „What is robbing a bank in comparison with establishing a bank?“ The bitter question from the 1928-premiered play immediately comes to mind when one considers that there are bank directors who earn as much on a single day as an employee earns in a whole year. UNI General Secretary Philip Jennings recalled those numbers as well as that, for example, Deutsch Bank plans to make 6,000 workers redundant despite huge profits.

Another observation from the finance sector: well-established banks are being taken over, thereby immediately terminating social dialogue. But there are also examples to the contrary. Thus, the takeover of the South African bank ABSA by the UK’s Barclays Banks was accompanied jointly by the trade unions SASBO and Amicus as well as by UNI, which can clearly be seen as a worldwide example for international trade-union co-operation

Trade unions in the finance sector are facing big challenges. There is a lot of movement. In the globalisation process, new actors are playing an increasing role on world markets, for instance India, China, Russia and Brazil. There, new markets are emerging for financial services providers, just as they are in the countries of the former Eastern bloc in Europe.

The development of new markets is occurring essentially through mergers and acquisitions. M&As are – as pointed out by Oliver Röthig, among others – besides outsourcing and offshoring, the decisive trends in the finance sector. Domestic mergers have declined in importance, not least because possible mergers have mostly been carried out, and only a few market leaders – alongside niche product suppliers – remain. What one now sees are cross-border acquisitions and so-called special mergers, in which national or foreign banks participate in the privatisation of state banks or financial institutes.

Looking towards the Future via New Zealand

Regardless of the type of merger or acquisition in question, the result is usually rationalisation and organisational change. Just how that can proceed is shown by a background report to the conference, presented in Geneva by Andrew Cassidy and Kevin Davis. „New Zealand’s experience is your future,“ Andrew Casidy told the delegates.
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Andrew CASIDY, FinSec, New Zealand
The Australian and New Zealand financial markets are dominated by four big Australia-based banks: ANZ (Australia and New Zealand Banking Group), CBA (Commonwealth Bank of Australia), NAB (National Australian Bank) and Westpac. In Australia, they hold 73% of bank assets, in New Zealand an even higher 85%. The concentration has emerged from de-regulation since the 1980s in Australia and since the 1990s in New Zealand.

Despite low interest rates in both countries, there is a high rate of return. For various reasons. They are higher revenues from banking fees, savings through new technologies, including electronic payment services - which means transferring work to the customers - further cost savings through outsourcing, and a drastic reduction in the branch network. Up to 2004, the number of branches „of the big four“ declined drastically in Australia, and then stabilised. For employment, that has meant a clear reduction in jobs. Within this trend, there has been a rise in part-time women’s employment.

New Zealand experienced a very similar development. In the unionised big banks, the number of employees dropped by a third between 1989 and 2004, from 27,708 to 18,667. As, here too, the number of part-time employees may have risen, the level of full-time equivalent employment probably declined even more sharply.

Everywhere, all routine tasks were automated and are performed outside the branches. However – as pointed out by Kevin Davis in his presentation of the background report - in a financial system shaped by competition, a competitor can copy any price lowered by the introduction of technology. The key to success therefore lies in the use of human resources for personal contacts. That has led to a renaissance of bank branches. An Australian credit institute – Bendigo Bank, formed in 1995 out of a regional building society – took a new path, which might be seen as the old way. As well as being structured as a sort of co-operative bank, the company is putting a strong emphasis on branches - and with success.

Meanwhile, the big four have begun to restore the strength of their branches too. Branch managers have regained autonomy, though in a strongly efficiency-oriented environment, in which the aim is to sell as many financial products as possible. Branches – said Andrew Cassidy – operate under performance objectives agreements. One result of the sales orientation is that a former manager of a McDonald’s restaurant has become a bank branch manager. At the same time, banks do attach importance to their employees’ qualifications, to keep customers satisfied. So, the value of a bank’s positive public image is, as technology can be copied, attracting more attention.

Though New Zealand’s experience may represent, as Andrew Cassidy said, the finance sector’s future, many countries are now going through the stage of privatisations, acquisitions and mergers or their immediate consequences. In Zambia, for example, bank privatisations have led to a 20% reduction in jobs. And those who are still employed, said Joyce Nonde, do not receive an income that would allow them to live decently. Moreover, ILO standards are undermined. The social dialogue is purely cosmetic.

On the latter point, similar experiences are reported from a completely different region. In Finland, said Hannu Kivipato, social dialogue often occurs only in Sunday speeches. The pay situation clearly deteriorated between 1989 and 2004. And instead of social responsibility, there is outsourcing and offshoring despite economic success.

