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EXECUTIVE SUMMARY

Introduction

This study was commissioned by DG Energy and Transport and DG Employment and
Social Affairs of the European Commission in order to assess the qualitative impact
on employment of the liberalisation of the market in electricity and gas in the
European Union. The internal market in electricity and gas is the subject of Council
Directives 96/92/EC and 98/30/EC respectively and came into force in February 1999
for electricity and August 2000 for gas.

When the Directives were adopted it was assumed that the lowering of energy prices,
which was expected to follow from market opening would lead to the preservation
and further creation of employment in sectors heavily depending on energy use for
production. However, there has been a long standing concern particularly among trade
unions representing workers in the sector that greater competition would inevitably
lead to significant job losses in the gas and electricity industries.

The 1998 Employment in Europe Report showed the electricity and gas industries to
be among the sectors most affected by a reduction in employment. Based on European
and national statistics, it has been estimated that over 250,000 jobs have been lost in
the sector between 1990 and 1998 and trade unions estimate that a further reduction in
employment by 25% is likely over the next five years. When comparing electricity
and gas it is clear that most jobs have in fact been lost in the electricity rather than the
gas industry. The UK is one of the few countries, where a significant number of jobs
have been lost in the gas industry since the early 1990s. Germany has also seen some
substantial workforce reductions. In the majority of countries, however, where the gas
industry is less mature, employment has continued to grow, as infrastructure
continues to be established. As a result of this, and because market liberalisation tends
to be less advanced in the gas industry, this report primarily focuses on the experience
of the electricity industry.

The aim of the study was explicitly not to look at the quantitative impact of market
liberalisation on employment because of the difficulties relating to the attribution of
causality. In many member states employment reduction in the sector clearly precedes
market liberalisation. An estimation of the quantitative impact of market liberalisation
is further complicated by difficulties in assessing the number of jobs gained or
preserved in energy intensive industries as a result of market liberalisation.

From a policy makers’ perspective it was therefore considered to be of particular
relevance to assess the qualitative impact of restructuring and liberalisation on
employment. In assessing the profile of individuals most likely to be detrimentally
affected by employment and the skills and occupational structure of any likely gains
in employment it would be possible to establish the type of measures, which could be
put in place to limit resulting unemployment or skill shortages.
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This study was completed in two phases. In the first phase information was gathered
on the qualitative impact of restructuring on employment and any measures taken to
deal with its impact at the level of each member state. This was done through surveys
of social partners and member state governments. The second phase consisted of
detailed case studies in five member states: Germany, Ireland, Italy, Sweden and the
UK. These countries were selected to demonstrate the experience of the sector in
countries, which had moved furthest towards privatisation or which had already
experienced significant reductions in employment, despite recent moves towards
liberalisation.

The study of the quantitative and qualitative employment effects of liberalisation and
restructuring is not only hampered by the difficulties experienced in attributing
causality, which were outlined above, but also because of the dearth of reliable,
comparable and disaggregated employment data on the electricity and gas industries.
We have had to rely heavily on survey and interview evidence from individual
companies to reach the following conclusions relating the qualitative impact of
liberalisation on employment:

It is difficult to distinguish between the impact of liberalisation and general structural
changes in the sector beyond stating that liberalisation has clearly had an impact in
accelerating the pace of change. In a number of case study countries, it was argued
that significant restructuring took place (with the loss of jobs) as a result of companies
preparing for the internal market. Many of the recent merger in the industry have been
linked to the need to stay competitive in a liberalised market. Merger announcements
are generally linked with announcements on job losses.

While it is possible in some cases to link the progress towards liberalisation with the
number of jobs lost, a linear relationship can by no means be shown in all cases (i.e. a
number of countries, which have progressed slowly towards liberalisation have
already witnessed significant reductions in employment).

The qualitative impact of liberalisation on employment

When assessing the qualitative employment impact liberalisation and the nature of
restructuring it is important to note a number of key observations about employment
in the electricity industry, which impact on the process of restructuring:

� In the majority of member states, the industry has an ageing workforce, with the
age pyramid heavily weighted in favour of the over 45 age group.

� As a previous study carried out by ECOTEC Research and Consulting (1998) has
shown, women are significantly underrepresented in the industry, making up less
than 20% of the workforce.

� The skills profile of the industry has traditionally shown an overwhelming
propensity towards employment in semi-skilled and skilled technical occupations
and middle management functions.



The Effects of the Liberalisation of the Electricity and Gas Sectors on Employment

ECOTEC Research and Consulting Ltd

iii

� The industry has traditionally carried an expectation of “jobs for life”, with staff
entering companies after school to be apprenticed, as well as directly following
vocational training. Promotion into managerial positions was traditionally from
technical occupations.

� Public utilities previously placed little emphasis on marketing, business
development, project management and customer services.

These key features of employment in the industry had a significant impact on the
nature of restructuring in the following respects:

� The age profile of the workforce has enabled companies to carry out restructuring
in a “socially responsible” manner through voluntary early retirement. Such early
retirements have either been effected with the support of government policy
(national pre- or part-retirement schemes) and/or through generous company
incentive schemes.

� In numerical terms, men have been more significantly affected by restructuring
than women, primarily due to the fact that women remain under-represented in the
industry. It is noteworthy, however, the in most countries restructuring has not
contributed significantly to raising balance of women in the sector.

� The evidence clearly shows that the majority of job losses have been effected in
semi-skilled and skilled technical occupations (e.g. in the area of network
maintenance), which were traditionally considered to be the core business of
electricity companies. The majority of staff affected had been in the industry – and
indeed often with the same company – for the majority of their working lives and
their skills are therefore not always easily transferable outside the industry.
However, these skills could be suitable for new market entrants following
liberalisation.

� A change of attitude is required from employees previously expecting a “job for
life”. This requires greater flexibility and a greater emphasis on re-training,
continuing education and the development of transferable skills. At the same time,
this requires a change in attitude from many companies, who need to place more
emphasis on internal training and labour force development programmes and the
development of flexible working arrangements to suit employees and their desire
for a better reconciliation of work and private life.

� There has been a clear change in emphasis on new skills, which are quite different
from those disappearing, raising issues relating to the potential transferability of
staff. New skills required by electricity companies include information and
communication technology, marketing, customer service, project management,
energy trading, and business development.

� There is significant evidence of the contracting out of so-called “non-core”
functions. However, in some cases, detrimental effects are seen to have resulted
from contracting out, leading to the in-sourcing of a number of these functions.
There is some evidence of companies using contracting out arrangements to
“shop” for collective agreements less favourable to employees.
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Profile of those most affected by restructuring

In establishing a profile of individuals most likely to be affected by restructuring in
the electricity and gas sectors, we were particularly interested in the following:

� The age of workers most likely to be affected by restructuring (either as a result of
their likely skill profile; the age structure of the undertaking or any policies in
support of early retirement)

� The sex of workers most likely to be affected by restructuring (as a result of their
propensity to work in certain occupations which are likely to increase or decline;
overall representation in electricity companies)

� The skills which are likely to witness a decline in demand because of the
introduction of new technologies or changes in business activities and structures

� The skills which are likely to witness an increase in demand because of the
introduction of new technologies or changes in business activities and structures

The first point worthy of note is the striking level of similarity in the qualitative trends
between case study companies and member states regarding the characteristics of
employees most likely to be affected by restructuring. Similarly, there were strong
parallels in the way in which companies had addressed the challenge of restructuring.

The majority of companies responding to our survey and those taking part in the case
studies sought to effect restructuring in the most “socially responsible” by using
voluntary early retirement. This strategy was supported by the existing age profile in
many electricity companies, where a majority of workers are over 45 years of age.
Early retirement was generally offered around 55-58 years of age, often on very
favourable terms. In the case of one of the German companies studied, early
retirement was even offered at age 51. Indeed many companies argued that they did
not carry out any “hard” redundancies, but shed staff wholly through voluntary early
retirement, natural wastage and caps on new recruitment. One of the prime
characteristics of those affected by the restructuring process was therefore age,
irrespective of skills, although older workers were also most likely to be found among
the skill categories, which saw reductions in their numbers.

As a previous report carried out by ECOTEC on behalf of the social partner in the
electricity industry has shown, women are significantly under-represented in the
electricity industry, making up less than 20% of the workforce. In an industry, which
was traditionally dominated by semi-skilled and skilled technical employment,
women are largely concentrated in clerical and administrative positions. Our study did
not provide much evidence that the changing focus towards more customer service
oriented activities was significantly changing the balance of the sexes in employment
in the sector in favour of women. This is partly due to the fact that the number of jobs
gained is far smaller than the number of jobs lost. In addition, this can be attributed to
the fact that many of the activities, which are being outsourced in an attempt to
achieve greater flexibility are carried out by women (such as cleaning, maintenance
and customer services). In addition, many of the newer functions such as call centres
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are also being provided through outsourcing arrangements and therefore do not
statistically add to the number of women employed in the industry. While women are
therefore in numerical terms less likely to be affected by restructuring, there is so far
little evidence that they are benefiting in significant number from the change in
emphasis in the skills profile of electricity companies. This serves to highlight the
continued importance of equal opportunities strategies aimed at addressing the gender
imbalance of the workforce in the industry.

The impact of restructuring and liberalisation on the skills profile of companies is
determined by what can be seen to be a perceptible shift in the core functions and
structure of electricity companies. These are the result both of restructuring prior to
liberalisation and restructuring resulting from the pressures created by liberalisation,
i.e. the need to become more competitive. This shift is most clearly visible in
previously publicly owned utilities, but is nevertheless common throughout the
industry. Whereas companies’ focus had previously been largely or solely on the
distribution of electricity to tied clients, thus focusing on network maintenance and
technical services, in a more competitive market, which has seen a significant decline
in electricity prices, the emphasis has shifted to incorporate the following key
functions:

� Electricity brokerage and trading functions to ensure the cheapest price for key
customers;

� Marketing functions aimed at securing existing and attracting new clients and
meeting their needs, increasingly not only for electricity, but also other services;

� The establishment of multi-utilities providing not only electricity but also gas,
water, telephone and internet services among others;

� Project management functions, e.g. in relation to the planning of energy efficient
installations or buildings;

� Contract management for external businesses or for outsourced functions;
� Customer service functions through call centres providing information, marketing

and or maintenance services;
� Business development functions to ensure a growth in the business either within

its existing functions or through diversification;
� Information and communication technology functions are increasingly in demand

not only as a result of the increasing proliferation of information technology in-
house, but companies are increasingly providing ICT consulting services.

These new trends do not always sit easily with the key features of employment, which
have traditionally shaped the industry as mentioned above. While the technical skills
associated with the industry still remain relevant, there is now less emphasis on
traditional core activities such as network maintenance. While such functions
continue to be part of the business, although in some cases these have been
outsourced, technical skills are now more likely to be required on combination with
project management or business development skills. Related to declining investment
in network maintenance, a concern is emerging among trade unions as well as



The Effects of the Liberalisation of the Electricity and Gas Sectors on Employment

ECOTEC Research and Consulting Ltd

vi

companies that as investment in this area is reduced, future security of electricity
supplies can no longer be guaranteed in the same way as was previously the case.

Another occupation category, which has seen a significant number of “casualties”
resulting from restructuring is that of middle management. Reductions in this area
result from a breakdown of the strong regional structure of previously public utilities
(e.g. in Great Britain, Germany and Italy) or as a result of internal restructuring or
merger activities, which have led to duplication of effort. This trend has also had an
impact on supporting clerical and administrative and customer services staff.
Cutbacks in the managerial grades were generally achieved through early retirement,
or staff found employment in newly emerging related sectors, as they were often
highly skilled and marketable.

The shift from almost industrial, traditional monolithic companies to flexible service
oriented companies has been forced by the need for greater competitiveness and has
arguably required a change in mindset from their employees away from a well defined
career profile based on technical training and apprenticeship to a more flexible career
structure requiring a regular updating of core and vocational skills. There has also
been some move away from the traditional in-house promotional structure in order to
acquire staff with the skills now required by companies. This necessitates a greater
willingness and preparedness for internal as well as external mobility, which was
previously not always required in order to attain advancement. At the same time, the
new competitive environment requires companies to rethink and improve their
strategies for internal staff training and their incentive structures to retain skilled staff.
A greater balance needs to be struck between flexibility and security, which benefits
both sides and allows for a better reconciliation between work and private life. Some,
but by no means all companies are taking strides into this direction.

Responses to restructuring

Companies showed significant similarities in the nature of their responses to
restructuring. Findings of our research as well as a survey carried out by Eurelectric in
1998 show that restructuring and job reductions have been achieved by various
means. However, the most common by far have been early retirement, retraining and
redeployment. Significantly, in the future the Eurelectric report expects a twofold
increase in forced redundancy as a result of the need for greater efficiency due to
competitive pressures.

Survey findings clearly show that employers have largely sought to effect job
reductions in most “socially responsible” manner through voluntary and incentivated
early retirement. As previously mentioned, this was largely facilitated by the ageing
workforce structure in many electricity companies. In some countries this strategy
was assisted by government policies aimed at encouraging early or part-retirement. In
general it was however the company, which funded often very generous early
retirement packages. Although there was some evidence that in a number of
companies these packages had declined in financial value over the years, this could
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not be argued to be a general trend and some companies had even increased their
packages in recent years.

Most companies indeed argued that there had not been any “hard” redundancies at all,
because most job reductions could be effected through early retirements, natural
wastage and a block on new recruitment.

While the age structure prevalent in many electricity companies enabled the industry
to largely restructure without large scale “hard” redundancies, a number of
observations need to be made regarding this strategy, which is generally agreed to
provide the most “socially responsible” way of achieving necessary structural change.

Firstly, a policy of encouraging early retirement runs counter to a policy emphasis
supported by many EU member states, which seeks to move away from pre-
retirement as a way to reducing the problem of unemployment, particularly in the
light of demographic trends, which have seen birth rates fall and a significant ageing
of the population. Early retirement had become popular in the 1970s and 80s as a way
of combating high youth unemployment and subsequently became hard to reverse.
Previous studies carried out by ECOTEC on behalf of the European Commission and
the UK Department for Education and Employment have highlighted the following:

� Early retirement strategies once introduced are hard to reverse as employees come
to see them almost as a “perk” of employment with large companies. Even
individuals who do not perceive it as a perk, rarely see an alternative.

� Early retirement is an extremely costly strategy both for companies and
governments keen to cut back on expenditure. In companies where packages have
successively become less attractive, it is also an increasingly expensive strategy
for older workers themselves as they register a greater shortfall in pension
contributions, particularly where early retirement takes place very early e.g.
around age 51-55. The survey carried out by Eurelectric shows that companies
consider that in future less use will be made of company incentivated early
retirement. This must be regarded in no small measure to be due to the high cost
associated with such a strategy. Clearly the possibility of the early retirement
option also declines as the age pyramid of the company workforce changes.

� As governments become increasingly keen to restrict spiralling expenditure on the
public pension scheme, companies have often sought to rely on the unemployment
benefit system to supplement early retirement packages to retirement age, thus
causing a further drain on the public purse.

� Even where workers argue that they have accepted early retirement packages
voluntarily, a degree of coercion remains as this is often perceived to be the only
realistic available option. In at least one of the cases studied, early retirement
packages decline significantly in attractiveness if they are taken after age 52.

� In many companies, an over-reliance on early retirement has led to an
irreplaceable knowledge drain, which can lead to future skill shortages,
particularly in areas where there has been a cap on new recruitment and training
for some time.
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Another approach used by a significant number of companies aimed at increasing
flexibility and reducing overheads is the contracting out of certain services and
functions previously delivered in-house. Contracting out arrangements are usually
applied to services such as cleaning, maintenance, IT or meter reading. As a result of
European legislation on the transfer of undertakings, existing staff have to be
transferred to the new contractor for a specified period of time and limits are imposed
(again for a certain time span) on any changes which can be made to terms and
conditions of employment. Nevertheless, it was felt that contracting out in the long
term often led to a deterioration of employment, pay or promotion prospects as the
new companies often fell outside the scope of collective bargaining arrangements
covering workers in the sector and therefore allowed employers to “shop” for
collective agreements more beneficial to them.

More worryingly from a company’s point of view was the feeling expressed by some
companies that contracting out could, in the longer term, lead to a deterioration of
customer services, customer dissatisfaction and a loss of valuable skills. A number of
companies have therefore in-sourced some services such as call centre functions.

A significant number of the larger companies surveyed or interviewed in our research
had instituted re-training and redeployment programmes aimed at limiting the impact
of restructuring on staff in occupational and business areas affected. These
arrangements tended to be time limited, but were often extended beyond their original
temporal remit. The aim of such schemes was to set up a structure providing targeted
careers advice for individuals affected by restructuring. This often included initial
advice (if appropriate) on company early retirement or voluntary redundancy
schemes. Any individuals for whom none of these options were available or
acceptable were then channelled into an advisory process in which their aspirations
for the future were assessed and it was established whether these could be matched
with the company’s future requirements. If such a match was possible with a clearly
defined structured process of retraining, which was acceptable to both the member of
staff and the company, the individual could then be matched up with a new workplace
and undergo necessary training. Alternatively, in the case of some schemes, it was
also possible for individuals who saw their future outside the company and were keen
to learn a new skill or occupation to receive financial assistance to undergo such
training. In the Swedish example such assistance was available for a period of up to
two years, with incentives for those completing their retraining more quickly. The
schemes available in the Swedish case study companies were the most extensive. In
the majority of cases, the service was limited to advice and guidance, if an internal
match was not possible. As many of the schemes assessed as part of this research had
only been in operation for a limited time, information on outcomes was scarce but
generally encouraging. There was some concern that all these measures were time
limited and it was therefore uncertain what would happen after their original funding
period came to an end. This question remains unresolved and warrants further
attention.
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Another concern frequently expressed among trade unions was the increasing levels
of stress experienced by staff remaining in companies after significant workforce
reductions. Staff often found themselves having to take on increasing workloads in an
unfamiliar competitive environment without receiving sufficient training to prepare
them for their new roles. At the same time, examples were found of companies who
instituted programmes to re-assess the training requirements of all employees in the
light of changing circumstances and which provided relevant training programmes as
a result.

Another complex issue in relation to restructuring and potential redeployment is that
of geographical mobility. In a significant number of cases jobs were lost in areas
where other employment was scarce and any new jobs for which redundant workers
may have been qualified required a the willingness and ability to be geographically
mobile. While some companies were prepared to fund generous relocation packages,
that was not always the case and is not always an option for the individual concerned.

As companies have so far largely been able to avoid the need for “hard” redundancies,
all national governments responding to our survey argued that there was at present no
perceived need to institute specific measures to deal with the impact of liberalisation
on employment. Wherever redundancies and resulting unemployment did occur, it
was argued that general active labour market policy measures were in place to assist
such individuals.

Some examples are quoted in this study of efforts to preserve or even create jobs
through the reduction of working time (e.g. in France). While we have not been able
to explore such measures in any detail as part of this research, we would recommend
that such initiative be the subject of further study. This approach could not only go
beyond preserving existing jobs, but could create new job opportunities and could
therefore contribute towards avoiding the problem of future skill shortages by opening
up opportunities for new apprentices. In addition, it could contribute to an equal
opportunities policy and the introduction of more family friendly working. It appears
that such approaches are particularly worthy of exploration in the context of a
potential of further contractions in the sector, which will be more difficult to achieve
on the basis of early retirements as the age structure of the workforce changes.
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1.0 INTRODUCTION

ECOTEC Research and Consulting was commissioned by DG Energy and DG Social
Affairs to carry out a study on the effects of the liberalisation of gas and electricity
markets on employment. In 1996, the Council of Ministers adopted Directive
96/92/EC on the internal market in electricity, which provides for a phased opening of
electricity markets to competition. The provisions of this Directive came into force in
February 1999. A similar Directive providing for the phased opening of the European
market in natural gas was adopted in 1998 (98/30/EC) and entered into force on 1st

August 2000. In the context of the implementation of these Directives at member state
level, the aim of this study was to assess the qualitative impact on employment of
market liberalisation in these sectors.

When the Directives on the creation of an internal market in the electricity and gas
sectors were adopted, it was assumed that this step would lead to the preservation and
creation of jobs in the European Union. This beneficial impact was assumed to result
from lower energy prices and therefore lower production and overhead costs for
businesses. Although lower energy prices are obviously a possible basis for job
creation in very energy intensive industries, it has to be remarked that this growth in
unlikely to be linear, particularly in light of expectation that most employment growth
with in future spring from the services sector. However, there is a legitimate
expectation that lower energy prices can lead to the preservation of jobs. Previous
studies have shown that market liberalisation has indeed led to lower energy prices,
particularly for large-scale consumers.

Since the early days of the discussions on the introduction of an internal energy
market, there has been a concern (particularly in the trade union movement) that
market liberalisation would lead to significant job losses in the electricity and gas
sectors themselves. The internal market was considered likely to force widespread
restructuring to enable companies to adapt to a more competitive environment (either
as a result of the privatisation of previously publicly owned utilities and/or the effects
of market liberalisation).

The 1998 Employment in Europe Report indeed shows that the electricity and gas
sectors have been among the sectors worst hit by a reduction in employment over the
last decade. More significant reductions in employment were only experienced in
mining, agriculture and textiles. Based on European and national statistics it can be
estimated that over 250,000 jobs have been lost in the electricity and gas sectors
between 1990 and 1998 and there are fears among the trade union movement that a
further reduction of jobs by 25% can be expected over the next five years as a result
of mergers, concentrations and restructuring in the industry.

While it is widely accepted that the inception of the internal energy market has
contributed to job losses in the sector, the aim of this study was explicitly not to look
at the quantitative effect of liberalisation on employment, for a number of reasons.
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Firstly, it was considered impossible to disentangle the impact of market liberalisation
on employment from the wider phenomenon of structural change affecting member
state economies. This is underlined by evidence of significant job losses in the sector
many years prior to market liberalisation. Although employment data provide clear
evidence that job losses have been most significant in a number of the countries,
which have moved furthest towards liberalisation and privatisation (e.g. the UK and
Germany), and the decline in employment has been more limited in countries where
the electricity and gas industries remain under state control (e.g. France), this pattern
is by no means applicable to all European Union countries. Italy and Ireland for
example have both experienced significant drops in employment in the electricity
sector, despite their recent moves towards liberalisation.

Secondly, an estimation of the number of jobs gained as a result of lower energy
prices, which would have to be weighed up against any job losses was also seen the
be complicated by problems relating to the attribution of causality.

Therefore, although there is clearly a concern over job losses, from the policy makers’
perspective it was considered to be most significant to assess the profile of those
individuals most likely to be detrimentally affected by restructuring and indeed the
occupational and skills profile of any new jobs created in order to assess any
measures, which could most appropriately be taken to ensure that individuals made
unemployed can quickly and effectively be re-deployed and to prevent any skill
shortages from occurring.

This report initially outlines the methodology adopted by this study. It then provides a
brief overview of key trends in the European electricity and gas sectors, as well as an
overview of the main employment trends in the sector. Although these were clearly
not the main focus of this study, these sections provide the necessary background
information for our findings on the profile of individuals most likely to be affected by
restructuring, the skills profile of the jobs created and the policy measures employed
to limit the impact of restructuring. Finally, the report presents the study’s draft
conclusions and recommendation.
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2.0 METHODOLOGY

Our assessment of the qualitative employment impact of liberalisation in the
electricity and gas sectors is primarily based on the study of the experiences of a
number of case study countries: Germany, Ireland, Italy, Sweden and the UK. The
UK, Germany and Sweden were chosen because these countries have already
achieved full market liberalisation, at least in the electricity sector. Ireland and Italy
were chosen because, despite their more recent moves towards market liberalisation,
they have already experienced a significant decline in employment in the electricity
industry. We were keen to draw on the experience of these countries to understand
companies and policy markers had dealt with the challenges of restructuring,
liberalisation and privatisation. Our aim was to establish whether any policy lessons
could be learnt, which may be transferable to other member states and to the gas
sector, where liberalisation in most countries is still in its infancy.

Despite the case study focus on the above countries, wherever possible, information
has also been included on the situation in the other member states. At the outset of
this study, we sought to gather information from all member states on the qualitative
impact of restructuring at company level. This was done by the following means:

� a questionnaire was issued to the member organisations of the social partners
representing employers and employees in the electricity and gas sector (see Annex
1)

� a letter containing a number of key questions was issued by the Commission
directly to national members of the Energy Council with a request for information
on any specific government measures, which may have been put in place at
national level to limit any detrimental impact of market liberalisation on
employment in these sectors (see Annex 1).

Fifteen responses to the questionnaire were received from social partners and eight
responses reached ECOTEC from national governments. These responses have been
utilised in drawing up this report.

An interim report was drafted following the deadline for the receipt of these
responses, which was discussed with the Steering Group. Recommendations were
subsequently made on the issues, which needed to be addressed further to complete
the draft final report and the case study countries were agreed upon.

Case studies involving face to face meetings with representatives of employers and
trade unions, we well as telephone interviews with the electricity and gas regulators
(were appropriate) were carried out in Germany, Sweden, Italy, Ireland and the UK.
In each country, two case study companies were identified in the electricity sector, as
well as one in the gas sector in co-operation with the social partners in the sector.
Semi-structured interviews were carried out based on an agreed case study
specification (see Annex 1).
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This final report was written on the basis of a review of relevant literature, the phase
one questionnaire returns and the case studies conducted. It takes into account
comments from the Commission and the Steering Group following a steering group
meeting scheduled for the 12 September 2000.
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3.0 KEY FINDINGS

Trends affecting the electricity and gas sectors are European Union level diverge
significantly in the majority of member states. The two industries are therefore dealt
with separately in the following presentation of key findings from our study.

3.1 Electricity

3.1.1 Key trends in the EU electricity industry

Over the last decade, the European electricity industry has undergone a period of
intense restructuring. In the early 1990s, the world-wide economic recession had
brought with it a slowdown in demand, which only started to pick up again in the
mid-1990s, leading into a period of sluggish growth in electricity consumption. It is
anticipated that in the long-term, high electricity demand growth rates are unlikely
because of the maturity of EU energy markets.

The most important trend affecting EU electricity markets is the change in market
structure, designed to bring about increased competition in the sector. This was
spurred partly by the European Commission’s Internal Electricity Market strategy. In
1996, the Council of Ministers adopted Directive 96/92/EC on the internal market in
electricity, providing for a phased opening up of electricity markets to competition.
The provisions of the Directive came into force in February 1999, with Member
States required to open up about 25.37% of national market share to competition. EU
policy was therefore one of the factors triggering changes in national policy, a wave
of privatisation, restructuring, unbundling and more open competition. These
combined factors have begun to transform the electricity supply sector. A survey
carried out by ECOTEC on behalf of EPSU, EMCEF and Eurelectric in 1998 showed
a clear trend away from state ownership towards mixed ownership and in some cases
full privatisation.

Nevertheless, there continues to be considerable variation in the structure of the
industry among EU Member States, reflecting the historical development of
regulation and state involvement, as well as recent trends towards liberalisation and
privatisation in several Member States. Responses to a survey carried out for our 1998
study provided a clear indication of the different stages along this development path
occupied by different Member States. In some countries, the industry remains
dominated by a single, often state owned, vertically integrated electricity utility (e.g.
France) with changes in ownership structures anticipated over the next 5 years. Other
countries are becoming far more decentralised with a separation between generation
and distribution (e.g. UK, the Netherlands); others have a mixture of small municipal
distribution companies and much larger vertically integrated companies (e.g.
Germany).
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In many countries, the liberalisation of the market has meant the separation of
generation, transmission and distribution. In the majority, restructuring has led to a
decline in the number of companies operating in the electricity industry, partly as a
result of mergers, take-overs and concentrations. However, this is by no means true
for all countries, mirroring the speed and level of advancement of the restructuring
process, as well as the nature and regulatory structure of the industry prior to the
introduction of market forces. While electricity transmission often remains either state
controlled or in the hands of one or a few companies, electricity generation and
particularly distribution have seen a greater fluctuation in the number of providers.

In most EU countries, electricity prices and service standards are set either by national
or local governments, or are agreed between the utility and government, following
some form of consultative process. Therefore, despite a lack of direct competitive
pressure, a significant number of European electricity industries continue to operate in
a manner aimed at achieving least cost supplies. This is achieved through varying
degrees of government supervision and/or industry co-operation.

The main exception to this pattern is the UK, where a competitive supply market was
introduced in 1990, for customers having a maximum demand of 1MW. This was
expanded to cover all customers with a maximum demand of 100 kW in 1994 and
since 1998 covers the entire market. This staged privatisation process was
accompanied by a formalisation of price controls and other performance objectives
for electricity supply to domestic consumers. Privatisation initially created 15 public
electricity suppliers. Since then, the UK has seen a flurry of merger and take over
activity, with several regional companies being acquired by other utilities from the
UK or abroad (and the US in particular). This has brought about some measure of
vertical re-integration. The UK is the only EU country which has so far pursued a
strategy of full privatisation and lessons must therefore be learnt from its experience,
particularly in relation to the impact of privatisation on employment.

The Nordic countries are also well advanced in the creation of a competitive market in
electricity (without, however, moving towards full privatisation). First Norway and
then Sweden have instituted systems separating generation and distribution from
transmission, and allowing free competition in generation and distribution.
Nevertheless, in Sweden, the state power authority Vattenfall continues to provide
over half of the nation’s electricity production, with the remainder supplied by
municipal and private utilities. The national grid is run by a separate company, which
was spun off from Vattenfall in 1992. Liberalisation of the Swedish electricity supply
system was implemented in 1996, allowing competition for both generation and
distribution.

Partly as a result of the examples provided by the UK and the Nordic countries and
partly as a result of the need for greater competitiveness in the run-up to the internal
market in electricity, many other countries also began to open up their electricity
generation and supply industries to competition prior to the deadline set by the
Council Directive.
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However, even a significant number of countries, which are not as far down the road
towards full marketisation as some of the above mentioned examples, have also
carried out a substantial amount of internal restructuring - this is, for example, the
case in Italy and Ireland. Italy has recently made significant strides towards
privatisation and the Electricity Supply Board has been substantially reorganised in
order to give it greater flexibility and cost transparency, and to accommodate potential
developments in regulation at the European level.

France is one of the few countries where the state monopoly for electricity generation,
transmission and distribution has so far survived more or less unscathed. EdF
currently operates 96% of electricity distribution and is the largest electric utility in
Western Europe and one of the largest in the world. However, even here changes are
anticipated over the coming 5 years in order to enhance the competitiveness of the
industry.

Another important trend in the industry, in light of the pressures of increasing
competition, both from within each country and from other EU providers (the
momentum towards the latter in particular is deemed set to increase), is an expansion
in the nature of services offered, primarily to include other utilities or services.

As the movement towards the liberalisation of the electricity market in the EU
accelerates, all of the key trends outlined above are viewed set to persist and quicken
over the next five years, particularly in those countries which are currently in the take-
off or preparatory phase of greater marketisation.

There is clearly a significant difference between privatisation and restructuring in
terms of the impact these processes have on the functional operation of the industry
and the way in which profits are allocated. Different countries have followed different
development paths depending on national structures and traditions, as well as national
energy policy.

3.1.2 The impact of restructuring on employment in the EU electricity industry

From the outset a clear distinction needs to be drawn between the processes of
restructuring, market liberalisation and privatisation. Restructuring took place in the
European electricity industry even prior to the inception of the internal market as a
result of global influences on the energy market, the introduction of new technology
and a range of other factors. Market liberalisation has clearly led to further
restructuring in order to accommodate increasing competitive pressures. It has been
argued that such pressures can further the introduction of new technologies and often
result in company restructuring through mergers and take-overs. Privatisation, i.e. the
transformation of previously state owned industries into private ownership again lead
to additional pressures for restructuring.
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As mentioned in the introduction, the employment impact of each set of pressures is
difficult to disentangle and as such is not the subject of this study. It is, however,
necessary to present some key quantitative information on the magnitude of job losses
in the sector, as well as some qualitative information on overall trends in employment
relationships in order to provide a context for the qualitative analysis of the profile of
individuals most likely to gain or loose out as a result of restructuring.

When looking a quantitative employment trends in the sector, it needs to be noted
from the outset that reliable, comparable disaggregated data for the electricity and gas
industries is difficult to obtain, as for example in Eurostat, employment in the
different industries is subsumed under employment data for all the utilities (gas,
electricity and water). It is widely accepted that among the utilities, job losses have
been most severe in the electricity industry. A presentation of data, which includes
gas and water is therefore likely to underestimate the actual decline in employment
particularly in the electricity industry. It is also difficult to estimate the number of
ancillary (contracted out) jobs in the electricity sector, which are not captured by
mainstream energy employment data.

Chart 1 Employment trends in the electricity and gas sectors (data from
EPSU report “A new era or a dark age”, 1999)

The 1998 Employment in Europe Report shows that the electricity and gas sectors
have been among the sectors worst hit by a reduction in employment over the last
decade. More significant reductions in employment were only experienced in mining,
agriculture and textiles. Based on European and national statistics it can therefore be
estimated that over 250,000 jobs have been lost in the electricity and gas sectors
between 1990 and 1998. There are fears among the trade union movement that a
further reduction of jobs by 25% can be expected over the next five years as a result
of mergers, concentrations and restructuring in the industry.
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Despite an overall trend towards a reduction in employment in the electricity industry,
its magnitude can be shown to vary significantly from country to country. While these
variations show some correlation between the extent of market liberalisation and
privatisation experienced in the sector, this can be no means be implied as a general
rule.

A recent ILO report quoting long-term data sets on the energy sector alone which
shows that the United Kingdom accounts for half of the jobs lost in energy in the
whole of western Europe since 1990. In this report it is argued that in the west
European energy sector, between 156,000 and 212,000 jobs were lost between 1990
and 1995. This loss of 14-17 per cent is greater than the average across all sectors of
the economy. The United Kingdom accounts for as much as half of all the jobs lost,
with cuts of between 30-42%. On the other end of the spectrum, the country which
currently retains state ownership in the electricity industry has – with around 3% -
among the lowest rates of decline in the industry. In between these “extremes”, the
picture is less clear cut. While Germany, which liberalised its market fully in 1998 has
also experienced significant job losses, Sweden which began its liberalisation process
early has not suffered a similar decline. Ireland and Italy, on the other hand, which are
only in the early stages of the liberalisation process, have already shed a significant
number of jobs. These employment figures highlight the difficulties in making a
direct and immediate link between liberalisation and job losses and show that
significant restructuring and associated job losses often preceded the decision to
liberalise the market. Nevertheless, it can be argued that liberalisation has clearly
accelerated the pace of change and associated job losses.

When looking at overall employment trends it is also crucial to look at the qualitative
change in employment. Here, all companies and trade unions responding to our
survey carried out for this study, as well as a previous survey carried out in 1998
noted a more or less significant shift in the nature of employment relationships away
from full-time, open ended employment, to so-called non-standard employment, e.g.
part-time, fixed-term and temporary employment.

Much of the shift towards non-standard forms of employment took place in relation to
the contracting out of activities, which was a trend experienced in all Member States.
Outsourcing is often seen to be associated with some job losses and an increase in
temporary, fixed-term and part-time contracts, although in some cases has been
argued to lead to increases in employment.

3.1.3 Defining features of employment in the sector

When assessing the impact liberalisation and the nature of restructuring it is important
to note a number of key observations about employment in the electricity industry,
which impact on the process of restructuring:
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� In the majority of member states, the industry has an ageing workforce, with the
age pyramid heavily weighted in favour of the over 45 age group.

� As a previous study carried out by ECOTEC Research and Consulting (1998) has
shown, women are significantly underrepresented in the industry, making up less
than 20% of the workforce.

� The skills profile of the industry has traditionally shown an overwhelming
propensity towards employment in semi-skilled and skilled technical occupations
and middle management functions.

� The industry has traditionally carried an expectation of “jobs for life”, with staff
entering companies after school to be apprenticed, as well as directly following
vocational training. Promotion into managerial positions was traditionally from
technical occupations.

� Public utilities previously placed little emphasis on marketing, business
development, project management and customer services.

These key features of employment in the industry had a significant impact on the
nature of restructuring in the following respects:

� The age profile of the workforce has enabled companies to carry out restructuring
in a “socially responsible” manner through voluntary early retirement. Such early
retirements have either been effected with the support of government policy
(national pre- or part-retirement schemes) and/or through generous company
incentive schemes.