And while some walk the streets, the work piles up on the desks of others. Restructuring as a result of mergers usually bring excessive working hours. That applies regardless of whether the financial company is in a highly industrialised or in a developing country. From Trinidad and Tobago and from Cameroon long working hours and unpaid overtime work were reported just as they were from Denmark. There, a survey conducted in the financial sector found that 19% work more than 45 hours a week. In Japan, according to a similar survey, 17% work more than 65 hours a week. Usamu Umemoto, referring to Japan, explained that excessive working time in no way automatically increases productivity. The country has the longest working time, but in productivity ranks only 21st.

Long working hours and the speed of structural change are unsettling employees worldwide. A new balance between work and private life must be found. That was a conclusion of the debate on decent work. In that connection, it is important that employers assume their social responsibility, and are compelled to do so if they don’t do so voluntarily. Generally speaking, there is undoubtedly a common interest between employers and employees, as decent work enhances productivity. That should be persistently underlined by UNI and its affiliates in their discussions and negotiations. Moreover, companies should be interested in ensuring that their employees are not burned out by indecent work. Because in ageing societies their abilities will in future be needed over a longer working life.

Hooligans or Friendly and Jubilant People

The Geneva conference foreshadowed the football world cup, which began a little later. In the discussions, participants repeatedly tried to draw parallels with the sport. Indeed, the conduct of global financial corporations can be thus described: There are fans who travel to another country, make merry and are always most welcome. Others start fights and are feared as hooligans. And sometimes the nice young guys one had expected turn out to be hooligans.

All comparisons limp, but that is how one can picture what happened in Argentina. Starting from the mid 1990s, after a financial crisis, hopes were publicly raised that, if one selectively brought foreign banks into the country, stability would enter the financial system. Thus invited, the multinationals did their business – primarily speculation and trading government bonds. The result: a crash. Some simply left the country, like Crédit Agricole or the Bank of Scotland. Complaints are still pending, as the required contributions did not flow into the social funds.

The example raises the question of how multinational finance companies behave in the countries they enter. But the question is also valid the other way round: how do governments act towards multis that arrive within their borders?

As regards government conduct, a distinction must be drawn between two different levels. On the one hand, one observes, in the context of deregulation, a worldwide retreat by the state over the past two decades. That has and is being reflected in, for example, the privatisation of state enterprises. That has often been paralleled by a softening up of labour law in respect of, for example, protection against dismissals. That is motivated by the hope that a company is more likely to relocate to places where labour law is soft. The other level: labour laws – in whatever shape or form – are simply not observed by multis and the state has not got the power or the will to enforce compliance. An example is Tunisia. There, as delegates reported, the labour legislation is being circumvented in privatised companies.

Like hooligans is also the behaviour of some multis in Nepal. A trade union at the American Bank of Nepal was registered in 2004. But the company denied recognition. A court then upheld the union’s complaint, which led the company to appeal to the Supreme Court, where the case is still pending. Meanwhile, trade union members are being harassed. There is a similar situation at American Life Insurance in Nepal. The company is being organised. So activists are being threatened. A difficulty is that, given widespread unemployment and a high part-time rate, the threats are having an impact. In Nepal, say the colleagues concerned, ILO Convention 87, which guarantees freedom of association, must be implemented.

The experience that under certain circumstances intimidation and threats are effective was also reported from other countries. In India’s finance sector, for example, working time is regulated only on paper. But anything else is unenforceable at the present time.

In view of such insights into the policies of multis in various countries, the question that naturally arises is how to bring about a change in such conduct. At the second world conference of UNI Finance Global Union, different approaches were discussed.

One approach is based on the observation that a multi is hardly recognisable outside its home country. José Antonio Garcia pointed out that Spanish companies behave differently in Latin America. Collective agreements are bypassed, women are hardly ever promoted and young people are employed only on temporary contracts. Such conduct was also reported from other regions. For example, Standard Charter Bank is a moderate employer in Britain. But not in Zimbabwe. There, said a delegate, its conduct towards employees is rather hostile.
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George KAWENDA, Zibawu, Zimbabwe
A delegate from Cyprus, Stelios Stylianou, drew from these different types of behaviour the conclusion that global employers behave humanely only in those countries where they are confronted by strong trade unions. That lends new meaning to the trade union tradition of solidarity. Mutual assistance is now not merely a matter of the strong standing by the weak. A failure to help can backfire on those who have failed to act. Employers can relocate work to wherever they believe they can find better conditions. And that can easily be to a country where a trade union is weak partly because other trade unions have not supported it. So, for Oliver Röthig it is therefore obvious: “UNI-Finance must already be in the country when the relocation takes place.”
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 Oliver ROETHIG, Head of UNI Finance
That presupposes a linking up of structures; in other words, that where trade union structures are weak or inexistent, they are developed and strengthened. This approach aims at strengthening a country’s national trade union through solidarity support.

However, it is also possible to infer an alternative approach. From places where social dialogue functions well, one can seek to negotiate transnational agreements. It is also a matter of unions in the home country assuming their responsibility for those parts of a company that are located abroad. Both approaches are being pursued in parallel. And that, it was concluded, will continue to be the case.