� In numerical terms, men have been more significantly affected by restructuring
than women, primarily due to the fact that women remain significantly under-
represented in the industry. It is noteworthy, however, the in most countries
restructuring has not contributed significantly to raising balance of women in the
sector.

� The evidence clearly shows that the majority of job losses have been effected in
semi-skilled and skilled technical occupations (e.g. in the area of network
maintenance), which were traditionally considered to be the core business of
electricity companies. The majority of staff affected had been in the industry – and
indeed often with the same company – for the majority of their working lives and
their skills are therefore not always easily transferable outside the industry.
However, these skills could be suitable for new market entrants following
liberalisation.

� A change of attitude is required from employees previously expecting a “job for
life”. This requires greater flexibility and a greater emphasis on re-training,
continuing education and the development of transferable skills. Further
commitment to training and retraining and a greater emphasis on combining
flexibility with security is also required from employers.

� There has been a clear change in emphasis on new skills, which are quite different
from those disappearing, raising issues relating to the potential transferability of
staff. New skills required by electricity companies include information and
communication technology, marketing, customer service, project management,
energy trading, and business development.
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3.1.4 The profile of individuals most likely to be affected by restructuring

From a policy-makers point of view, it is important to establish the profile of
individuals most likely to be affected by restructuring. If the impact of restructuring is
detrimental and leads to a declining requirement for certain skills it is helpful to be
able to be aware of this in advance to provide assistance to those individuals who are
likely to be threatened with redundancy prior to the event, in order to be able to
provide assistance. If the impact of restructuring and liberalisation is an increase in
demand in new skills, advance knowledge can prevent the appearance of skills
shortages and can, in some cases, enable internal redeployment of staff following a
period of retraining, thus again limiting any negative impact of restructuring.

In terms of establishing such a profile, we were particularly interested in the
following:

� Age of workers most likely to be affected by restructuring (either as a result of
their likely skill profile; the age structure of the undertaking or any policies in
support of early retirement)

� Sex of workers most likely to be affected by restructuring (as a result of their
propensity to work in certain occupations which are likely to increase or decline;
overall representation in electricity companies)

� Skills which are likely to witness a decline in demand because of the introduction
of new technologies or changes in business activities and structures

� Skills which are likely to witness an increase in demand because of the
introduction of new technologies or changes in business activities and structures

As a result of the difficulties in gathering reliable and comparable overall data on
employment trends in the sector, as well as a result of a previous survey carried out in
1998, we were aware of the likely problems in gaining European wide data on the
profile of those likely to be affected by restructuring. While some information was
provided as a result of the questionnaire issued in phase one of this study, it was
agreed with the steering group, to gather this qualitative information on the basis of
detailed company case studies in 5 case study countries. It is worth noting at the
outset that even in these more detailed investigations is has proved difficult if not
impossible to gather quantified data on the skills or occupational profile of those
loosing their jobs as a result of restructuring or of new recruits. It therefore needs to
be emphasised that the information presented here is strictly on the basis of qualitative
information provided in detailed interviews with personnel managers and trade union
representatives in the case study companies.

The first point worthy of note is the striking level of similarity in the qualitative trends
between case study companies and member states regarding the characteristics of
employees most likely to be affected by restructuring. Similarly, there were strong
parallels in the way in which companies had addressed the challenge of restructuring.
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Age profile

As will be shown below, the majority of companies responding to our survey and
those taking part in the case studies sought to effect restructuring in the most “socially
responsible” by using voluntary early retirement. This strategy was supported by the
existing age profile in many electricity companies, where a majority of workers are
over 45 years of age. Early retirement was generally offered around 55-58 years of
age, often on very favourable terms. In one of the companies studies, the age of early
retirement was as low as 51 years. Indeed many companies argued that they did not
carry out any “hard” redundancies, but shed staff wholly through voluntary early
retirement, natural wastage and caps on new recruitment. One of the prime
characteristics of those affected by the restructuring process was therefore age,
irrespective of skills, although older workers were also most likely to be found among
the skill categories, which saw reductions in their numbers (see below).

Sex

As mentioned above, a previous report carried out by ECOTEC on behalf of the
social partner in the electricity industry showed that women are significantly under-
represented in the electricity industry. In an industry, which was traditionally
dominated by semi-skilled and skilled technical employment, women are largely
concentrated in clerical and administrative positions. Our study did not provide much
evidence that the changing focus towards more customer service oriented activities
was significantly changing the balance of the sexes in employment in the sector in
favour of women. This could be attributed to the fact that many of the activities,
which are being outsourced in an attempt to achieve greater flexibility are carried out
by women (such as cleaning, customer services. In addition, many of the newer
functions such as call centres are also being provided through outsourcing
arrangements and therefore do not statistically add to the number of women employed
in the industry.

While women are therefore in numerical terms less likely to be affected by
restructuring, there is so far little evidence that they are benefiting in significant
number from the change in emphasis in the skills profile of electricity companies.
This serves to highlight the continued importance of equal opportunities strategies
aimed at addressing the gender imbalance of the workforce in the industry.

Skills

As mentioned above, it needs to be borne in mind from the outset that any information
on the skills profile of individual most likely to be affected by restructuring is based
on what little evidence was provided from company surveys and from face to face
interviews and is therefore by no means scientifically representatives or comparable
between companies, let alone between countries. However, since the interviews we
have been able to carry out for this research have indicated largely similar trends, it is
possible to present the following key findings.
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The impact of restructuring and liberalisation on the skills profile of companies is
determined by what can be seen to be a perceptible shift in the core functions and
structure of electricity companies. These are the result both of restructuring prior to
liberalisation and restructuring resulting from the pressures created by liberalisation,
i.e. the need to become more competitive. This shift is most clearly visible in
previously publicly owned utilities, but is nevertheless common throughout the
industry. Whereas companies’ focus had previously been largely or solely on the
distribution of electricity to tied clients, thus focusing on network maintenance and
technical services, in a more competitive market, which has seen a significant decline
in electricity prices, the emphasis has shifted to incorporate the following key
functions:

� Electricity brokerage and trading functions to ensure the cheapest price for key
customers;

� Marketing functions aimed at securing existing and attracting new clients and
meeting their needs, increasingly not only for electricity, but also other services;

� The establishment of multi-utilities providing not only electricity but also gas,
water, telephone and internet services among others;

� Project management functions, e.g. in relation to the planning of energy efficient
installations or buildings;

� Contract management for external businesses or for outsourced functions;
� Customer service functions through call centres providing information, marketing

and or maintenance services;
� Business development functions to ensure a growth in the business either within

its existing functions or through diversification;
� Information and communication technology functions are increasingly in demand

not only as a result of the increasing proliferation of information technology in
house, but companies are increasingly providing ICT consulting services.

These new trends do not always sit easily with the key features of employment, which
have traditionally shaped the industry as mentioned above. While the technical skills
associated with the industry still remain relevant, there is now less emphasis on
traditional core activities such as network maintenance. While such functions
continue to be part of the business, although in some cases these have been
outsourced, technical skills are now more likely to be required on combination with
project management or business development skills.

Another occupation category, which has seen a significant number of “casualties”
resulting from restructuring is that of middle management. Reductions in this area
result from a breakdown of the strong regional structure of previously public utilities
(e.g. in Great Britain) or as a result of internal restructuring or merger activities,
which have led to duplication of effort. This trend has also had an impact on
supporting clerical and administrative and customer services staff. Cutbacks in the
managerial grades were generally achieve through early retirement, or staff found
employment in newly emerging related sectors, as they were often highly skilled and
marketable.
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The shift from almost industrial, traditional monolithic companies to flexible service
oriented companies has been forced by the need for greater competitiveness and has
arguable required a change in mindset from their employees away from a well defined
career profile based on technical training and apprenticeship to a more flexible career
structure requiring a regular updating of core and vocational skills. There has also
been some move away from the traditional in-house promotional structure in order to
acquire staff with the skills now required by companies. This is requiring a greater
willingness and preparedness for internal as well as external mobility, which was
previously not always required in order to attain advancement.

Several companies we have interviewed are reflecting these new requirements and the
need for greater personal transferable skills in their in-house training agendas and
internal re-training programmes.

There has therefore not only been a shift in the skills required from employees in
electricity companies, but also a change in attitudes.

3.1.5 Company responses to restructuring

The similarities in company approaches to restructuring were also highlighted by a
survey carried out by Eurelectric among its members in 1998. This survey showed the
following patterns of job flexibility and reduction methods in the European electricity
sector:
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These findings show that restructuring and job reductions have been achieved by
various means. However, the most common by far have been early retirement,
retraining and redeployment. Significantly, the report expects a twofold increase in
forced redundancy in the future as a result of the need for greater efficiency due to
competitive pressures. The survey and interviews conducted for our study showed
significant correlation with the Eurelectric survey in relation to the most prevalent
methods used to deal with the pressures of restructuring and liberalisation.

Early retirement

Survey findings clearly show that employers have largely sought to effect job
reductions in most “socially responsible” manner through voluntary and incentivated
early retirement. This was largely facilitated by the ageing workforce structure in
many electricity companies. In some countries this strategy was assisted by
government policies aimed at encouraging early or part-retirement. In general it was
however the company, which funded often very generous early retirement packages.
Although there was some evidence that in a number of companies these packages
have declined in financial value over the years, this could not be argued to be a
general trend and some companies had even increased their packages in recent years.
Most companies indeed argued that there had not been any “hard” redundancies at all,
because most job reductions could be effected through early retirements, natural
wastage and a block on new recruitment.

While the age structure prevalent in many electricity companies enabled the industry
to largely restructure without large scale “hard” redundancies, a number of
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observations need to be made regarding this strategy, which is generally agreed to
provide the most “socially responsible” way of achieving necessary structural change.

Firstly, a policy of encouraging early retirement runs counter to a policy emphasis
supported by many EU member states, which seeks to move away from pre-
retirement as a way to reducing the problem of unemployment. Early retirement had
become popular in the 1970s and 80s as a way of combating high youth
unemployment and subsequently became hard to reverse. Previous studies carried out
by ECOTEC on behalf of the European Commission and the UK Department for
Education and Employment have highlighted the following:

� Early retirement strategies once introduced are hard to reverse as employees come
to see them almost as a “perk” of employment with large companies

� Early retirement is an extremely costly strategy both for companies and
governments keen to cut back on expenditure. In companies where packages have
successively become less attractive, it is also an increasingly expensive strategy
for older workers themselves as they register a greater shortfall in pension
contributions, particularly where early retirement takes place very early e.g.
around age 55. The survey carried out by Eurelectric shows that companies
consider that in future less use will be made of company incentivated early
retirement. This must be regarded in no small measure to be due to the high cost
associated with such a strategy. Clearly the possibility of the early retirement
option also declines as the age pyramid of the company workforce changes.

� As governments become increasingly keen to restrict spiralling expenditure on the
public pension scheme, companies have often sought to rely on the unemployment
benefit system to supplement early retirement packages to retirement age, thus
causing a further drain on the public purse.

� Even where workers argue that they have accepted early retirement packages
voluntarily a degree of coercion as this is often perceived to be the only realistic
available option.

� In many companies, an over-reliance on early retirement has led to an
irreplaceable knowledge drain, which can lead to future skill shortages,
particularly in areas where there has been a cap on new recruitment and training
for some time.

Contracting out

Another approach used by a significant number of companies aimed at increasing
flexibility and reducing overheads is the contracting out of certain services and
functions previously delivered in-house. Contracting out arrangements are usually
applied to services such as cleaning, maintenance, IT or meter reading. As a result of
European legislation on the transfer of undertakings, existing staff have to be
transferred to the new contractor for a specified period of time and limits are imposed
(again for a certain time span) on any changes which can be made to terms and
conditions of employment. Nevertheless, it was felt that contracting out in the long
term often led to a deterioration of employment, pay or promotion prospects as the
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new companies often fell outside the scope of collective bargaining arrangements
covering workers in the sector and allowed employers to “shop” for the most
favourable collective agreement..

More worryingly from a company’s point of view was the feeling expressed by some
companies that contracting out could, in the longer term, lead to a deterioration of
customer services, customer dissatisfaction and a loss of valuable skills. A number of
companies have therefore in-sourced some services such as call centre functions.

Re-training

A significant number of the larger companies surveyed or interviewed in our research
had instituted re-training and redeployment programmes aimed at limiting the impact
of restructuring on staff in occupational and business areas affected. These
arrangements tended to be time limited, but were often extended beyond their original
temporal remit. The aim of such schemes was to set up a structure providing targeted
careers advice for individuals affected by restructuring. This often included initial
advice (if appropriate) on company early retirement or voluntary redundancy
schemes. Any individual for whom none of these options were available or acceptable
were then channelled into an advisory process in which their aspirations for the future
were assess and it was established whether these could be matched with the
company’s future requirements. If such a match was possible with a clearly defined
structured process of retraining, which was acceptable to both the member of staff and
the company, the individual could then be matched up with a new workplace and
undergo necessary training. Alternatively, it was also possible for individuals who
saw their future outside the company and were keen to learn a new skill or occupation
to receive financial assistance to undergo such training. In the Swedish example such
assistance was available for a period of up to two years, with incentives for those
completing their retraining more quickly.

As many of the schemes assessed as part of this research had only been in operation
for a limited time, information on outcomes was scarce but generally encouraging.

There was some concern that all these measures were time limited and it was
therefore uncertain what would happen after their original funding period came to an
end. This question remains unresolved and warrants further attention.

As companies have so far largely been able to avoid the need for “hard” redundancies,
all national governments responding to our survey argued that there was at present no
perceived need to institute specific measures to deal with the impact of liberalisation
on employment. Wherever redundancies and resulting unemployment did occur, it
was argued that general active labour market policy measures were in place to assist
such individuals.
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Working time reductions

Some examples are quoted in this study of efforts to preserve or even create jobs
through the reduction of working time (e.g. in France). While we have not been able
to explore such measures in any detail as part of this research, we would recommend
that such initiative be the subject of further study. This approach could not only go
beyond preserving existing jobs, but could create new job opportunities and could
therefore contribute towards avoiding the problem of future skill shortages by opening
up opportunities for new apprentices. In addition, it could contribute to an equal
opportunities policy and the introduction of more family friendly working. It appears
that such approaches are particularly worthy of exploration in the context of a
potential of further contractions in the sector, which will be more difficult to achieve
on the basis of early retirements as the age structure of the workforce changes.
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4.0 COUNTRY BY COUNTRY OVERVIEW

4.1 Austria

4.1.1 Introduction

Austria has implemented the Electricity Directive with a federal electricity law –
‘EIWOG’, which entered into force on 19 February 1999. This law provides for a
gradual opening of the market, along the following schedule:

• By February 1999 all distributors, which also have a transmission system, as well
as final customers consuming more than 40 GWh are eligible to select a provider.
This represents a market opening for around 27% of final customers.

• By February 2000, the threshold for consumers will be lowered to 20 GWh.
• By February 2002 distributors without transmission networks with more than 40

GWh of sales to final customers will become eligible.
• Finally, by February 2003 all final customers and distributors with an annual

consumption above 9 GWh will be eligible. This will represent approximately
50% of consumers.

Table 3 below outlines the key features of the Austrian electricity market in terms of
usage, key companies, cross border exploitation, fuel supply and market opening.

4.1.2 Impact of restructuring on employment

Data from the central statistical office (quoted in the EPSU report) shows the
following development in employment figures in the energy sector (gas and
electricity) show a decline in employment by around 3.4% between 1995 and 1998.
The share of women in the sector has fluctuated, but has increased proportionally over
the last 5 years.

Table 1 Overall employment and employment of women in the energy sector 1995-1998

1995 1996 1997 1998
Energy sector
total

31,026 30,445 30,074 29,966

Of which
women

4,185 4,077 3,999 4,101

The number of companies active in the energy market has also declined over the same
period:
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Table 2 Number of companies active in the Austrian energy market 1995-1998

1995 1996 1997 1998
Companies in
energy sector

171 171 156 153

Studies quoted in the EPSU report predict a further decline in employment as a result
of mergers and concentrations designed to accommodate the pressures of a liberalised
market. For example, a study by Price Waterhouse Coopers (1999) argues that a
deregulated Austrian energy market can only accommodate three large energy
providers. It is foreseen that the 9 regional utilities and the 77 smaller distributors and
communal electricity companies would have to seek mergers or alliances to survive.
The study predicts that the number of energy companies will halve over the next 10
years.

These predictions also appear to be reflected in responses to our survey, where
companies themselves anticipate greater concentration and mergers in the sector.
Uncertainties over future market share have led companies to seek to reduce costs and
make efficiency savings. According to the study carried out by EPSU, a number of
companies have linked prospective employment losses related to cost savings
explicitly to preparations for the internal market in their press announcements. For
example, in May 1998, Der Standard reported that Verbundgesellschaft is aiming to
reduce its workforce by 25% (1000 workers) in preparation for the internal market.
Similarly, in May 1998, Der Standard reported that Wienstrom, the municipal
electricity company serving the capital was aiming to reduce the workforce by 10-
15% to accommodate the pressures of the internal market.

Detailed employment data provided by one municipal company in Austria in 1998
(Salzburger Aktiengesellschaft für Energiewirtschaft, see Annex) show that the
decline in employment has been particularly pronounced in the white collar
professional and managerial occupations, with a significant decline also having taken
place among (primarily female) clerical employees. The number of blue collar
employees has – rather unusually, when compared with the overall European trend –
increased in this company.

Data provided by Verbundgesellschaft (see Annex) indicate a reduction in
employment from 5,586 in 1988/89 to 3,459 in 1999, with the most significant
reductions taking place between 1993 and 1999. This data shows a reduction in
managerial staff from 148 in 1988/89 to 75 in 1998/99. The most significant
reductions in numerical terms were among white and blue collar staff (no
occupational breakdown was available).

It therefore appears that the distribution of job losses by occupational category
depends on the individual situation in each enterprise. Similarly, the geographical
distribution of job losses is related to the nature of the company affected. For
example, in the case of municipal energy providers, job losses are likely to be highly
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localised whereas in companies such as the Verbundgesellschaft, job losses are spread
across the country.

Aside from an overall reduction, according to feedback received from companies in
our survey, employment has and is further set to change in qualitative terms through:

• A reduction in full time employment (to the order of 5-10%)
• An increase in part-time employment
• An increase in temporary employment
• An increase in contracting out – this is largely the case in occupations and

functions dominated by female staff (such as cleaning services).

4.1.3 Responses to restructuring

In order to accommodate the pressures of restructuring, companies have primarily
adopted the following measures (often in consultation with the company works
council):

• Voluntary early retirement (information provided by the Verbundgesellschaft
shows that early retirement packages have become less financially attractive
over the years)

• Agreed redundancy packages
• Increase in part-time and temporary work
• Outsourcing
• Retraining

In 1998, collective bargaining in the Austrian electricity industry had (among other
things) focused on the issue of working time reduction in order to safeguard
employment. However, trade union demands for a reduction in working time were
unsuccessful. Instead, employment was to be secured by enhancing the qualifications
of employees. The collective agreement stipulates that all employees are to be entitled
to one week’s paid training leave per year. In addition, each company is to set up a
training fund in 1999 worth ATS 2,500 per employee. The use of these funds is to be
decided through works agreements (EIRO, 1999).
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Table 3 Key features of the Austrian electricity market
Electricity use Key companies Cross border

exploitation
Fuel supply Market opening

Austria 6553 (kWh per capita)
(WEC 1998).

Use by sector:
(TWh) (1990):
Industry 41.67
Transport 6.22
Other 52.11
(WEC 1998).

Most of large scale
generation is by 8
companies, which are
all at least 50% owned
by
Verbundgesellschaft.
Each of the nine
Austrian provinces
(Länder) has its own
electricity company
which is at least 51%
public owned.

The Austrian system
has more transit than
production capacity,
which, apart from
Luxembourg, is a
unique feature. This
extreme international
electricity trade
exposure is related to
the country’s
geographical location.

Electricity production
is based on approx.
70% hydroelectric and
30% thermal plants.

The regional
distributors have to
ensure that by 2005 an
additional share of 3%
of electricity
consumption is fed in
from renewable energy
sources.

(WEC 1998)

Austria has
implemented the
electricity directive with
a federal electricity law,
the Elektrizitäts-
wirtschafts- und –
Organisationsgesetz
(“ElWOG”), which
came into force on
19/02/1999.
Austria has opted for an
authorisation system for
new generation
capacities, i.e. new power
plants can be built by any
party after fulfilling a set
of criteria.
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4.2 Belgium

4.2.1 Introduction

On 18th November 1998 the Belgian Government drafted a bill on the organisation of
the electricity market, which was adopted on 8th January 1999.

As from the entry into force of this new law, those consuming around 100 GWh
became immediately eligible to select their supplier, accounting for approximately
33% of Belgian consumers. Those reaching this level in 1999 were eligible from 1st

January 2000. Decrees will be issued making all other categories of final consumer
connected to the transmission network eligible by 2007.

At least 25% of the distributor’s purchases will be eligible by 2007 and all by 2010.
The eligibility of the final consumers connected to the distribution network is to be
decided by the regions.

Table 6 below outlines the key features of the Belgian electricity market in terms of
usage, key companies, cross border exploitation, fuel supply and market opening.

4.2.2 Impact of restructuring on employment

Data provided by Distrigas and Electrabel in our survey show a significant reduction
in employment in Electrabel (which provides electricity and gas as well as water and
cable distribution), while Distrigas has experienced some fluctuation in employment
levels, with 1998 levels being higher than in 1989.

Table 4: Employment in Electrabel between 1990/91 and 1998/99
1990/91 1992/93 1994/95 1996/97 1998/99

Total
employment

18,050 17,321 16,653 16,089 15,746

According to information provided by Electrabel, 10% of job losses were among
managerial staff, 40% among white collar staff and 50% among blue collar staff.
It is argued that staff reductions were achieved without the need for redundancies
through the use of early retirement packages, a reduction in working time, increases in
part-time working, an increase in the use of temporary and fixed-term contracts, re-
training and outsourcing. The company states that early retirement packages have
remained the same over the years.

Electrabel also foresees a further decline in employment in the sector – in particular a
decline in full-time employment, with associated increases in part-time and temporary
employment.
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Table 5: Employment in Distrigas between 1990/91 and 1998/99

1990/91 1992/93 1994/95 1996/97 1998/99
Total
employment

879 866 887 913 892

Distrigas was privatised in 1994. Since 1992, employment has increased from 866 to
892 staff. This increase has been among white collar staff, while the number of blue
collar staff has declined from 596 in 1988/89 to 551 in 1998/99. Restructuring in the
company was effected primarily through voluntary early retirement, redundancies,
increased part-time working and temporary contracts, re-training, and outsourcing.

4.2.3 Responses to restructuring

As outlined above, restructuring in the sector has mainly been effected through
"natural wastage", increases in part-time and temporary working and outsourcing to
increase flexibility.

In 1997, two of the four unions representing workers in the sector campaigned
strongly for a reduction in working time to 32 hours in order to safeguard, and assist
in the creation of jobs. They asked for this reduction to 32 hours to be carried out over
a period of six years without loss of pay to recruit 1,700 people in open-ended
contracts. They asked the company that the BEF 30.4 billion profit should be used to
create more jobs.

A collective agreement was signed between the sector and the two minority unions in
May, which provided for the recruitment of 1,000 workers with open-ended contracts
and 3,000 temporary workers to make up for 2,500 workers leaving the company
through natural wastage over a period of 6 years. The two majority unions eventually
also signed the collective agreement on 28 January 1998. On this date the
management also promised "to examine positively" the reduction of working time to
35 hours a week over the course of 1999-2002 under certain conditions, including the
preclusion of wage increases, agreements on increased flexibility, etc. During the
discussions on the collective agreement of 1999-2000, these conditions were not
accepted by the unions.

The collective agreement of 28 January 1998 covered the period 1997-2002. It was
renewed in 1999 on the basis of national legislation implementing the Belgian
National Action Plan for Employment (26 March 1999). The agreement commits
companies in the electricity and gas sector to invest in further training, as well as the
realisation of 1,000 new open-ended full time equivalent employment relationships
between 1997 and 2002. In addition, 3000 temporary employment relationships are to
be created for unemployed individuals over the same period. Temporary workers are
to be offered further training to increase their employability during their period of
employment.
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The possibility exists of taking early retirement over the age of age 57. In addition,
there are options for career breaks and reduction in working time. The latter have to
be agreed at (local) company level.

In the same year, a sectoral agreement covering white collar workers across a number
of different industries gives employees an individual right to in-company vocational
training.

At national and regional level, the following measures are in place aimed at limiting
any negative impact of electricity and gas market liberalisation on employment:

A number of public service obligations allow government at national and regional
level to encourage the development of renewable energies, which are more labour
intensive. Similarly, heat to power generation can also be encouraged.
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Table 6 Key features of the Belgian electricity market

Electricity use Key companies Cross border
exploitation

Fuel supply Market opening

Belgium 7703 (kWh per capita)
(WEC 1998).

Belgium produced 76
000 GWh in 1998, 60%
of which was nuclear
powered.
The market is shared
between Electrabel with
93% and SEP with 7%.
They operate
transmission through
joint network. (CPTE-
GECOLI)

Electricity imports may
be banned or restricted
up to 2.2.2006 if the
market of the exporting
Member State has been
opened up to a lesser
degree than the Belgian
market and if the
eligible customer is not
recognised as eligible
under the legislation of
the other Member State.

Over half the electricity
generated in Belgium is
from nuclear plants
(53%). Coal is the next
biggest source (24%)
followed by gas (14%).

(WEC 1998)

Directive 96/92/EC gives
Belgium an extra year
within which to effect the
transposition. Legislation
was adopted in January
1998.
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4.3 Denmark

4.3.1 Introduction

Transition towards a more market-based approach was initiated through the adoption
of an amendment to the ESA (Electricity Supply Act) by Parliament in May 1996.

This amendment entered into force on 1 January 1998 having been approved by the
European Commission.

Table 7 below outlines the key features of the Danish electricity market in terms of
usage, key companies, cross border exploitation, fuel supply and market opening.

4.3.2 Impact of restructuring on employment

According to figures provided in the EPSU report, employment in the electricity
sector dropped from 11,688 in 1991 to 10,488 in 1997. A further 4300 jobs have been
lost in production since liberalisation. This development has disproportionately
affected blue collar workers. However, these figures do not cover gas, wind, biomass
or solar energy. It is estimated that 13,000 individuals are active in the wind turbine
industry alone. There has also been qualitative change in employment with a decline
in full-time and an increase in temporary and part-time employment.

4.3.3 Responses to restructuring

Restructuring in the industry was primarily effected through:

• Voluntary early retirement
• Redundancies
• Retraining
• Contracting out

The Danish Energy Agency argues that it is still too early to conclude on the effects of
electricity and gas liberalisation on employment in Denmark. While it is recognised
that there are no reliable, detailed statistics, it is argued that there are no signs of an
alarming number of lay offs in the sector. The Agency quotes the currently beneficial
employment situation as a factor in creating relatively good prospects for re-
employment for any workers affected by restructuring. No special employment
measures have therefore so far been considered to deal with the employment impact
of restructuring. It is argued that in the event of serious effects on employment of
liberalisation, special emergency funds can be made available to the area concerned.
These special funds are used to supplement ordinary labour market measures to be
used in situations with acute problems do to large numbers of lay offs in a company or
sector. Companies which plan large scale lay offs are obligated to inform their
regional labour market authority. Special funds can then be made available to limit the
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detrimental effects of lay offs. These funds can be used to support activities initiated
by the PES such as special re-education and re-training. It is anticipated that there will
be no diverse regional effect and there are therefore no special regional support
measures for areas affected by liberalisation in the gas and electricity sectors.
At company level there have been a number of initiatives offered by electricity
utilities to employees affected by liberalisation. These range from financial
compensation to individual counselling, assistance and re-education. The Danish
Energy Agency argues that it is too early to evaluate the effectiveness of these
measures.
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Table 7 Key features of the Danish electricity market

Electricity use Key companies Cross border exploitation Fuel supply Market opening
Denmark 6623 (kWh per capita)

(WEC 1998)

19 TWh exported
(WEC 1998)

Use by sector (TWh)
(2000):
Commercial 30.43
Residential. 29.57
Industry. 33.91
Trans. 0.87
Other 5.22
(WEC 1998)

There are 113
distribution
companies. Of
these
48 are municipal,
44 are co-op
companies, 11 are
private
foundations, 9
partnerships and 1
joint stock co.
ELTRA is
responsible for
transmission
system.
ELSAM is
responsible for
lead dispatching
and sale of energy
to customers.
The transmission
network in
Denmark divided
into two systems:

Some movement in direction
of merging of distribution
companies is ongoing.
Strategic alliances nationally
and internationally are being
formed.

Generation of electricity
in Denmark is
characterised by a large
reliance on CHP.
Plants producing only
electricity have not been
authorised for many
years.
Electricity production in
Denmark is mainly
based on coal,
accounting for about
80%.
Government has
decided to reduce level
of coal in the fuel mix
and replace it with
larger use of natural gas
and renewable energy
sources (mainly wind
power and biomass).
Electricity from
renewable
energy sources,

Transition towards a
more market-based
approach was initiated by
the adoption of an
amendment to the ESA
(Electricity Supply Act)
by Parliament in May
1996.

The amendment entered
into force on 1/1/ 1998
after approval by the
Commission.

Government expects
liberalisation will result
in a reduction in market
price for electricity
before taxes of DKK 0.03
– 0.04 per kWh and
efficiency gains in the
distribution sector of an
average DKK 0.04 per
kWh. The overall effect,
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Electricity use Key companies Cross border exploitation Fuel supply Market opening
Eltra - (West) and
Elkraft (East).

excluding large hydro
and electricity from
waste, is planned
to account for 20% by
2005 and 79% by 2030.
(WEC 1998)

should be reduced
electricity prices for all
customers.
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4.4 Finland

4.4.1 Introduction

The Finnish electricity market was liberalised step-by-step (in November 1995, the
market was opened for customers over 500 kW, in January 1997, the market was fully
opened with some exceptions – these were removed in November 1998). According
to the Finnish Ministry of Trade and Industry, privatisation was not the primary goal.
Nevertheless, liberalisation has brought about a significant level of privatisation,
mergers and concentrations.

Table 8 below outlines the key features of the Finnish electricity market in terms of
usage, key companies, cross border exploitation, fuel supply and market opening.

4.4.2 Impact of restructuring on employment

Data from the Confederation of Finnish Industry and Employers quoted in the EPSU
report show a reduction in employment between 1987 and 1995 among salary earners
of 19.03% (a reduction from 10,583 to 8,788 employees). For wage earners the
reduction was as high as 44.2% (from 14,879 to 8,301 employees). The average
decline in employment was 33.59%.

Since Finland joined the Nordic energy market, there has been a slight increase in
employment.

4.5 Responses to restructuring

According to survey findings, restructuring was primarily effected through voluntary
early retirement, redundancies, increases in part-time and fixed-term contracts,
retraining and outsourcing. According to the trade union KTV, retraining and
reskilling has taken place and this has succeeded in retaining some jobs. In addition,
collective agreements are often in place at company level, which limit the level of
workforce reduction and the introduction of part-time staff. However, no further
information was provided.

In its response to our letter requesting information of this study, the Finnish Ministry
of Trade and Industry argued that the impact of the liberalisation of the electricity
market on employment has not been very dramatic and that most reductions were the
result of “natural wastage”.
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Table 8 Key features of the Finnish electricity market

Electricity use Key companies Cross border
exploitation

Fuel supply Market opening

Finland 14454 (kWh per capita)
(WEC 1998)

Use by sector (TWh)
(2000):
Industry 54.52
Transport 0.67
Other 44.82
(WEC 1998)

120 companies are
involved in electricity
production. The main
generators are:

Fortum Heat and Power
(former IVO) 37%,

Pohjolan group (PVO)
23%,

Energy intensive
industry 20%,

Other generators
(mainly municipal
generators) 20%.

Finnish market
becoming more
integrated in the Nordic
market and objective is
to merge the Finnish
electricity pool, EL-EX,
with Nordpool.

Cross-border tariffs to
Sweden and Norway
were abolished mostly
in November 1998 and
fully regarding spot
trade in March 1999.

Production is divided
between thermal
power which
accounted for 55%;
coal 31%; natural gas
12% and
Biomass 8%, nuclear
power which accounts
for about 28% and
hydro Power, which
accounts for about 17%
in 1996.

(WEC 1998)

Liberalisation of the
electricity sector began in
1995. This was done
through the adoption of
the Electricity Market
Act of 17.3.95, which
entered into force in June
1995.
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4.6 France

4.6.1 Introduction

In France, the state monopoly of EDF and GDF remain more or less intact, although a
few steps towards marketisation have been taken in recent years. Final consumers
above a threshold set by decree, usually around 40 GWh per site, are eligible to select
their supplier within the limits of the minimum degree of opening of the market set by
the Directive. Further opening of the market in future will take place at the rate
provided for by the Directive.

Table 9 below outlines the key features of the French electricity market in terms of
usage, key companies, cross border exploitation, fuel supply and market opening.

4.7 Impact of restructuring on employment

The overall decline in employment in EDF and GDF over the last 10 years was less
then 5% (a reduction from 222,056 to 213,058 staff). The figures provided by EDF
and CFDT (see Annex 1) show that staff reductions have primarily affected blue
collar staff. In some areas, employment has increased, for example among executive
and managerial staff, among legal and human resource professionals and in sales
occupations.

The EPSU report quotes a decline in staff at GDF from 27,650 staff in 1989 to 24,733
staff in 1998.

France has also seen an increase part-time, temporary and fixed-term employment in
the sector.

4.7.1 Response to restructuring

According to survey findings, where restructuring has been carried out, this has been
effected through early retirements, reduction in working time, retraining, an increase
in the use of part-time and temporary labour as well as fixed-term contracts and the
contracting out of tasks.

The protection and further creation of jobs is the object of a collective agreement in
the sector. The agreement of 25 January 1999, which implements a national law of
May 1998 on the introduction of a 35 hour work is intended to create 2000-5000 new
jobs by 2001. In total, 18,000 – 20,000 new hirings are envisaged at EDF and GDF in
the three years following the signature of this agreement as a result of:

• Replacements from natural wastage
• Working time reduction
• Changes in work organisation
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• Development of new areas of work

Furthermore, proposed French legislation to implement the Internal Market states that
new producers will have to apply the same collective agreement as it applies to
workers of GDF/EDF.
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Table 9 Key features of the French electricity market

Electricity use Key companies Cross border
exploitation

Fuel supply Market opening

France 6992 (kWh per capita)
(WEC 1998)

72 TWh exported
(WEC 1998)

Use by sector (TWh)
(1990):
Commercial 26.18
Residential 32.90
Industry 37.98
Transport 2.94
Other 0.8
(WEC 1998)

Electricité de France
has a virtual monopoly
on production,
transmission and
distribution with the
exception of certain
distributors dependent
on local authorities.

Electricity generation
is largely nuclear-
based
(75%), followed by
hydroelectric (15%).
Co-generation and
production from
renewable energy
sources account for 2%
and 2.2% respectively
of national production.

(WEC 1998)

On 9/12/1998, the
Government approved
and presented to
Parliament a bill on the
modernisation and
development of the
public electricity service.
The bill was adopted on
2/3/1999 by the National
Assembly. The plan is for
EDF to open up access to
the network to consumers
of over 100 GWh under
conditions established in
agreement with the
appropriate authorities.
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4.8 Germany

See detailed case study report
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4.9 Greece

4.9.1 Introduction

Greece has notified its intention to benefit from the two year extra transition period
envisaged for the country. A preliminary draft law was issued in the second half of
1998 and this will be the object of a consultation process with all interested parties
before it is finalised and adopted by Parliament.

After 19 February 2001, with the exception of the non-interconnected islands,
consumers of more than 100 GWh (on a site basis) will be eligible to select their
supplier. Other customers will be identified as eligible by the Regulatory Authority
according to the conditions laid down by the Minister of Development. These eligible
customers will make up the minimum market opening requirement as defined in the
Directive.

Table 10 below outlines the key features of the Greek electricity market in terms of
usage, key companies, cross border exploitation, fuel supply and market opening.