Especially in Africa – this was another conclusion – trade unions are facing the challenge of relocations. Multinationals are swarming to the continent. Trade unions are being ignored as much as is labour law. Here, worldwide solidarity action is needed. Global corporations must be tackled in their home countries, so that they fulfil their social responsibility in developing countries too.

Worldwide Development and Strengthening of Trade Union Structures

The report on activities contained some examples of action to strengthen trade union structures through solidarity. Among others: UNI-Americas Finance, in co-operation with LO-TCO, conducted trade union development projects in Guatemala and Costa Rica; UNI-APRO Finance supported affiliates’ organising campaigns in Indonesia, the Philippines, Bangladesh and Nepal; UNI-Europa Finance has worked towards the integration of countries that joined the EU in 2004 as well as of other applicant countries, especially in Central and Eastern Europe.

Behind the facts listed in this rather brittle reporting style lies much commitment, imagination and, above all, the capacity to demonstrate solidarity in everyday life. That is shown by two examples presented at UNI-Finance’s second world conference.

Aristoteles Lakkas, from the Greek banking workers’ union, spoke about his union’s development work in South-East European countries. After the collapse of the old regime in the Balkans, new political and economic situations emerged, which were exploited by Greek banks. They established themselves there, and they managed to secure a dominant role in that region’s economies.

OTOE responded very quickly. In some countries, it was necessary to support and promote the transformation of old trade union structures. In other countries, it was necessary to rebuild the unions from scratch. First, said Lakkas, individual countries were repeatedly visited, weaving a network of bilateral relations. And within the countries basic networks were created. In a second phase, the work was placed on a multilateral basis. A common platform was set up – the Balkans Conference – so as to institutionalise activities.

From 1996 to 2002 there was a large-scale training programme. Hundreds of trade unionists could participate and be trained. A total of one million Euros was spent, which OTOE had obtained from national and European projects. In addition, OTOE provided technical support. Altogether 11 countries were included in the development assistance. Since 2004, co-operation with trade unionists from Cyprus has been strengthened, in order to provide support in the establishment and development of trade union structures in the Eastern Mediterranean and, for the future, in the whole Mediterranean area. 

That this work has also a political dimension is shown by an example that Aristoteles Lakkas is understandably particularly proud about. In 1997, the first works council was set up in Bosnia Herzegovina. To make that possible, Muslims and Serbs had to be brought to the same table. That is what happened, and Lakkas sees this as a historic moment.

Another example concerns development work provided by the Belgian trade union LBC-NVK to the BBDSZ trade union in Hungary. The co-operation started by chance. Belgian and Hungarian trade unionists talked to each other on the fringes of a UNI conference in Bratislava. So, said LBC-NVK’s Tjeu Tijskens, he heard that BBDSZ was trying to combine trade unions in finance sector companies on a sectoral basis. In December 2005, the LBC-NVK decided to make financial means available to support trade union work in the Third World and new EU Member states. Tijskens immediately proposed a project to support BBDSZ’s work, and it was approved.

The project trained BBDSZ activists from finance sector companies. From their experience in Belgium, LBC-NVK offered ideas on how to organise trade union work in companies and sectorally. The BBDSZ’s Kristina Somodi confirmed that this was really an offer: “The Belgian colleagues did not press us to accept their model. We look at many models, and take whatever is best for Hungary.”
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Kristina SOMODI, BBDSZ, Hungary


Tjeu TIJSKENS, LBC-NVK, Belgium
The training received by the Hungarian trade unionists is by no means abstract. In Belgium, Kristina Somodi participated in a meeting of the finance sector’s joint commission, allowing her to see how negotiations are carried out at the sectoral level. In Hungary, efforts our now under way to set up a joint commission, in which employers and employees will be able to negotiate agreements. In January 2006, the Hungarian parliament passed legislation that establishes a framework for such social dialogue.

The emphasis in trade union work, said Kristina Somodi, remains in the individual companies. Agreements and collective agreements are negotiated there. And, here too, there is a link to Belgium. Belgian’s KBC bank is represented in Hungary through the K&H bank. LBC-NVK’s goal is that the employees in subsidiaries abroad have the same rights and working conditions as the employees in the home country company. In talks with the management, that was agreed in principle. Now it’s a matter of setting it down in agreements.

At K&H in Hungary, BBDSZ is striving to ensure that collective agreements are also applied in the subsidiaries that are set up in the country. That, said Kristina Somodi, would make it possible to prevent a deterioration in employees’ working conditions and pay through outsourcing. Here too there is a commitment in principle from the management. That is a solution that BBDSZ would like to achieve in all banks, preferably of course via sectoral regulation.