4.9.2 Impact of restructuring on employment

According to data quoted in the ESPU report, there has been an increase in
employment in the sector from 28,970 in 1992 to 33,999 in 1997. According to the
EIRO database, in June 1999 an enterprise level collective agreement was signed by
the management of the Public Power Corporation and the General Staff Federation.
The accord provides for job security in the current deregulation and reorganisation of
the electricity market. Provision is made to protect all jobs at DEI and for the
involvement of the staff association in all decisions. There is a plan to introduce a 35
hour working week without loss of pay.
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Table 10 Key features of the Greek electricity market

Electricity use Key companies Cross border
exploitation

Fuel supply Market opening

Greece Use by sector (TWh)
(1990):
Comm. 19.69
Residential 31.87
Industry 42.53
Transport 0.44
Other 5.47
(WEC 1998)

State owned monopoly
called the Public Power
Corporation.

Electricity generation is
mainly from coal-fired
power stations (67%)
and oil (19%).

(WEC 1998)

With regard to the
implementation of the
Directive, Greece has
notified its intention to
benefit from the two
years extra
transposition period
envisaged for Greece
pursuant to article 27(2)
of the Directive.

On 19/2/2001 thereafter,
eligible consumers will
be free to choose their
supplier.
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4.10 Ireland

See detailed case study report
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4.11 Italy

See detailed case study report
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4.12 Luxembourg

4.12.1 Introduction

The bill intended to transpose the Electricity Directive is currently under discussion
by the legislature. Currently almost all electricity consumed in Luxembourg is
imported from Germany and Belgium.

In 1999 the opening of the market reached 45%. Under the new law the minister has
the opportunity to open up the market further by designating additional eligible
customers.

Table 11 below outlines the key features of the Luxembourg electricity market in
terms of usage, key companies, cross border exploitation, fuel supply and market
opening.

4.12.2 Impact of restructuring on employment

A response from a company in the gas sector shows an increase in employment from
47 in 1989 to 65 in 1999.

4.12.3 Response to restructuring

In order to limit the potentially negative impact of restructuring on employment, the
gas company responding to our survey recommends:

• A slowing down of the opening of the market
• The imposition of quality criteria for energy distributors and the putting in place

of regulators which taken into account the impact of liberalisation on employment
• To launch an information campaign on the dangers of liberalisation in relation to

the reduction of natural gas reserves
• Increasing stimulation of renewable energies
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Table 11 Key features of the Luxembourg electricity market

Electricity use Key companies Cross border
exploitation

Fuel supply Market opening

Lux. 15045 (kWh per
capita)
(WEC 1998)

(Local production
accounts for about 7.5%
of total consumption.)

Use by sector (TWh)
(1990):
Commercial 17.56
Residential 15.75
Industry 63.41
Transport 1.29
Other 1.99
(WEC 1998)

Industry, private
shareholders and
government own two
electricity companies.

Two suppliers are RWE
(Germany) and
Electrabel (Belgium).

Almost all electricity is
imported from Germany
and Belgium. There are
two networks: – a
public distribution
network (CEGEDEL),
serving several
municipalities and a
private network
supplying the ARBED
steel plants and the
Luxembourg Railways
(CFL). Each of these
networks is linked in to
the foreign networks via
short high-voltage lines
that serve no other
function.

The little electricity that
is generated in
Luxembourg (1.3 TWh)
is from Hydro (70%),
with smaller amounts
from coal, gas and
renewables.

(WEC 1998)

In 1999, opening of the
market will reach 45%,
which will meet the
requirements of the
Directive up to 2006.
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4.13 The Netherlands

4.13.1 Introduction

The Dutch Electricity Act came into force on 1st August 1998. The Dutch Market will
be gradually opened to 100% in three steps.

• As from 1st January 1999 customers with an electrical capacity per connection of
2 MW are eligible along with customers consuming more than 20 GWh. This
represents 33% of consumers.

• As of 1st January 2001 further eligible consumers will be added which will
represent 66% of electricity consumers.

• From 1st January 2003/4 all electricity consumers in the Netherlands will be able
to select their supplier.

Table 12 below outlines the key features of the Dutch electricity market in terms of
usage, key companies, cross border exploitation, fuel supply and market opening.

4.13.2 Impact of restructuring on employment

Figures from the EPSU report show a decline in employment by 6.4% from 34,400 in
1991 to 32,200 in 1995. The Netherlands have experienced an increasing trend
towards mergers and the setting up of multi-utility companies. There has been a
growth in part-time, fixed term and temporary employment as well as in outsourcing.
Decline has primarily been among managerial staff and blue collar workers. Job
reductions effected through reductions in working time and increase in part-time
working.
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Table 12 Key features of the Dutch electricity market

Electricity use Key companies Cross border
exploitation

Fuel supply Market opening

Netherlands 6122 (kWh per
capita)
(WEC 1998)

Use by sector
(TWh) (2000):
Residential 23.74
Industry 45.10
Transport 1.48
Other 29.67
(WEC 1998)

Centralised electricity
generation is carried out
by four production
companies, which co-
operate in Sep (industry
group).

In 1997 61% of
electricity supply was
generated through Sep1,
6% was generated by
energy distribution
companies, 20% by
other decentralised
producers.

Customers with a yearly
consumption larger than
20 GWh are eligible for
imports from all EU
Member States and
third countries. This
also applies to
Customers with a
connection larger than 2
MW, however the
minister has to agree on
imports to consumers
under 20 GWh.

The majority of
generation plants in the
Netherlands are suitable
for burning two or more
types of fuel. In 1997
the generating capacity
through Sep by fuel was
as follows: 41% gas,
29% fuel oil/ gas, 4%
fuel oil/coal, 23%
coal/gas,
3% nuclear.

(WEC 1998)

The Dutch Electricity Act
1998 'Rules relating to
the production, transport
and supply of electricity'
partly entered into force
on the 1st of August
1998.

1 Sep no longer exists; suppliers are EPOW (bought by Tractebel), UNA (bought by Reliant); EZH (bought by Preussen Elektra/Eon), PNEM remains in publicownership
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4.14 Portugal

4.14.1 Introduction

Since 1995 consumers with an annual consumption over 100 GWh (13.2% of national
consumption) have been able to select their supplier.

As of 15th February 1999 consumers with an annual consumption over 9 GWh are
eligible to select their supplier, representing 25.5% of national electricity
consumption.

Table 13 below outlines the key features of the Portuguese electricity market in terms
of usage, key companies, cross border exploitation, fuel supply and market opening.

4.14.2 Impact of restructuring on employment

The first step towards liberalisation in the electricity sector in 1995 has led to
significant reductions in employment as EDP prepared for the open market. Between
1990 and 1996, almost 4000 jobs or 20% of the workforce was cut. Figures provided
from our previous survey (see Annex 1) show a reduction in employment from 16,213
to 14,497 between 1994 and 1998. These job losses affected all categories of workers
across the country. Job losses in the electricity sector were compounded by reductions
in employment across the energy sector.

There has also been a qualitative change in employment relationships with a reduction
in full-time, open ended contracts and an increase in part-time, fixed-term and
temporary employment. The decline in staff has been across the board.

4.14.3 Response to restructuring

Restructuring was effected through a wide range of measures including:

• Early retirement
• Reduction of working time
• Increase in part-time work
• Increase in temporary/fixed-term contract work
• Retraining
• Contracting out
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Table 13 Key features of the Portuguese electricity market

Electricity use Key companies Cross border
exploitation

Fuel supply Market opening

Portugal Use by sector (TWh)
(1990):
Comm. 20.51
Residential 25.14
Industry 51.9
Transport 1.32
Other 1.13
(WEC 1998)

2 parts to the
Portuguese electricity
system:
SEP – Sistema Electrico
de Servico Publico – a
public system and SEI
– an independent
system.

The future framework
for electricity trade
between Portugal and
Spain is being
developed at ministerial
level. However, in the
meanwhile, REN (Rede
Electrica Nacional,
operator of the transport
network) has the statute
of 'external agent' which
supports the
transactions with the
Spanish market
operator.

Portugal is a large user
of hydroelectricity,
which makes up over
40% of the country’s
electricity generating
source. Portugal has
limited energy
resources and relies a
great deal on oil imports
for generating
electricity (18%) and
coal (37%).

(WEC 1998)

Portuguese legislation
concerning the electricity
sector 'Framework law
and laws relating to
production, distribution
and transport' dates from
1995, amendments to the
legislation have been
made in 1997.
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4.15 Spain

4.15.1 Introduction

The Electricity Directive was implemented into Spanish Law on 27th November 1997,
which entered into force on 1 January 1998. This law is leading to the fundamental
reform of the Spanish electricity market, which is slowly moving towards full
competition.

By the end of 1999 the threshold was further reduced to 1 GWh/yr, representing 42%
of the market. It is anticipated that by 2007 or even earlier, all customers will be
eligible.

Table 14 below outlines the key features of the Spanish electricity market in terms of
usage, key companies, cross border exploitation, fuel supply and market opening.

4.15.2 Impact of restructuring on employment

According to figures provided in our last survey, employment in the Spanish
electricity industry declined from around 52,000 in 1992 to approximately 43,000 in
1997 (a decline of 17%). The majority of job losses were concentrated among white
collar and blue collar staff. Restructuring has primarily been effected through early
retirement. Survey evidence shows that employment relationships have also changed
qualitatively with the increasing introduction of part-time, temporary and fixed-term
contract work in order to increase external flexibility. This trend has been
compounded by an increasing emphasis on the contracting out of tasks.
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Table 14 Key features of the Spanish electricity market

Electricity use Key companies Cross border
exploitation

Fuel supply Market opening

Spain 4243 (kWh per capita)
(WEC 1998)

Use by sector (TWh)
(2000):
Commercial 25.17
Residential 25.34
Industry 43.68
Transport 2.52
Other 3.36
(WEC 1998)

Main electricity
generation companies,
which also carry out
distribution and
supply activities, are
the Endesa Group,
Iberdrola S.A., Union
Electrica Fenosa S.A.
and Hidroelectrico del
Cantabrico S.A. These
are all privately
owned.

Lack of sufficient
physical interconnection
capacity between Spain
and France, due to the
slower liberalisation
schedule in France,
Spain is concerned on
reciprocity grounds.

Electricity production in
Spain is based on
approx. 52% thermal,
34% nuclear and 15%
hydroelectric power
generation.

(WEC 1998)

The Electricity Directive
has been implemented
into Spanish law with the
Electricity Act 54/1997of
27/11/1997, which
entered into force on
1/1/1998. The Act
represents a fundamental
reorganisation of the
Spanish electricity
market, gradually aiming
at full liberalisation.
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4.16 Sweden

See detailed case study
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4.17 United Kingdom

See detailed case study
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5.0 CASE STUDIES

5.1 Germany

5.1.1 Introduction – background to the liberalisation process of gas and electricity
markets in Germany

The German energy law, which entered into force on 29th April 1998 opened up 100%
of the electricity market with immediate effect. Under this Directive all final
customers, all distributors and other agents are eligible to select their supplier.

Table 16 below outlines the key features of the German electricity market in terms of
usage, key companies, cross border exploitation, fuel supply and market opening.

5.1.2 Impact of liberalisation on company structure

The liberalisation of the electricity market and the resulting decline in electricity
prices has led to significant changes in the German electricity market as it provided
the impetus behind a wave of mergers and take-overs.

Mergers have recently been completed between Preussen Elektra and Bayernwerke
(now called E.on) and between RWE and VEW, thus bringing together the four
largest electricity providers in Germany into two companies, which are among the
largest in Europe. Both companies also have significant interests outside of Germany
and the European Union.

There is a perception among trade unions, but also some companies that liberalisation
has led to a reduction in investment which is seen to be likely to affect the security of
electricity supplies in future. The electricity sector is seen to be harder hit by
liberalisation than telecommunications, as the latter is a growth market, whereas the
former is not. The energy sector in some countries which have fully liberalised is also
seen to be hampered by the fact that the market has not been opened fully in all EU
countries at the same rate.

The German electricity market has traditionally been characterised by the strong
representation of municipal providers in the market. With market liberalisation, many
of the municipal providers have been driven to make strategic alliances with other
municipal providers or one of the larger players.

5.1.3 Impact of restructuring on employment in general

Figures from VDEW (the Germany electricity industry organisation) show that
employment in the electricity industry has declined by 30% since 1991. Further losses
of around 70,000 jobs are expected over the next few years, particularly as a result of
job losses among municipal companies and merger activity.
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On the whole, staff were lost from different business units and skill areas in
companies across the country. Where jobs were created, these were in substantively
different skill areas from those were jobs were lost. In some cases, efforts were made
a re-training, but companies argued that they experienced some difficulties in re-
training staff from generation and maintenance to new functions such as IT or
marketing. Many staff who had been with the companies for a long time were felt to
experience difficulties in adapting to the requirements of a competitive market.

Table 15 Employment in the German electricity industry 1991-1998

Employees in electricity Change
1991 217,590
1992 210,220 -3.4
1993 204,420 -2.8
1994 196,320 -4
1995 187,860 -4.3
1996 178,870 -4.8
1997 171,075 -4.4
1998 160,122 -6.4
1999 150,000 -6.3

So far, companies have largely been able to carry out restructuring without the use of
enforced redundancies. Most jobs have been shed through natural wastage and early
retirement.

Many companies have moved towards outsourcing a number of non-core activities.
Even where this has not been the case, internal service provision for example in the
areas of IT have been placed in a position where the pricing of their services to the
undertaking is being compared to market prices.

5.1.4 Response to restructuring in the case study companies and profile of
individuals affected by unemployment

Two companies were interviewed as case studies in Germany, one large multi-utility
providing services across Germany and beyond and one large municipal energy
provider.

RWE Energie

Following the merger between VEW and RWE on 1 October 2000, the company
forms one of the largest multi-utility companies in the European Union. The company
already has significant interests outside of Germany (confirmed by the recent
purchase of Thames Water in the UK) and outside the European Union. In 1998/99,
the company had an annual turnover of 7 877 million Euro. The company is involved
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in the generation as well as the supply of energy to private homes as well as industry.
It operates coal, gas, water as well as nuclear power stations.

RWE Energie has seen a significant decline in employment in recent years. In
1992/93, the company employed 23,000 staff. This declined to 17,000 in 1998/99 and
stood at 11,870 in August 2000. Of the jobs shed since 1998, 4600 jobs have gone as
a result of the transfer of employees by previously directly operated brown coal power
stations to Rheinbraun AG.

The decision to merge with VEW was influenced by the pressure on prices resulting
from liberalisation and the need to remain competitive under the new market
conditions, where it is proving increasingly difficult to make a profit from the
production and sale of electricity.

In the years prior to liberalisation jobs were primarily shed in generation as a result of
the closure of power stations (to reduce over capacity and close down less profitable
sites in preparation for the competitive market). Job cuts therefore affected mainly
blue collar jobs in production and maintenance. These job cuts affected particular
localities detrimentally and did not only impact on workers at these sites themselves,
but also entire local economies (particularly in regions reliant on the coal industry).

The merger will affect different jobs, in particular in network maintenance,
management and administration, to avoid duplication.

The areas were employment has increased require significantly different skills from
those areas were jobs have been lost and new job creation is insufficient in terms of
numbers to compensate for the numbers of jobs lost. RWE has more recently sought
to institute retraining programme, but management argues that it is proving difficult to
re-train individuals previously active in generation to take on new jobs in IT or
marketing because of the very different skills required. On the whole it is argued that
the new competitive environment is requiring skills, which individuals with long
years of experience of work in an environment where services did not effectively have
to be “sold” are finding difficult to acquire. Therefore, although some former
employees would have found positions in the new energy trading company set up by
RWE, this is not a feasible option for all employees.

In agreement with the Works Council, the company has sought to carry out
restructuring in the most “socially responsible” way through early retirements. Since 1
July 1997, a company agreement has allowed for early retirement from age 56. From
1 July 2000, the age threshold was lowered to 51 years. It is anticipated that between
2000 and 2003, 3000 employees will leave under this agreement. The agreement is
voluntary, but for every year that retirement is taken after age 51 the terms under
which retirement is taken deteriorate. Those retiring at age 51 receive 90% of their net
salary up to age 60. From age 60 they receive a basic social insurance pension and a
state pension and company pension upon retirement age. Both are paid at a reduced
level because of the reduced years of paying contributions. These early retirement
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schemes have clearly been very costly for the company and had to financed through
the sale of a branch of the business (e-plus). Apart from the high cost, there is also a
perception within the company that the strategy of early retirement and the reduced
level of new recruitment will lead to shortages of skills and experience in future.

There is an increasing perception that in order to prosper in future, the company needs
to diversify and increasingly offer additional services as well as new services.

GEW in Cologne

GEW in Cologne is the second largest municipal electricity, gas and water company
in Germany, with an annual turnover of 1.6 million DM. The company currently
employs 2600 staff.

GEW started its preparations for the market liberalisation in 1994 with “project
2000”, an initiative aimed at preparing the organisation for open competition. Each
business area was assessed and restructured with the aim of achieving greater
customer orientation by 1999. The overall aim was to structure internal processes in
such a way to allow the company to show “one face to the customer”, therefore, for
example, where services relating to gas, electricity and water were previously the
preserve of different departments, these were now brought together to allow
customers to deal with one contact point for all their requirements. Specialised
divisions were instead set up to deal with private customers, businesses and
craftsmen.

This process of restructuring led to the shedding of 500 staff, including a 50%
reduction in managerial staff. Staff affected by restructuring came from every
business unit and skill area. These reductions saved the company 50 million DM.
When “project 2000” was implemented in 1994, this was discussed with the company
works council. An agreement was reached on the achievement of restructuring in the
most “socially responsible” manner and without enforced redundancies. Jobs were
therefore shed through natural wastage, early retirement and voluntary redundancy.
Early retirement was offered to those over 58 years of age. Staff taking this option
would receive unemployment benefit for 2 years, with the company adding payments
to achieve 90% of their previous salary. From age 60 individuals would then be
entitled to their full pension (although under new rules of the state pension system
0.3% is deducted for every month that an individual enters into retirement prior to the
state pension age of 65).