Co-operation within Multis: „If you negotiate, you are UNI“

The Belgian-Hungarian example shows that both earlier mentioned approaches are being followed. On the one hand, there is support in the development of trade union structures; on the other hand, co-determination rights in subsidiaries are being implemented via company-level structures.

But also the engagement of Greece’s OTOE in South-Eastern Europe was motivated partly by Greek banks becoming active there. Conclusion: It is not always the case that UNI is already on the spot when a finance company transfers activities abroad. But it doesn’t take long for UNI to arrive – at least in a wide range of countries.

The latter point also applies to the common efforts, mentioned in the report on activities, by UNI and the British affiliates to find ways to support organising by local unions in India. Here too, the route will be over the subsidiaries of European companies; namely those that are outsourcing certain in-house functions.

For some time, there has been a trend to relocate IT sources to India. And with the liberalisation of the banking sector since 1991, foreign investors have taken shareholdings in Indian banks – holdings of up to 74% are permitted – thereby also opening the possibility of transferring parts of a company or specific activities to them. Consequently, there are two developments: The international banks are on the ground to open up the financial market. Business consultants McKinsey estimate that in retail banking alone turnover will more than double to US$ 16.5 billion by 2010. Secondly, there is outsourcing to India. For instance, Deutsche Investmentbank wants to outsource the activities of half its sales staff and of its traders to India by the end of 2007. JP Morgan Chase wants to hire 4,500 university graduates in India over the next two years, which represents an offshoring of 30% of the staff of its investment department. At JP Morgan 20% of employees will, already by the end of 2006, be working in the Indian subsidiary.

That process has consequences for employees both in India and in the financial services providers’ home countries. The employees in the Indian banks are confronted by the fact that the government has jettisoned employment protections in order to attract foreign investors. The workload is very heavy. There are excessive working hours. And, as mentioned earlier, regulations are at present not enforceable. At the same time, trade unions are being set up everywhere in the financial sector. Globalisation, said Indian delegates in Geneva, had compelled employees to form unions. The financial sector is the country’s best organised industry, and the trade unions had joined UNI. This particular consequence of globalisation has, as yet, not really been discussed.

For bank employees in the multis’ countries of origin, outsourcing threatens jobs. An attempt to use all means to prevent that would ultimately mean stopping outsourcing, which is hardly likely to be possible and would be a lack of solidarity towards people in those countries to where the outsourced jobs are relocated. The right approach must be different. Needed are rules for outsourcing, something that UNI is demanding. ILO standards must be complied with in each subsidiary, as must collective agreements. At the same time, socially agreed solutions are necessary in the countries from which jobs are migrating. That prevents outsourcing from being based only on cost considerations and employers from trying, on the one hand, to keep down generally low labour costs in the country of destination or to lower them still more – for instance, through unpaid overtime – and, on the other hand, trying in the country of origin to force employees to make concessions through the threat of job relocations.

Such rules do not in any way hamper the strategic considerations of a company that wants to establish itself in another country in order to develop its market. But they do guarantee decent work and a certain degree of social security for employees wherever they may be located.

The above examples of how trade union structures are built up and developed also say something about UNI’s working methods. There is no master plan, or anything like it, to be implemented step by step. Instead, UNI affiliates take the initiative on those issues that affect them and where there are concrete possibilities. UNI then sees to the networking of the different activities. That is certainly more than just mediation. Philip Jennings summed up the delegates’ attitude with the observation: “When you negotiate, you are UNI.”
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Philip J. JENNINGS, UNI, General Secretary
That UNI is active worldwide must also be made clear to companies. If a multi has to deal with strong unions in one country, said Trevor Johnson from Trinidad and Tobago, that can pull up conditions in another country. In order to show companies that UNI is a worldwide trade union, also active in a country to which a multi may want to switch, Trevor Johnson has also put UNI as a trade union on his business card.

UNI’s working methods were also shown from another perspective. The field reports presented to the World Conference confirmed that the company level is very often the point of departure for co-operation in the development and strengthening of trade union structures. Another example is the work at Banco Santander. The Spanish bank is active, as well as in Europe, primarily in Latin America, especially in Brazil, Mexico, Argentina, Puerto Rico, Venezuela and Colombia. At Santander, there have so far been seven worldwide meetings of trade unionists. Manuel Rodriguez Aporta reported on the preparation of a worldwide day of action, to be centred on issues like minimum social rights, freedom of association, anti-discrimination and lifelong learning.
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Manuel RODRIGUEZ APORTA, COMFIA CC.OO., Spain
The important role of company-level action had already been alluded to in a background report (on the challenge of global change in services industries), published on the occasion of the World Conference. The report noted that the global expansion of trade unions had been within companies and not within sectors. That, added the report, in no way prejudiced EU-level efforts to defend sectoral negotiation processes. Nor did it in any way call into question the universal validity of minimum conditions in work and employment. That is precisely the essence of UNI’s working method: there is no single path, an “either or”, but one goal, namely that of strengthening UNI’s affiliates worldwide, and any path that leads to that goal is a good path.