In addition to staff reductions, staff were required to learn new skills in order to
provide customers a more “holistic” service. As a result, 70% of staff are now
performing different roles from those they occupied 5 years ago. In order to achieve
this, each individual employees skills were assessed to establish whether they had any
training requirements to enable them to fulfil their new role. Training was provided
wherever this was seen to be required. Through a process of change management,
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employees were therefore enabled to become more flexible and to learn the changing
requirements of a more competitive industry.

In addition to the 50 million DM savings from staff reductions, the company strove to
save a similar amount in the reduction of other costs (in the energy sector only 20% of
costs are staff costs). This was achieved through the revision of standards, for
example through the standardisation of materials and the reduction of other capital
costs.

The company did not implement a freeze on new recruitment like many other
electricity companies, particularly as many business areas were required to grow, such
as billing, marketing, energy trading, information technology and call centres.

Although some retraining did take place, it was generally considered to be difficult to
retrain someone, who has worked in a monopoly culture for 20 years to suddenly
understand the business requirements of open competition. Therefore, while one third
of posts for filled internally, the majority of new staff entered the company from
sectors long used to a competitive environment.

Outsourcing did take place in areas where, following a market assessment, internal
provision was not considered to be competitive. Thus, for example,
telecommunication-services were outsourced in 1995 and a new telecommunications
company formed (NetCologne). This company now employs 500 staff.

Furthermore, the company is expanding its business areas by taking on the waste
management function from the municipal authority. From 1.1.2001, the company will
therefore be taking round about 600 municipal staff to work in the are of waste water
treatment.

In addition, the company has acquired a company manufacturing equipment to allow
the calculation of heating costs in shared apartment blocks.

Each business unit is now its own cost centre and is encouraged to grow its own
activities. For example, the IT department now provides IT services to other external
companies.

Thus, while the company has reduced staff in its core business, in other areas, there
have been staff increases, bringing employment into balance:

• In 1994, the company employed 3100 staff
• In 2000, it has a core staff of 2600, with an additional 500 in its

telecommunications company. Shortly, a further 600 staff will be added from the
municipal waste management team.
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In addition to the measures to achieve staff reductions described above, the company
has also implemented other personnel policies, including greater working time
flexibility and variability of payment.
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Table 16 Key features of the German electricity market

Electricity use Key companies Cross
border
exploitation

Fuel supply Market opening

Germany 6426 (kWh per
capita)
(WEC 1998)

43 TWh exported
(WEC 1998)

Use by sector (TWh)
(1990):
Commercial 26.18
Residential 32.90
Industry 37.98
Transport 2.94
Other 0.8
(WEC 1998)

Electricity transmission in the New
Länder is carried out by VEAG
which is also the largest electricity
producer accounting for approx. 60%
of total electricity production.
German electricity industry
consists of nearly 1000 companies
on mostly two, sometimes three
hierarchical network levels. On
the highest network level the
country is fully covered by 8
supra-regional transmission
companies, which control also
most of the generation in their
areas.

Main companies include:
Bayernwerk, Preussenelektra (now
merged as Eon)
RWE, VEW (now merged)
EnBW (Baden-Würtemberg),
BEWAG (Berlin),
EVS (Schwaben),
HEV (Hamburg),

Generation is based
on approx. 30%
nuclear, 30% lignite
(13% East German
lignite), 25% coal,
15% and less than
5% renewables.
Industrial and
municipal
CHP account for
approx. 7%.

(WEC 1998)

The implementation of the IEM
Directive in Germany is covered
within several pieces of legislation
and the voluntary industry
agreement: The central part is the
new German energy law “Gesetz zur
Neuregelung des
Energiewirtschaftsrechts” which
entered into force on 29/4/1998. The
law provides for an immediate 100%
market opening: there is no eligibility
threshold, all final consumers and
distributors eligible customers. This
energy law also amended with Article
2 the German competition law "Gesetz
gegen Wettbewerbsbeschränkungen –
GWB”, by abolishing existing
exceptions for the electricity industry.
A further amendment of the GWB,
which entered into force as of
1/1/1999, introduces in §19(4) the
“essential utility doctrine”, which
applies not only to electricity but also
to other networks (e.g. gas), qualifying
refusal of network access to third
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VEAG (newly founded after
reunification, fully covering the East
German Länder, owned to 75%
equally by RWE, Preussenelektra
and Bayernwerk/VEBA). PE and
BW are now merged and called
E.ON

parties without justification as an abuse
of dominant position.
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5.2 Ireland

5.2.1 Introduction – background to the liberalisation process of gas and electricity
markets in Ireland

Electricity

The Irish Electricity Regulation Act, 1999, provides the regulatory framework for the
introduction of competition in the generation and supply of electricity in Ireland as
specified in the 96/92/EC Directive of the European Parliament and the Council of 19
December 1996. Ireland took advantage of the one-year transposition period in
implementing the Directive. It has therefore begun to apply the obligations arising
from the Directive from 19th of February 2000. From this date consumers whose
consumption on a single premises is estimated or calculated to be greater than 4 GWh,
became eligible to purchase electricity from any available source. This currently
amounts to 28% of the market and would be increased to 32% by 2003. Full market
opening to all customers is to be achieved by 2005.

There are 26 power stations in Ireland supplying electricity to the National Grid. The
five different types of power station are categorised by the fuel type: oil, gas, peat,
coal and hydro. Ireland has chosen not to build any nuclear power stations for
environmental reasons. Domestic consumption of peat for energy purposes in Ireland
dates back to prehistoric times. Out of current annual consumption of peat for energy
purposes, about 50% is used in power stations. The five main peat-fired power plants
have an aggregate capacity of 550 MW. Table 20 outlines the key features of the Irish
electricity market in terms of usage, key companies, cross border exploitation, fuel
supply and market opening.

Gas

The Irish natural gas sector is not yet mature and a substantial area of the country is
not served with a gas supply. Driven by the economic boom and the opening of the
electricity market, the demand for natural gas is growing at an unprecedented rate.
Gas supply is being constrained as the Kinsale field is depleted and demand through
the Scotland/Ireland interconnector increases. Capacity in the interconnector will be
full around 2003, some 10-15 years ahead of schedule. There are a number of
proposals for new supply infrastructure.

The current regulatory regime for the natural gas sector is under the 1976 Gas Act, as
amended. The gas market is not due to open to competition under the 98/30/EC
Directive of the European Parliament and of Council, until later this year.
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5.2.2 Impact of liberalisation on company structure

The following organisations are the key involved in the liberalisation process of either
the electricity or gas sector;

� Electricity Supply Board (ESB) – ESB is a publicly owned company. Since
1927, ESB has provided the economic and social infrastructure for all of Ireland’s
electricity generation, distribution and supply.

� Board Gais Eireann (BGE) – The only company in Ireland that has the powers
and duties to acquire, transmit and distribute natural gas in Ireland. It provides and
operates natural gas transmission lines bringing gas from the Kinsale Head gas
field terminal at Inch, Co. Cork to the town gas utilities in Dublin, Cork,
Limerick, Clonmel and Waterford; to industries in many areas, including Carlow,
Mallow, Charlesville, Meath, Louth, Kilkenny, Dundalk and Drogheda, and to
industries in proximity to the gas grid.

Over the past 5 years BGE has restructured from two regional units and a head office
into, four business units; transmission, distribution operations, customer (deals with
sales, marketing and billing) and green (looks at diversification), which are all
supported by a central unit (deals with finance and personnel relations).

Restructuring has been an on-going process which has enabled the company to remain
competitive. It has only recently been taking place as a result of the anticipated
liberalisation of the gas sector. Although, like most companies, BGE has always
experienced natural wastage, which has largely been due to employees retiring.

� Electricity Supply Board Officers Association (ESBOA)– trade union for ESB

� The Services, Industrial, Professional & Technical Union (SIPTU)– Is the
largest Trade Union in Ireland with over 200,000 members.

� Department of Public Enterprise – Provides a range of functions under the 1976
Gas Act, as amended, including regulating process for third party access to BGE’s
network, resolving disputes, and approving pipelines. The department is not a
market player in the industry, its role is one of facilitation of development of the
whole sector as a whole. It is currently preparing legislation to transpose into
national legislation, for the 98/30/EC Directive of the European Parliament and of
the Council concerning common rules for the internal market of natural gas.

� Commission for Electricity Regulation (CER) - Is an independent body
established under the Electricity Regulation Act, 1999. The CER will license and
regulate the generation and supply of electricity, authorise the construction of new
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generating plant and oversee third party access to ESB’s transmission and
distribution systems.

For ESB the restructuring process began in 1991. The process was outlined in a
strategy document that was produced for the purpose of preparing ESB for the
competitive market. In 1993 the company restructured into five strategic business
units; Powergen, Customer Services, Business Services and National Grid and ESB
International, which were all supported by a Corporate Centre. ESB has since been
restructured into three main companies; Irish Electricity, Engineering Commercial
and International Investments. The company is currently moving towards PLC status.

5.2.3 Impact on restructuring of employment in general

Electricity

Despite the fact that Ireland’s electricity market has only recently taken its first steps
towards liberalisation, over the past 8 years, there has been a significant decline in
employment in ESB. Figures provided in the last survey carried out by ECOTEC
suggest that job losses amounted to approximately 27% in the workforce between
1990 and 1998 (see Table 17). Data from ESB indicates significant job losses since
1989 among managerial (30 jobs), white collar (1,011 jobs) and blue collar (1,283
jobs) workers (see Table 19). This data relates to all employees i.e. regular,
temporary, contract and apprentices.

The majority of these jobs were lost in the Dublin Region, followed by the Mid-West,
Southern and Northern Regions. The company was also able to provide a breakdown
of the age profile of staff loosing their jobs. The vast majority of job losses were
effected among the 55-64 age group (1,512 jobs), a further 543 jobs were lost among
the 45-54 age group, 185 among 35-44 year olds, 81 in the 25-34 age group.

Table 17 Employment by occupational status in ESB, 1992/93-1998/99

Occupational
classifications

1992/93 1994/95 1996/97 1998/99

Executives 147 119 127 134
White collar 4,383 4,195 3,831 3,793
Blue collar 6,167 5,783 5,234 5,090
Total 10,697 10,097 9,192 9,017

These job losses are the result of ESB’s process of restructuring, which according to
the representatives from both ESB and ESBOA were strongly influenced by the
anticipated liberalisation of the electricity sector.

It was noted that there were no changes to the contracts of the regular employees who
have remained within ESB after the restructuring had taken place. There has been an
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increase in part-time, temporary and fixed-term contracts, as well as outsourcing of
activities. Temporary and fixed-term contracts has facilitated job reduction but part-
time and job sharing have been implemented to make the company more ‘family
friendly’.

Gas

BGE currently employs 769 people and sub-contracts to approximately 2,500 other
people. The ratio of males to females employees is 8:2. Examples of the type of
work BGE sub-contracts includes meter reading, monitoring and construction of gas
pipe lines. Between 1995 and 2000 there have been 65 redundancies; 15 managers, 6
clerical and the rest blue collar workers. The majority chose to retire, whilst 4 decided
to set up their own company.

5.2.4 Response to restructuring in the case study companies and profile of
individuals affected by unemployment

Electricity

In 1994 representatives of the Department of Transport, Energy and Communications,
ESB management and ESB Group of Unions negotiated a tripartite agreement called
the Cost Competitiveness Review (CCR). This agreement was established to review
ESB’s future in light of EU policies to liberalise the European utility market and was
launched in May 1996 and ended in May 1999.

Following the conclusions made in two studies conducted by consultants and further
research carried out by the CCR steering group, the CCR agreement was formulated
and the following aims were set, one of which specifies the number of staff reductions
that had to take place;

� Cost reductions of IR£85 million per annum

� Staff reductions of 2,000 approximately

� An approved Voluntary Severance Scheme (VSS) to facilitate the achievement if
staff reductions

� Agreement on the necessary changes in work practices

� A three year implementation period for the CCR.

As stated above, the VSS was the main mechanism used to shed 2,000 ESB staff. It
only applied to all regular staff, both full-time and part-time, who had worked
continuously for a minimum of three years in the company and was available for up to
six months after an employee had left under the VSS. The scheme included a financial
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severance package and two support services (see Figure 1, taken from ESB’s CCS
leaflet);

� Pre-decision counselling in the areas or retirement, planning for change and
investment advice;

� Post-decision career change services including career counselling services,
training and job search services.

This scheme was funded entirely by ESB.
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Figure 1. Various stages of the CCS
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The Career Change and Service (CSS) was the mechanism through which these
support services were delivered. CCS comprised a manager and seven Career Change
Advisors (CCAs) and six Placement Administrators with offices in Dublin and
Moneypoint. These advisors and administrators were drawn from ESB internal staff
and received training in career counselling and job placement from a specialist
consultancy.

Pre-decision

The first stage was the pre-decision stage, where employees could obtain information
on their entitlements under VSS from a local personnel officer (internal and, or
external) or by ringing a confidential helpline. The local manager then decided on an
individual case-by-case basis whether the VSS was a suitable option. At this point
financial advice on investment opportunities and taxation from independent financial
consultants was also made available. A ‘Decisions’ booklet containing a number of
exercises to help staff think through the decisions about their future career plans was
also issued.

The main aim of this stage was to make sure any employee contemplating VSS, fully
understood the consequences of leaving and that their final decision was their own
and not influenced by their CCA.

Post-decision

Once an employee decided to apply for VSS and their application had been accepted,
they had the opportunity to enrol on the CCS. At their first meeting a CCA would
gather information on the type of career they would like to pursue and introduce them
to the range of services available including;

� Career advice

� Self employment advice

� Self-marketing – Two day course on CV preparation and job searching
techniques, delivered in-house.

� Administrative support – Computer facilities were made available at Dublin and
Moneypoint for clients to use to produce CVs.

� Interview preparation

� Job search – the CCS team contacted the top 300 employers to notify them that
2000 highly qualified and trained people were leaving ESB and that ESB would
work with them to source suitable workers to fill job vacancies. With the help of
the main employment agencies, a database of job opportunities based at Dublin
and Moneypoint.
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� Training services - where a client lacked a specific skill, funding was provided at
a cost of approximately IR£400-£500 for short courses.

� Personal financial advice – General advice on tax and investment matters was
provided by an external financial consultant.

CCS Results

According to ESB’s Annual Report & Accounts for the year ended December 1999,
staff reductions contributed significantly to the IR£90 million annual cost savings
achieved under the CCR agreement, with 2,000 people having left since 1996 under
voluntary severance arrangements. Out of the 2,000 staff reductions, 1,247 chose to
register on the Career Change Service (CCS). Of those clients, 280 were out-placed
to alternative jobs, 734 retired, 225 became self-employed and 8 opted for further
education.

Detailed information on the age, gender, occupational profiles and skill levels of a
sample of 908 of the 1,247 who joined the CCS can be found in the ‘Case study of
Career Change Service’ report prepared by Goodbody Economic Consultants, Service
Industries Research Centre and Tom Martin & Associates in November 1997. The
following figures, taken from Section 7 of this report, summarise the sex, age, source,
worker category of the 908 clients who had registered with the CSS, by the end of
August 1997;

The majority of clients were male. This is to be expected as only 14% of ESB’s
workforce is female.

Figure 2 Classification of CCS clients by gender
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Over half of the clients were age 50 years and over. The least number of clients came
from the under 30 years age group.

Almost 50% of CCS clients came from the Powergen business unit. The 20 clients in
the ‘other’ category came from the Corporate Centre and National Grid.

Table 18 Top ten categories of CCS clients

Category Number
General Worker 146
Clerical Officer 100
Administration Officer 79
Operation Shift Staff 59
Electrician 49
Engineer 40
Linesman 38
Driver 27
Stores Person 25

Figure 3 Analysis of CCS clients by age group
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Figure 4 Analysis of CCS clients by business unit
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Category Number
Fitter 24
Others 321

Clients came from a wide variety of categories, General Worker being the largest
source at 146, followed by Clerical Officer and Administration Officer

In terms of the geographic location of these clients Dublin sourced the greatest
number with 320, Cork with 152 and Clare with 70.

Table 19 demonstrates the take-up of the eight services provided under CCS.

Table 19 Analysis of CCS services provided to-date

CCS Service Delivered
Self marketing course 131
Self employment course 123
Interview preparation 114
Job search 102
External training 245
CVs prepared 190
Financial consultations 207
Total 1,161

Success of CCS

The CCS was evaluated to have been a success by the company and external
consultants. The scheme helped anyone who wanted to find work, find work. It has to
be added that at the time the Irish economy was particularly strong, easing the search
for new jobs.

The ‘Case study of Career Change Service’, prepared by Goodbody Economic
Consultants, Service Industries Research Centre and Tom Martin & Associates in
November 1997 provides comments made by the CCS clients, ESB, CCS staff, line
and personnel managers, trade union representatives, with regard to the perceived
benefits of the CCS. The following examples have been selected;

Benefits to CCS Clients:

� Access to a support system as they go through a period of uncertainty and
dramatic change, thus reducing their feelings of isolation. The Career Change
Service provided them, therefore, with a parachute;

� The CCAs provided clients with the opportunity to appreciate their own skills and
competencies and to see them as offering potential for a new career.
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Benefits to ESB:

� The CCS has assisted in the industrial relations (IR) trouble-free implementation
of the VSS and by extension of the Cost and Competitiveness Review;

� Staff who have availed of CSS services are leaving the organisation in a positive
frame of mind;

� The Career Change Service has developed a reputation as an ‘honest broker’
throughout the organisation and is perceived as independent and impartial;

Benefits to CCS staff:

� CCS staff have gained skills in career counselling and in job search and
placement;

Views of line and personnel managers:

� The expertise and resources of the CSS will be of benefit to ESB in future
redundancy programme;

Views of trade union representatives:

� The CCS provided a range of career support services which had been agreed by
management and trade unions as being essential and integral elements of the VSS;

� The trade unions believe there is potential for ESB to market CCS services to
other state and private sector organisations

Gas

BGE has always had a voluntary severance scheme (VSS) in place. This has been
altered from time-to-time to fit the needs of different individuals. On the financial
side, according to the age of the employee, the VSS comprises two options;

1. Up to the age of 50 years – A lump sum is paid equivalent to seven weeks pay for
every year worked, for a maximum of 3 years

2. 50 years plus – Salary up to the age of 60 years and then a normal pension

If 45-50 years old, employees can opt for either of the above.