Multinational Trade Unions in Multinational Companies

Strengthening UNI is naturally not an end in itself. Rather, strong national trade unions, united in UNI, are a substantial prerequisite for being able to improve the situation of finance sector employees through social dialogue with the employers. This correlation, it became clear in the discussions, is rather complex. Long-lasting trade union experience has shown that social dialogue is successful only where trade unions are strong. And since collective agreements are negotiated in a framework of national legislation, it is necessary for the sake of trade union solidarity to support trade unions in those countries where trade union development is rather weak. Companies, on the other hand, can extract themselves from a national negotiation framework and outsource activities or divisions to another country. When they arrive – and this is the core notion behind the reinforcement of transnational union structures described above – UNI or rather a UNI affiliate must already be there. 

A somewhat different approach aims at overcoming the national delimitation of collective agreements by negotiating global agreements with multinational companies. These then apply to parts of a company. The subject was discussed at UNI Finance’s second world conference.

Transnational agreements – this may at first sound banal - work best where there are also transnational trade union structures within a company. Companies make cross-border decisions, so trade unions must decide across borders too, said Finland’s Rauni Söderlund. She knows what she is talking about. She belongs to the Nordea trade union, a union that, within the company, brings together the national trade unions that represent its employees in the company’s most important countries of operation.

Nordea is the predominant finance company in Scandinavia, with additional branches in, for example, the Baltic States, Poland, Germany, Luxembourg and the UK. When, at the end of 2004, it became possible to establish a European Company (Societas Europaea – SE), Nordea soon initiated the relevant transformation. For the Nordic trade unions, that was an opportunity to form a common structure from the different trade unions on the sites in Denmark, Finland, Norway and Sweden – the Nordea trade union was born. The participating trade unions are incidentally all UNI members. At the union’s second annual conference, held at the beginning of May 2006, the Polish trade union Solidarnosc, which is active at Nordea Bank Poland, was admitted. Also, the statutes were revised to make it possible for trade unions in Nordea branches outside Scandinavia to participate in the Nordea trade union. Now, there too, the Nordea trade union’s executive committee can start to be active and help in organising employees as well as in establishing relations with the respective managements.

Organising is likely to be an important task in Nordea’s Polish branch. As Rauni Söderlund reported, in the Polish branch less than 10% of the workforce are organised; in the Scandinavian branches, 70% are.

The co-determination system at Nordea is regulated contractually. Consequently, the trade union is represented on the supervisory board and can exercise its influence there. There is also a company-level negotiating committee, comprising employer and staff representatives. Lastly, there are consultation committees for the different business areas, where negotiations with management on business policies and their implications for the workforce take place. In the event of a deadlock on an issue, it is negotiated at company level. In sum, at Nordea transnational co-determination regulations have been set down, and they are exercised by a transnational trade union. However, certain matters – for example, pay – are reserved for national collective agreements.

A company-level co-determination structure like that opens opportunities to improve the situation of employees even in places where the influence of trade unions is rather weak, precisely because the national framework has been surpassed. Nordea’s arrangement is generally considered to be exemplary.

A company-wide agreement is under discussion at another big European company, the German insurance corporation Allianz. Jörg Reinbrecht, Germany, explained the background. In September 2005, Allianz decided to transform itself into a Societas Europeae, a company governed by European Community law. The transformation would take place at the end of 2006. Before that happens, the applicable law requires the conclusion of an agreement between the company and the employees’ representatives on the involvement of the employees. Failing agreement, statutory regulations apply. And after four years, another effort to reach an agreement must be made.

The statutory regulation, observed Jörg Reinbrecht, falls far short of the rights provided by German co-determination. The key difference is that the regulation provides for the information of employee representatives, but not for real co-determination. That is why the trade unions are demanding, among other things, notification and consultation rights prior to management decisions, and co-determination rights in the areas of employment levels and health protection, data protection, and training and further training. And they are demanding the establishment of a disputes settlement procedure. Allianz is rejecting all that. The outcome of the negotiations is uncertain. Since Allianz is the first large company to be transformed into a SE, the result will be seen as a precedent. That is naturally affecting both sides.
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Jörg REINBRECHT, Ver.di, Germany
Regardless of the final outcome, there has already been a quite remarkable development, related to the negotiation process. The legislation provides for a so-called special negotiating body (SNB), consisting, in Allianz’s case, of 30 members from 23 countries. From among them, seven persons have been elected to constitute the actual negotiation group. The SNB brings together very different types of interest representation cultures. Some see themselves as works council members, others as trade unionists, and still others are rather aloof from trade unions. So it is not easy to develop a common strategy. On the other hand, many of the members know each other through the European Works Council. In order to prepare the negotiations properly and to organise mutual support, there was a meeting in February between trade unionists and works council members from 11 countries where Allianz has branches, and they established the UNI-Finance Allianz network. So now there is, irrespective of the definition of the rights of the SE works council, close cross-border co-operation between the trade unions represented in Allianz, so they can align their positions vis-à-vis the management and support each other.

These examples contain elements that are reflected in the conclusions drawn from the discussion. It is of crucial importance, said Allan Bang, to form transnational alliances and build networks. That is the prerequisite for having the capacity to exert the necessary pressure to conclude regional and global agreements. Such alliances also foster trust between unions. In day-to-day practice, it means being able to act quickly. “Call the colleagues at the parent company when there are problems,” as Allan Bang put it.
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Allan BANG, UNI Finance President
In striving to reach agreements – another conclusion from the discussion – one should approach large companies first. Through the effect of such examples, smaller companies will be willing to conclude agreements too.

Pension Funds – a Lever for Social Responsibility?

In a world in which companies act globally, trade unions must naturally face them at the same level. That means supporting and strengthening each other, pursuing regional and global agreements as well as company-wide agreements with multinational companies. That is, so to speak, the classical method of social dialogue, which can include disputes and industrial action - sometimes in order to secure social dialogue.

The relations between employers and trade unions do not exist in a vacuum. There are political parameters, statutory regulations, supranational regulations, and so forth. These are all areas where trade unions are active, for instance through their lobbying activities. In addition, there are parameters that are less precisely defined than, for example, legislation. The impact of public opinion and the influence of civil society. How UNI can use such parameters to exert its influence was discussed at the UNI-Finance conference on the basis of the activities of pension funds and rating agencies.

“Pension payments are not presents, they are delayed income” – that was the key message from Colman Moore, IBOA Ireland, who introduced the discussion on pension funds. Therefore, transparency in what happens to the money must be the top concern. But many companies have discovered pension funds as a profit source. Profit-making is attempted, on the one hand, through a reduction in benefits. That has led, for example in Norway, to a fierce dispute with the trade unions, as Gunnar Mjatvedt reported. On the other hand, in order to boost income, there is a growing inclination to invest pension fund money wherever profits are highest, without paying attention to how they are earned.
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Gunnar MJATVEDT, Norway
The discussion showed that the question of pensions is being discussed worldwide – with reference not only to company but also to state pensions. For example, in India, as Profullo Kumar Patnaik reported, there are plans to transfer pension funds to private investment managers. That was opposed by Indian trade unions. They were demanding that the funds stay in the companies, because there trade unions can exert influence. In fund investments, said Andre Luiz Rodriguez, Brazil, an ethical perspective must in any case be safeguarded. It was not acceptable for companies to use pension fund resources to undermine ILO standards. Therefore, as pointed out for example by Allan Bang, the newly elected president of UNI-Finance, trade unions must endeavour to be represented on pension fund boards and, in particular, those colleagues needed the necessary expertise to be able to take the right decisions in terms of social responsibility. And, as proposed by Oliver Röthig, the trade union representatives in the different bodies should be linked up in a network.
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Andre LUIZ, Contrafcut, Brazil
In implementing socially responsible pension fund investment, a rating agency may be able to provide indications; however, only if it lets the appropriate criteria flow into its assessment. The Vigeo rating agency makes precisely that claim. Its work was presented to the world conference by the agency’s president, Nicole Notat.
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Nicole NOTAT, Rating Agency, Vigeo, France
Vigeo assesses companies’ corporate social responsibility (CSR). The benchmarks for Vigeo’s work are based on a EU Commission Green book on companies’ social responsibility, published in 2001. It is not a matter, said Nicole Notat, of what companies declare publicly or what intentions they announce. Instead, Vigeo looks for facts that indicate a company’s actual conduct in practice. Fundamentally, there are five criteria, which take account of the interests of all the stakeholders:

Conduct towards local and international civil society;

· Company management;

· Relations with customers and suppliers;

· Health, safety and environment;

· Human resources management and compliance with international labour standards.

On these criteria, which are based on the international standards of the ILO, OECD and UN, information is collected from all stakeholders – information from the companies, trade unions and publicly available information. On the basis of this information, the individual criteria are rated on a points scale from 0 to 4. Then, an average is calculated. The worst score is 0 (disinterested). If a company receives a score of 0 on any one criterion, the overall rating is 0 too. That ensures that a rating is restricted to those companies that do not completely neglect any of the criteria.

The rating is submitted first to the company itself and is then forwarded, with an analysis, to investors and pension funds. Trade unions do not receive the results automatically, but can request them.