Employees can also benefit from the following package;

• If an employee wants to set up their own business, placements with BGE’s sub-
contractors are available.
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• Over 150 training programmes are available including advice on interviewing
techniques and CV preparation.

Future redundancies

In February 2000, the Minister for Public Enterprise announced a framework for
electricity market liberalisation, which involves a transitional regime, designed to give
ESB time to prepare for the onset of full competition. This is comprised of a five-year
internal contract between ESB’s generation arm and its Public Electricity Supplier
function. It is intended that this internal contract will facilitate the introduction of
competition while at the same time providing a reasonable revenue stream for ESB
with a view to obviating the need for State aid.

Discussions are currently taking place between the representatives of the Department
of Transport, Energy and Communications, ESB management and ESB Group of
Unions, with a view to a new tripartite agreement which will stipulate a further 2000
staff reductions. The ESBOA representative stated that the“last agreement dealt
with the anticipated competition, this one will deal with the reality of competition.”
The difference between this agreement and the last, is that it not only involves down
sizing, but definite closures.

Six peat burning stations will close, five in the Midlands and one small one in
Co.Kerry. Two will be replaced by new peat stations which will be owned by ESB
under their Public Service Obligations. According to the ESBOA representative, this
will involve the loss of approximately 500 jobs, the majority being semi-skilled and
skilled. In addition, a further 500 unskilled and semi-skilled jobs will be lost from the
oil, gas and coal fired power stations as a result of upgrading which will require
changes in work practice. 600 jobs will go in the customer service areas particularly
clerical, administrators, supervisors and operators who input data. The remaining 400
will be lost from in-house services such as catering and cleaning. As approximately
14% of the total workforce are female, these redundancies will have a greater impact
on males, however in the customer services area, where the majority of females are
employed, the impact on females will be greater. At present, only the redundancies
from the peat stations have been approved.

The Department of Public Enterprise acknowledges that there are many challenges
facing ESB in the liberalised market and significant change will be required to ensure
that ESB remains competitive and provides “attractive and secure employment for
staff”. The Department of Public Enterprise argues that a voluntary severance scheme
will be a key requirement in delivering the change programme in ESB.

Due to the success of the CCS, the trade unions are keen to use the scheme for the
second set of voluntary exits. Although the scheme will have to be slightly amended
as the majority of the redundancies under the last agreement were retirements,
therefore the financial package will have to be weighted towards the younger
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workforce. During the last downsizing scheme there was no option for the provision
of contracts for employees who wanted to become sub-contractors to ESB. This is
something that they are considering for the next scheme, which will be funded again
by ESB.

A separate working group, within ESB, is looking at redeployment within ESB. The
representative from ESB emphasised that this scheme will help people to find
‘meaningful work’ by providing them with adequate training so that they can to move
from say power generation to customer services, two very different jobs.
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Table 20 Key features of the Irish electricity market

Electricity use Key companies Cross border
exploitation

Fuel supply Market opening

Ireland 5002 (kWh per capita)
(WEC 1998)

Use by sector (TWh)
(2000):
Comm. 21.67
Residential 40
Industry 38.33
(WEC 1998)

ESB (Electricity supply
board)
- publicly owned.

In 1997 generation was
based upon
approximately 15.2%
coal, 8.4% peat, 52.4%
oil, 22.2% gas, 1.3%
comb. Renewables &
wastes and 0.5% hydro.

(Energy polices of IEA
Countries – Ireland
1999 review,
International Energy
Agency)

Ireland has already
notified a one year extra
transposition period,
and will have to apply
the obligations arising
from the Directive on
19.02.00. An Electricity
Regulation Bill was
published on 1
December 1998 which
lays down the
framework for the
introduction of
competition in
electricity
Generation and supply in
Ireland.
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5.3 Sweden

5.3.1 Introduction – background to the liberalisation process of gas and electricity markets
in Sweden

The electricity and gas markets in Sweden are currently at different stages in the liberalisation
process and therefore need to be dealt with separately.

Electricity

The Swedish electricity market has been liberalised since 1st January 1996. Existing
legislation only required minor amendment to transpose the EU Electricity Directive. The
Electricity Trade Act, which consolidated and adapted existing legislation, entered into force
on 1 January 1998. While electricity distribution has been opened up to competition
(generation is also shared between state and private providers), electricity transmission
continues to be state controlled. Electricity production in Sweden is mainly based on nuclear
power (50%) and hydro power (48%). Non-hydro based renewable energy therefore only
account for about 2% of total production.
(WEC, 1998; ILO, 1998).

In theory, the Swedish electricity market is open for all customers. The bulk of trading,
however, still takes place under long-term agreements made before the market was
liberalised. Approximately 20% of trade take place through sales on theNordpoolexchange.
Before November 1999, small consumers had to install relatively costly special metering
equipment if they wished to switch away from their local supplier. Now that a load profile
method has replaced metering, the market for small customers has been opened further.
Surveys have shown that only 25% of private customers have negotiated new tariffs with
their old or with a new supplier. Only 5% have actually changed supplier.

Market opening has brought about a significant decline in electricity prices from 26 öre on
the spot market in 1996 to 12 öre in 1999.

Recent years have seen an increasing tendency to import electricity from Denmark, Central
and Eastern Europe and the CIS states. This has been encouraged by lower prices in these
countries as a result of lower production taxes, raw material and labour costs as well as
investment by Swedish companies in local enterprises (information provided by SEKO,
2000).

Gas

As is the case in the electricity sector, gas transmission similarly remains under state control
whereas gas distribution is the remit of private and municipal companies (ILO, 1998). A draft
Bill aimed at providing for the opening of gas distribution in Sweden was presented to
Parliament on 30 March 2000. The legislation is to enter into force by 1 August 2000 in line
with the requirements of the European Union Gas Directive (98/30/EC).
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Under the provisions of this draft legislation, from August 2000, all gas-fired power
generators regardless of their consumption level, as well as end-consumers using more than
25 million cubic meters per year will be eligible to select their own gas supplier. This
represents a 47% segment of the market. By 2003, this threshold is to be lowered to 15
million cubic metre per year or less. In addition, all pipeline operators transporting or
supplying gas shall be eligible for third party access. As from 1 January 2006 all end
consumers will be eligible. Full market liberalisation in the Swedish gas sector is therefore
some years away (CEC, 2000).

5.3.2 Impact of liberalisation on company structure

The pressure put on electricity prices by increasing competition has led to significant
restructuring and rationalisation among electricity companies. However, employment figures
show that significant job losses preceded the liberalisation process. While some of these job
losses can be attributed to companies’ preparing for the opening up of electricity markets, it is
difficult to disentangle these from job losses resulting from other structural changes and
rationalisation following the introduction of new technologies. Many of the job losses in
more recent years have been associated with the increasing trend towards mergers, take-overs
and changes in the ownership structure of Swedish electricity companies, which is without a
doubt rooted in the increasing drive towards greater competitiveness following liberalisation.
Smaller municipal companies in particular have found it increasingly difficult to remain
competitive in a liberalised market and have either sought alliances with other municipal
companies or have been taken over by larger companies from inside or outside of Sweden.

Four main companies currently dominate the Swedish market, with most of them having
mixed (and increasingly foreign) ownership:

� SYDKRAFT KONCERNEN has involvement from Swedish municipalities, Preussen
Elektra, Hamburger Electrizitätswerke and Statkraft. Preussen Elektra and Statkraft are
majority shareholders.

� GRANINGEKONCERNEN has involvement from original owner family Veerstegh,
Electricité de France (EDF), Sydkraft and PE. The majority of the votes are held by EDF
and the owner family.

� BIRKAKONCERNEN was founded by the former Stockholm Energi, Gullspång,
Skandinaviska Elverk och IVO (now Fortum). The Finnish energy company Fortum is
majority owner.

� VATTENFALL remains in state ownership.

(information provided by SEKO, 2000)

Table 21 below outlines the key features of the Swedish electricity market in terms of usage,
key companies, cross border exploitation, fuel supply and market opening (WEC, 1998).
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5.3.3 The impact of restructuring on employment trends

As one of the first European Union countries to take strides towards liberalisation, Sweden
has experienced a reduction in the workforce in the electricity sector of around 30% or
12,500 jobs between 1989 and 1998 (a decline from around 38,000 jobs to 25,500 jobs in the
electricity sector) (EPSU, 2000, ILO, 1998; company reports).

As mentioned above, since full market liberalisation did not take place until 1996 (and in fact
thereafter for smaller customers), a significant number of these job losses cannot solely be
attributed to market opening, but are also the result of ongoing structural changes, partly
resulting from technological innovations and other internal and external factors. Both
industry representatives and government sources contacted during this research were unable
to generate a detailed picture of the causative factors and precise figures for job losses over
the last 10 years. The estimation of job losses is rendered more complicated by the increasing
trends towards the contracting out of certain functions. This often means that employment,
which is still essentially associated to the electricity industry, is no longer covered in
employment figures for the sector. What is clear, however, is that market liberalisation,
increasing competition and the resulting lowering of energy prices has led to significant job
losses in different localities. This was - and continues to be - particularly the case in smaller
municipal companies unable to compete on their own in the changing market place, which
have found themselves take-over targets or have had to seek alliances with larger providers in
order to survive. These job losses can be seen to have had a particular impact in localities
where other sources of employment are scarce (such as in the north of Sweden). In a
memorandum issued in relation to this study, the Swedish Ministry of Industry, Employment
and Communications acknowledges that company restructuring and contraction in the sector
has had a substantial impact on employment at local level and in those regions this has been a
significant issue. Swedish labour market policy does not provide for any industry specific
measures to combat unemployment or the threat of redundancy, however, general labour
market measures are available to those made redundant in the electricity industry. Regional
policy support is also available in support of employment in certain localities. Again, this is
not tied to specific industries or areas where the loss of jobs in electricity companies is
particularly significant.

Nevertheless, the effect of liberalisation in the energy sector on employment is not regarded
as a major issue by the Ministry, not only because such structural changes are seen to be a
natural part of growth and development, but also because any negative impact is perceived to
be outweighed by the likely overall positive effect on employment of energy market
liberalisation. The exact impact of market liberalisation on employment is considered to be
difficult to estimate as the same effects could have occurred as a result of technological
developments or other structural changes, which are independent of deregulation. This is
underlined by the evidence of structural changes in electricity distribution and generation
prior to market liberalisation, which have had a significant impact on employment.

Trade unions argue that restructuring has led to declining support for the development of
renewable energy sources, particularly among larger companies. Employment in the
renewables sector (other than hydro) is negligible.
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5.3.4 Profile of individuals particularly affected by unemployment

Precise occupational data and information on the skill levels of those individuals most
affected by restructuring proved impossible to obtain, even directly from company personnel
departments. However, according to replies to our survey and interviews with electricity
companies, there are clear indications that staff reductions in electricity companies primarily
took place in many areas previously considered as the core activities of such undertakings,
i.e. among technical and maintenance staff, particularly in the area of network maintenance.
Similarly affected were administrators, supervisors and intermediate managers. A significant
number of these individuals were semi-skilled or skilled, having received training in
vocational areas particularly related to the core business of the electricity industry with skills,
which would primarily be transferable within the sector. As the electricity industry was
traditionally a sector, which was considered to offer “jobs for life”, many of the individuals
affected by redundancies had been with the same employer since completing secondary
education or vocational training. As the vast majority of job reductions were effected through
early retirements and natural wastage – a process assisted by the age profile of staff in the
sector, the industry has an average employee age of 48 - companies were able to carry out
restructuring programmes largely in the most “socially acceptable” way. External recruitment
in the areas affected by restructuring has come to a halt, raising some concerns over future
skill shortages in these areas as training in fields such as network maintenance becomes
unattractive to young school leavers and graduates.

During the same period as some of the more “traditional” functions have seen a decline,
companies have clearly witnessed a shift in the employment profile towards the new and
more market oriented activities of electricity companies, which previously had no need to
compete for clients. The shift in the skills profile also reflects the rapid technological
innovations of the last decade. Employment has therefore increased in the areas of:

• sales and marketing,
• business development,
• contract management; project development, and among
• IT personnel,
• qualified economists,
• technicians and project leaders.

Jobs here range from the employment of highly skilled specialist staff to low skilled jobs in
call centre facilities.

The contracting out of a number of functions was a further feature of the restructuring
process in many companies. Such arrangements mainly affected areas such as cleaning, meter
reading, IT and customer service functions (through call centres). In areas where such
services were previously provided in-house, legislation relating to the transfer of
undertakings meant that (at least for the period required by the legislation) the existing
workforce was largely retained by the new contractor. Trade union sources argue that such
arrangements did not – at the outset – have any detrimental impact on the terms and
conditions of transferred staff, but could in the long run have an impact on wage and
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promotion prospects, as new contracting arrangements meant that the transferred workforce
fell outside the scope of company or even sector level collective agreements.

In the early years of the introduction of call centres, many companies contracted out these
functions. However, as a result of recent surveys showing low levels of customer satisfaction
as a result of long waiting times, many companies are now opting to provide these services
in-house again. A particular problem with outsourcing in this area was that customer
requirements often covered a wide range of questions, which required a better knowledge of
the business and the ability to link up with in-house personnel to answer certain queries and
concerns.

More recently, reductions in electricity prices (and therefore reduced profitability) and
limited demand from private customers to switch supplier, have led to many companies
reducing their marketing workforce.

5.3.5 Response to restructuring in the case study companies

Sydkraft

In 1990, Sydkraft was essentially one private unitary company engaged in the generation,
distribution, transmission and supply of electricity and gas as well as a range of other
services. In 1991, restructuring took place, which led to the business being divided into the
following four decentralised business units:

• electricity,
• gas, and
• consultancy/contracting.

More recently, in order to adapt more to market and regulatory requirements, further
restructuring divided the business into the following units:

• production,
• distribution,
• marketing and sales, and
• consultancy.

The workforce is now around 20% smaller than in the early 1990s, however, the actual
number of employees in the company as a whole has grown because of acquisitions,
primarily among municipal electricity companies.

Jobs were primarily lost in administration and among trained electricians working in network
maintenance. At the same time, there was an increase in the number of jobs in skilled and low
skilled marketing and sales jobs (including call centres), as well as for highly skilled, skilled
and low skilled consultancy, IT and trading professionals.
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There are now around 6000 employees in Sydkraft. The fact that 900 of these employees now
work in consulting – the most rapidly expanding division of the business – is testimony to the
changing profile of the company in relation to its core business. In recent years the workforce
in sales and marketing is already declining again, partly as a result of the limited interest in
switching suppliers by private customers.

Sdykraft had originally outsourced call centre functions, but is now increasingly moving
towards insourcing again because of negative experiences with clients reporting low waiting
times in answering enquiries. Nevertheless outsourcing remains a key business strategy
aimed at reducing overheads and creating greater flexibility. Because of the trend towards
outsourcing there is an increasing need for skilled personnel to handle contractors. There is
among some circles in the company a concern that skills will be lost among in house staff if
the trend towards outsourcing continues, which could cause future skill shortages. There is
also concern that not enough young people are now receiving training for technical functions.
As a result competence to run power stations and supply network maintenance could be lost
no external recruitment is taking place. The trade unions at Sydkraft have asked for an
evaluation of the company’s outsourcing strategy, which is currently being carried out
(results of this enquiry were not yet available at the time of writing).

Although there have been some redundancies, the company has sought to avoid lay offs by
using early retirement and providing retraining. Indeed the majority of job cuts were effected
through voluntary early retirement. Early retirement is generally effected at age 58, with staff
receiving 75% of their full salary until they reach the statutory retirement age.

At the instigation of the trade unions and through agreement with management a separate
entity entitled “KRAFTCENTRUM” was set up in SYDKRAFT in 1999 with the aim of
providing job orientation and retraining to individuals affected by redundancy. The
programme was originally set to run until 2001, but is currently under review, with a view to
assessing whether the programme should be continued beyond this deadline.

All individuals threatened with redundancy, who reject the option of early retirement or for
whom this option is inappropriate can – if they so chose – be referred to KRAFTCENTRUM.
KRAFTCENTRUM employs skilled careers advisors and training. At the inception,
individuals are offered an orientation interview with a skilled careers advisor where their own
aspirations for the future are discussed and it is established whether these match with any of
the new career opportunities within the company, or whether these can only be realised
outside the company. If an individual expresses career aspirations, which can be met within
the company a skills assessment is carried out and training can be offered to provide the
individual with the required skills to meet the requirements of the new position. This option
thus involves job matching within the SYDKRAFT group of companies. If an individual is
more keen to pursue a new career in an unrelated field outside the company, SYDKRAFT
can offer to pay for retraining for a period of up to two years (with the understanding that the
individual will not subsequently seek employment within SYDKRAFT).
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The cost of this measure is carried by the company. The measure is currently being evaluated
and because it only began in 1999 – with most retraining options lasting two years, little
information is so far available on the outcomes of this measure.

Nevertheless, in relation to redundancies in the company, there are some complicated
geographical issues which need to be addressed in the sense that some of the jobs that are
being lost are in more remote areas, whereas new jobs are more likely to be located in the
urban centres. In certain circumstances, the company pays compensation for commuting for
one year and if someone has difficulties in selling their home to move the option exists to buy
their home in extreme cases, where no buyer is forthcoming.

Vattenfall

Vattenfall is the largest electricity company in Sweden and remains state controlled. Like
SYDKRAFT, Vattenfall has undergone, and continues to undergo, a period of intense
restructuring. While this has led to some significant job losses, the actual workforce size of
the company is increasing, as Vattenfall is one of the major players in acquiring smaller
companies not only within, but also outside of Sweden.

As elsewhere in the industry, Vattenfall has sought to accomplish restructuring in a socially
responsible manner by resorting primarily to early retirement in order to reduce workforce
since. In addition, following negotiations with the trade unions represented at Vattenfall, the
company set up a programme similar to that in place at SYDKRAFT. In Vattenfall, the
programme is called STEGET (the step). The aim of STEGET is to support redundant
personnel in their effort to find new jobs inside or outside the Vattenfall group. Beneficiaries
leave their ordinary workplace and are placed in STEGET to work full-time on resolving
their situation. The vision for STEGET is that the beneficiaries - after the period in the
project - will become good ambassadors and good examples of the Vattenfall personnel
policy, even if their future lies outside the company.