The Debatable Usefulness of Rating

The delegates noted with interest the method of rating to assess a company’s conduct in terms of sustainability and socially responsible behaviour. It was rather useful for trade unions, said Jörg Rheinbrecht. It made it possible to include a company’s conduct in their own opinion-forming and decision-making processes. It was also important, said Pascal Jamin, Belgium, that the dissemination of ratings was not restricted to the big rating agencies. For them only profits counted, and a trade union voice in the company would be more likely to lead to a downgrading. Along the same line, was a participant’s ironic question of whether a bad assessment from the Vigeo rating agency made the company’s share price rise. Osamu Umemoto, Japan, emphasised that it was generally important for trade unions to endeavour to ensure that a company’s business strategy is aimed at long-term profitability and not at the highest possible short-term profits.

Besides receiving information on a company’s conduct, might it also be a promising course of action for trade unions to co-operate with rating agencies like Vigeo and with pension funds, to press companies to act in a socially responsible way? On that question, opinions clearly differed. The possibility of exerting influence refers to two different approaches. First, pension funds have considerable means at their disposal, which they need to invest. In doing so, as one participant pointed out, it was not acceptable that multinational companies obtained financial means from pension funds, in order to then disregard ILO standards in their daily activities. Here, trade union representatives on pension fund boards could endeavour to prevent investments being made in such companies. That is a very tangible argument.

The second approach concerns a company’s public reputation. A good rating can give a company good publicity. But that is obviously not automatically the case. A company that announces mass redundancies is rewarded by a rising share price on stock exchanges. That admittedly refers to financial circles. But the general public too often judges a company by its income, and not by how it was earned. That means that in order to make a rating useful for the assertion of trade union objectives, the general public’s values have to be oriented towards a positive response to socially responsible conduct.

Both these approaches, which are based on an attempt to use rating agencies and pension funds to assert trade union demands were also, as already noted, seen in a very critical light. In the opinion of a French participant, it is not useful to co-operate with pension funds. It’s a matter of taking the right political decisions, to which funds had to subject themselves. That the resources must not be used for speculation and that they must be invested only where labour standards are respected must be required by legislation, where that was not already the case.

Andrew Cassidy, New Zealand, saw no advantage in using the notion of Corporate Social Responsibility as a lever. In his view, CSR is a sort of phantom. Only very few companies actually act in a socially responsible way. At best, said Cassidy, CSR could help show how far companies diverge from the rules that they themselves have established. For companies, CSR is solely a publicity tool.

CSR, said Oliver Röthig in a response, was indeed a new term, but as a concept it was very old. It was simply a commitment to the common good. Such an obligation is, moreover, contained in many constitutions. The question is always how that commitment is interpreted and implemented in individual cases. In Oliver Röthig’s opinion, it is clearly appropriate to work with civil society groups and institutions, as well as with bodies like pension funds and rating agencies, in order to attain trade union objectives. A condition is obviously that there is a common interest. That might indeed be a company’s social commitment to the common good.

Possible evidence that companies can indeed be influenced in their conduct is the fact, discussed in Geneva, that a multinational company may behave differently in different countries. That is, as discussed earlier, an undisputed basis for trade union policy, and leads for example to union efforts to extend solidarity action to subsidiary company locations where trade unions are weak – whether through direct support for trade unions there, or through global agreements or European Works Councils. That is based on trade union power. In considering co-operation and alliances, the pertinent question is: do they make it possible to exert influence on companies? For, just as CSR can be used as a facade, so in some countries participation rights are used as a facade too - until the companies concerned are forced to dismantle it.

Co-operation with pension funds and rating agencies was discussed in a very varied manner at UNI-Finance’s second world conference. A definitive decision on how to handle the question in future has not yet been taken.

When the Future Dawns, UNI Must already Be There

The background papers for UNI-Finance’s second world conference raised the question, among others, of the financial sector’s future. Different trends show what the future might bring. Discussed, for example, was the situation in New Zealand, which could well be a model for the future. The future - and this was undisputed in the discussions in Geneva - is not something by which one is overwhelmed, and to which one must then react. What the finance sector looks like tomorrow, how the people who work in it are treated socially, that can be influenced today. Future developments are based on corner-stones, and the decisive one is acting at the transnational level. Therefore, the challenge for trade unions lies in being present at precisely this level. And that UNI Finance has this target in its sights is a lasting impression left by the Geneva conference. Regional agreements, co-ordination of transnational company-wide co-operation, support for weaker trade unions – those were keywords in the discussions, which were based on concrete examples.

As regards globalisation, a central assumption is that when a company transfers activities to another country, UNI must already be there. As regards future developments, the point could perhaps be formulated as follows: when the future dawns, UNI must already be there.
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Allan BANG the newly elected  UNI Finance 
Farewell to Sandy BOYLE
President and Sandy BOYLE the retiring 

President
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Sandy BOYLE with piper Eric MC INTOSH

Statements adopted at the 2nd UNI Finance Global Union World Conference,

23-25 May 2006, Geneva, Switzerland

Statement on OTOE’s fight for a Sectoral Agreement in the Greek Banking Industry


31.05.2006 - The 2nd UNI Finance Global Union World Conference stands in solidarity witht the OTOE and calls upon Greek bank management to immediateyl reenter negotiations with the OTOE for the establishement of a sectoral collective agreement.


We, the trade union representatives participating at the 2nd UNI Finance Global Union World Conference in Geneva, have been informed of the unprecedented decision of the seven biggest Greek banks to undermine negotiations with OTOE for the signature of a sectoral collective agreement and of these banks’ violations of existing collective agreements concerning pension funds of Greek bank employees. 

We have also been informed of the Greek government’s attitude which, rather than checking the actions of those banks, is in fact protecting them, if not motivating them, since the biggest three of the concerned banks are under state-control. 


The actions of the banks’ management represent a radically antidemocratic attitude against the social and labour rights of bank employees consolidated by the European Institutions in the framework of social dialogue and negotiations recognized and operating in all EU member states. 

The 2nd UNI Finance Global Union World Conference stands in solidarity with OTOE and calls upon bank management to change their course on May 29th, during the tripartite meeting with OTOE and government representatives. We call on them to respect the existing agreements concerning pension funds, withdraw their antidemocratic decision to refuse dialogue, and to immediately start negotiations with OTOE for the signature of a sectoral collective agreement.
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Aristoteles LAKKAS, OTOE, Greece
Statement on the Right to Strike for Turkish Bank Employees
31.05.2006 - Turkish affiliate BASISEN addressed the 2nd UNI Finance Global Union World Conference on the prohibitions of strikes in the Turkish banking sector. The Conference, stressing that banking is not an "essential service," demands that such prohibitions be removed. 



The 2nd UNI Finance Global Union World Conference calls upon the Turkish government to remove the prohibition of strikes in the banking sector in the current revision of labour legislation.

Denying colleagues in Turkish banks the right to strike is in contravention to core labour standards as laid down in the ILO Convention of which Turkey is a signatory. It also stands against the common values and principles endorsed by the Council of Europe and the European Union.

The Conference emphasises, in line with the view of the ILO, that banking is not a sector that provides an “essential service” such as the hospital sector or electricity services
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Emre KOCAOGLU, Basisen, Turkey

Statement on French Immigration Policy
31.05.2006 - The 2nd UNI Finance Global Union World Conference asks the French government to dump the currently advanced policy of selective immigration.


The law on immigration currently being adopted in France puts forward the principle of “selective” immigration, facilitates the expulsion of immigrants and represents an affront on the unity of immigrant families.

With no progress being done on the global North-South divide, this project threatens the fragile growth of developing countries by allowing French enterprises to choose workers according to corporate interests alone. 



The participants of the 2nd UNI Finance Global Union World Conference ask the French government to withdraw this law.
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Alain BROUHMANN, FNPSF-CGT, France

Statement on Zimbabwe pledging solidarity to the women and men of Zimbabwe and demanding that the government takes immediate action to restore the dignity of people and unions

30.05.2006 - Thabitha Khumalo, head of the Zimbabwe Congress for Trade Unions, addressed the UNI Finance Global Union World Conference on the human rights abuses on-going in her country. The Conference responded by adopting a Statement on Zimbabwe pledging full solidarity to the victims of the Mugabe regime. 


We the members of the UNI Finance Global Union are deeply concerned with the deteriorating human and trade union situation in Zimbabwe.

It is unacceptable that for political expedience, the Mugabe regime continues to subject its citizens to unnecessary suffering, death and other degrading and inhuman conditions due to the perennial absence of basic necessities of life.


We pledge our solidarity and stand shoulder to shoulder with our suffering sisters and brothers in Zimbabwe and demand that the political regime takes immediate measures to restore the dignity of its peoples.
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Thabita KUMALO, ZCTU, Zimbabwe
Statement on Nepal on their successful struggle against the dictatorial monarchic rule and for the establishment of democracy

01.06.2006 - In face of the recent human-rigth abuses in Nepal and the strrong union involvement in the fight for democracy, the 2nd UNI Finance World Conference pledges its solidarity for the Nepalese freedom movement.

The 2nd UNI Finance Global Union Conference congratulates the people of Nepal on their successful struggle against the dictatorial, monarchic rule and for the establishment of democracy. The Conference also extends its condolences to the families of the martyrs who sacrificed their lives for freedom and dignity in Nepal. 

The Conference salutes our affiliates and the Nepalese trade union movement who were at the forefront of the struggle. 

We call upon the Government of Nepal to ratify the ILO convention 87 on freedom of association and to respect trade union and human rights so as to establish a free and just society for the people of Nepal. 

UNI will provide support and assist in every way possible the Nepalese trade union movement in its efforts to rebuild Nepal and ensure full-fledged democracy in the Himalayan Nation. 
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Ganesh BAHDUR, FIEUN, Nepal
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