STEGET centres have been established in five regions in Sweden. These centres are
established separate from Vattenfall’s ordinary activities in a special organisation. STEGET
works on commission from the business areas and unit where redundancies need to be made.
This unit appoints a commissioner, who regularly checks up on the progress and
contributions from the project. In order to allow a continuous flow of information between
the company, the project and the trade unions a steering group has been appointed which
includes trade union representatives, the commissioners, the project leader and a
representative from the Group Human Resources Directorate. Each STEGET centre is staffed
with a manager and a number of tutors. There is on average one tutor per 15 redundant
personnel.
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Upon entering STEGET, the beneficiary undergoes an initial period of training and
assessment, during which his/her own qualities and goals are established in relation to local
labour market needs. Tutors work out individual plans with beneficiaries which should lead
them to the goal of obtaining alternative employment inside or outside the Vattenfall group.
Throughout their period on STEGET, beneficiaries are supported by their tutor in all aspects
of retraining and orientation. Options include training for a new profession/craft/trade, higher
education, training for self-employment, outplacements, training for a new job in Vattenfall.

Beneficiaries are supported within STEGET for up to 24 months, in addition there is a notice
period of 12 months. In order to encourage beneficiaries to move on a quickly as possible
from STEGET, an incentive of up to half of the remaining months salary is offered to those
leaving STEGET early.

STEGET operates as a project between 1999-2001 and is intended to support 300-400
beneficiaries, at a cost of up to 350 million SKr. The first two years are financed by the
Vattenfall group and the third year by the companies and units where redundancy is
identified.

The project is currently under review to assess whether it should be continued beyond 2001.
Because it has only been in place for a limited time, only indicative information is currently
available on its outcomes. Results from the period between February 1999 and May 2000
indicate that the programme has so far assisted 234 individuals. To date, 55 (24%) of these
individuals have been placed in a new job, 52 (22%) are undergoing retraining for a period in
excess of one year, 9 (4%) have left claiming disability pension and 2 (1%) have been placed
on speculative outplacement.

Sydgas

The impact of liberalisation on the gas sector is so far limited, because the timetable for
market opening only begins for larger customers in August 2000. Far from contracting, the
gas sector has been undergoing a period of expansion. Our case study company, SYDGAS
AB (part of the SYDKRAFT group of companies) reported an increase in employment from
70 in 1989 to 110 in 1998, with a particular increase in blue collar technical staff. However,
as part of the restructuring of the wider SYDKRAFT group and the anticipation of job losses
resulting from a merger of marketing and sales organisations within the company in 1999,
SYDGAS became part of the “Kraftcentrum” programme in line with the principles outline
above for the SYDKRAFT group. This initiative is seen to have succeeded in retaining
employees in other parts of the company and re-skilling staff for employment in other
sectors.
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Table 21 Key features of the Swedish electricity market

Electricity use Key companies Cross border
exploitation

Fuel supply Market opening

Sweden 15348 (kWh per capita)
(WEC 1998)

10 TWh exported
(WEC 1998)

Use by sector (TWh)
(2000):
Industry 41.36
Transport 2.13
Other 56.50
(WEC 1998)

300 generation
companies, majority of
power produced by 8
companies, producing
more than 95% of total
Swedish production.

Largest company is
Vattenfall AB who
owns 50% of
production capacity. 2nd

largest are Sydkaft who
have 25% of production
capacity.

The bulk of the trading
in electricity is
purchased under the
terms of long-term
agreements concluded
before the market was
liberalised.
Approximately 20% of
the trade occur through
sales on the Nordpool
Exchange.

Production is mainly
based on hydro (48%)
and nuclear power
(50%). Fossil fuels and
Non-hydro based
renewables only
account for about 2%
of total production. A
decision has been
taken to close down
one of the nuclear
power plants. It is,
however, still unclear
when this decision will
be implemented.
Sweden is instead
expected to increase
the production from
natural gas and
renewable energy
sources.(WEC 1998)

The electricity market in
Sweden has been
liberalised since 1/1/1996
and Sweden, therefore,
only needed to adapt
existing legislation
slightly in order to
transpose the Electricity
Directive. A new
Electricity Trade Act,
consolidating and
adapting existing
legislation in this area
entered into force on
1/198.
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5.4 Italy

5.4.1 Introduction – background to the liberalisation process of the gas and electricity
markets in Italy

The progressive liberalisation of the Italian electricity and gas sectors began in 1991 with
Law 9/9. This, on the one hand, allowed self-producers to generate power in excess of their
own needs and, and on the other permitted the free self-production of electricity from
renewable energy sources by private individuals and its sale to the public utility.

This Law represented the first step towards a limited, very partial and controlled liberalisation
of the production for private entrepreneurs (producing electricity on behalf of ENEL). It
barely challenged the rigid monopoly of the ENEL itself, which continued to be the only
supervisor and assessor of investment projects presented by the enterprises and the only
buyer of the electricity produced and not used by the firms themselves.

More recently in 1995, Law 481 set down basic rules for increased competition and regulated
the provision of public utility services, by creating the Authority for the Control of Electric
Energy and Gas Supply. Within this framework, a set of rules was launched in an attempt to
balance the greater opening of the production market whilst protecting the unitary and
vertical ENEL structure.

This transitional period was completed by the implementation of the EU Directive in March
1999.

The EU Directive on the liberalisation of the electricity market was implemented through the
adoption of a legislative decree on 16 March 1999 and as a result the Italian market will be
opened up to competition in three stages:

• The first step is to open up the market to final consumers with a minimum consumption
of 30 GWh and for consortia with a combined consumption of 30 GWh (each member of
the consortium consuming at least 2 GWh). This will open up 30% of the total electricity
market.

• Step 2 – as from January2000 all consumers and consortia with an electricity demand of
20 GWh are eligible (minimum consumption for each consortium member – 1 GWh).
This represents an opening up of 35% of the electricity market.

• Step 3 - As from 1st January 2002 the new threshold for final consumers or consortia –
minimum consumption remaining at 1 GWh – consuming 9 GWh will become eligible.
Also, all final customers consuming more than 1 GWh per site and 40 GWh in total are
eligible. This would result in an opening 40% of the market.

As a result the structure of the electricity and gas structure is changing rapidly, particularly
within the production sector. Historically the Italian energy sector has been dominated by two
companies, who until now have enjoyed a monopoly position: ENEL and ENI Group. ENEL
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managed all activities related to electricity. ENI managed the natural gas sector through its
two subsidiary companies – SNAM (production, purchase and transport of gas) and
ITALGAS (distribution of gas).

5.4.2 Impact of liberalisation on company structure

As mentioned above, the main players in the Italian gas and electricity markets are as
follows;

� ENEL – industrial group including electricity, gas, construction and IT, in November
1999, ENEL floated one third of its capital on the stock market. 85% of staff took up
employee share options.

� ENI - 20th largest industrial group in the world and 3rd largest energy company in Europe,
field of operation goes from drilling to purchasing, transportation, distribution and
commercialisation of oil-derived products. In less than 2,5 years, the Ministry of Treasure
has put on the market the 64% of the ENI capital (in four trances, November 95-October
96-June 97 and June 98) with a total earning of about 21 MEuro which constituted in June
1998 the most important earning gained by a National Government in Europe for the
selling of one single company. The first 194000 shareholders of the IPO (Initial Public
Offering) grew to 1,7 Million of the Fourth Offer; a major role was played also by the
employees which at the beginning were the 30% rising to the 70% of the last offer.

� SNAM – still has the monopoly (97%) for the transport and import of natural gas,
controls a national pipeline grid of 29000km with 20 compression stations and 885MW of
installed power, joint venture controlling natural gas from Russia, Algeria and the
Netherlands, transported volume of natural gas was 72.2 billion m3 in 1999. Major
investments of 9000Meuro in 1990 to improve the national grid. Also has a participation
in Enipower.

� ITALGAS – offers an opportunity to SNAM to distribute natural gas in Italy and outside

Despite a stable position ENEL and ENI are now being challenged by various new
entrepreneurial companies. The first strong group of new entrants are from the local and
regional context – mostly municipal power and gas companies, many of which are
themselves undergoing privatisation (such as AEM in Milan and Turin, ACEA in Rome and
AMGA in Genoa). These companies make up a very active and competitive group open to
possible further alliances and mergers. The two largest municipal companies are:

� ACEA (Azienda Consortile Energia e Ambiente) – largest utilities company in Italy in
terms of turnover and users, second operator after ENEL in terms of electricity
distribution, owns seven energy production plants and one distribution grid, involved in a
joint venture with Vivendi, the Water Research Centre and Saur International in Lebanon,
has a joint venture for diversification with Telefonica, entering the gas distribution sector
through the acquisition of 33% of Amiata Gas.
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� AEM Group – manages the production, transport, distribution, power and gas supply to
Milan an its surrounding area, produced 342 GWh of electricity and about 940 million m3

of gas in 1998.

Secondly two independent private operators are growing. They are EDISON (of the
Montedison Industrial Group with 3500 installed MW) and Sondel (belonging to the
industrial group FALK with 1100 installed MW). Until 1990 these two companies produced
electricity solely for private branches of their industrial groups.

� EDISON – an integrated group linking generation, transportation and sale of both
electricity and gas, has 22 hydro-electric and 12 thermal-electric plants, 2400 km of grid,
total power installed is 3500MW, works on 1800 km of gas pipeline, has a 8.7% share of
the electricity market (hopes to raise to 10% through investment) and 8.1% of the national
gas market, has recently invested in Olivetti which could mark a diversification away
from electricity

� SONDEL – active in the production and purchase of electric power, engineering services
and maintenance related to power plants, installed capacity should reach 2000MW in the
next few years through agreements with Municipal suppliers and market liberalisation,
improving economic results but falling financial position

Thirdly a group of producers for their own use are showing a growing interest in assuming a
more autonomous role. This group includes Serene of the Fiat Group, Caffaro Energia of Snia
Group, Merloni, Isab Energy of the Erg Group, Saras of the Moratti Group, Api of Peretti
Group, the electricity company of Eni group, and others. All of them are perfectly ready to
enter the new liberalised energy market as independent operators.

Chart 2: structure of the electricity production in Italy in 1998 (source: ENEL)

ENEL

Self-producers

Municipal ompanues

Others
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5.4.3 Impact of restructuring on employment in general

The companies, which have been taken into consideration for the case studies have been
chosen to represent the three main strategic areas of the Italian energy sector:

� ENEL the “giant” electricity supplier, which is currently undergoing a process of
privatisation

� SNAM the main natural gas supplier;
� ACEA, one of the most important, dynamic and multi-services municipal companies.

Data and comments from these three operators have been discussed and analysed with the
Trade Union representatives (FNLE) in order to guarantee different views and more objective
opinions on the issues. Other trade unions were also contacted, but we were unable to
establish meetings. Following the production of the draft final report, comments were
received from FLAEI, which were incorporated in the subsequent draft.

During our interviews and as a result of the analysis we have carried out, some general and
common trends have emerged, bringing together the employment context and issues relevant
to all the energy operators in Italy.

Firstly, it should be noted that all comments are expressed in ongoing or “future” terms
because of the very changeable scenario within the framework of liberalisation. This process
is characterised by some slowness and a clear delay compared with other EU countries. For
this reason, the quantification and qualification of the employment dynamics has been
particularly difficult to assess due to a lack of clear plans and scenarios for future
development in the companies considered.

Nonetheless both the electricity and gas sectors will see the birth and progressive
enlargement of their internal “energy trading” role: this activity is completely new for the
electric power market and relatively new for the gas sector.

The slow but progressive liberalisation of the market and the entry of more competitors will
necessitate new professional profiles dealing with marketing management, trading and
contracting activities, negotiation of interconnections and transit renting.

Within this new context, it is important to underline that there are also improvements on the
“users’ side”. New job profiles (such as the concept of a “energy manager” professional) will
have a strategic role in optimising the quality of the service received by the utility at a
competitive price, representing, in the case of industrial clients, a key element of the final
cost of its products.

In general terms it must be said that there is currently a clear transition from the concept of a
Utility’s “users” into the concept of their “clients”. The progressive freedom of choice will
result in an increased consciousness about its rights and opportunities.
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Thus, from the analysis carried out, the three utilities interviewed are day-by-day paying
more attention to address the specific needs of their clients in a more personalised way
through more horizontal and less technical professional job profiles.

At the same time, the big energy producers, such as ENEL, will need to contract the costs of
inter-connection and transport with the distribution companies, to negotiate the application of
differentiated and specialised tariffs to be applied to the final user as a function of the product
proposed/used.

This progressive employment reorganisation is slowly starting to be put into operation in
ENEL (official figures in the following paragraphs) and already going on in SNAM and
ACEA which, due to their own history have been experimenting with significant changes for
some years.

5.4.4 Response to restructuring in the case study companies

ENEL

In the framework of the steps towards liberalisation of the electricity market, Italy has already
experienced significant reductions in employment in this sector. Data provided by ENEL
shows a reduction in employment of over 25% between 1989 and 1999. Most significantly
affected by this decline have been blue-collar workers and executives across Italy.

Table 22 Employment in ENEL by occupational category 1989 – 1999

Occupational
classifications

1989 1991 1993 1995 1997 1999

Executives 1735 1763 1550 1396 1045 869
Managers 3738 4303 4764 5554 5429 5517
White collar 52,807 53,641 55,098 50,744 47,832 46,638
Blue collar 54,540 50,153 44,423 38,651 34,651 29,938
TOTAL 112,820 109,860 105,835 96,287 88,957 82,962

It is important to underline that none of the lost employment within ENEL was forced and all
was soft. Early retirement and other severance packages offered by the company where not
opposed by the trade unions represented at ENEL. Around 80% of the ENEL workforce is
organised in trade unions (FNLE – CGIL 37%; FLAEI – CISL 32%; UILCEM - UIL 11%).
ENEL provided further incentives to state early retirement packages to encourage early exit
among those close to retirement age.

The main reasons for the net decrease in the blue collar group is to be found in the gradual
trend to subcontract those activities which have been traditionally carried out within ENEL
staff to third parties. Outsourcing is increasingly applied in the company in order to substitute
fixed costs (represented by the employees) with variable costs to be sub-contracted to



The Effects of the Liberalisation of the Electricity and Gas Sectors on Employment

ECOTEC Research and Consulting Ltd

87

contractors, who often provide services at a lower cost. FLAEI has argued that such
contracting out is often at the expense of quality.

The increase in employment at the managerial level was mainly due to a partial structural
change and introduction of new staff. This follows many years of stagnation and in the past
40 years ENEL has undergone a substantial inflation of its employment leading to a clear
over-dimensioning of its staff.

From its original traditional and somewhat monolithic structure, ENEL has created, as
already mentioned, several more specialised companies. It has re-allocated most of its
existing human resources in these companies, through a careful identification of vocational
trends and attitudes within the personnel.

This is the case, for example, for newly created companies of the Group such as “ENEL
Hidro” (water services). This will exploit existing re-trained staff with academic skills in
water as well as significant new external staff specifically recruited. Other companies such as
most of the ones in the Electricity business branch will count upon internally re-trained staff.

A training commitment

One of the options ENEL has chosen in order to re-organise the changing structure of its
managerial levels has been to focus on a strong policy of training and continuous upgrading
of skills mainly aimed at newly recruited white collar and managerial personnel.

For this specific reason a new company of the group, named SFERA, was created at the
beginning of year 2000, specifically conceived to offer training to internal and new-entry
external staff.

The focus on training among new graduate trainees in ENEL began in 1997. Prior to this,
ENEL had a policy that started with the recruitment of individuals without working
experience but with good educational results and a high decree of aptitude and developed
them over the years through intensive training and specialist technical instruction within the
firm.

Today the firm is oriented towards the development of new business and is aware it has to
train new cultures and new competencies. Thus training is considered a key factor which, in
addition to playing its traditional role of supporting the development and vocational growth
of the personnel, will also play a fundamental role of support for the current process of
change.

Thus, starting from 1997, with a view to the liberalisation of the market and with the prospect
of European integration, training initiatives have been planned and implemented, aimed at
preparing the management, and more generally the Group’s key personnel, for the changes to
come in the energy sector and for the new role ENEL should have to play in the competitive
scenario. This was based on a general reorientation of plans and actions for training and
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human resources development to take into account the changes in the organisation’s
strategies and management.

ENEL training makes use of high quality external contributions and collaboration with
prestigious institutions, business schools, academics and experts at a national and
international level.

The new organisational structure of the firm ENEL has been communicated in more detail in
a Corporate Managerial training Plan and then Plans for the Divisions and Structures of the
technical and operation services.

The Corporate Plan, focussed on managerial careers, and aims to strengthen Group Culture
and develop and disseminate managerial skills.

The Decision-making and Service structure Training Plans complement this by focussing on
the needs of the new structures to acquire and exploit the distinctive culture and competencies
of the specific area of business in which they operate.

However, there is a concern among the unions that while ENEL is addressing training issues
in relation to its new management staff, demands for a training programme and strategy for
all staff have not yet been met. A newly appointed joint committee on employability is due to
meet for the first time in early September 2000.

SNAM

No data have been yet provided by the gas sector apart from the general figures published in
the ENI Fact Book 1999. These include the following figures for the natural gas sector within
ENI, controlled by SNAM:

Table 23 Employment in SNAM years 1995-1999

Years 1995 1996 1997 1998 1999
Employees 17355 16341 14474 13977 13669

Employment is therefore clearly decreasing (by about – 6%annually?), mainly due to natural
retirement causes. More data are in course of collection.

ACEA

ACEA is the biggest municipal company in Italy. This group is experimenting with a
progressive diversification of its activities and a general increase of its turnover and business
volume.

Table 24 shows the data provided by the company in response to our questionnaire:
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Table 24 Employment in ACEA by occupational category 1989 – 1999

Occupational
classifications

1989 1991 1993 1995 1997 1999

Executives
Managers 79 71 70 59 54 52
White collar 2285 2497 2504 2347 2208 2056
Blue collar 1841 1740 1716 1585 1513 1367
TOTAL 4205 4308 4290 3991 3775 3475

As table 24 shows there has been a 17% decrease in employment in the last 10 years mainly
within the managers (-34%) and less within the white collars (-10%) and the blue collars (-
25%).

ACEA traditionally provides electricity and water services in the metropolitan area of Rome
but is also active in public lighting and recently has become more interested in the design of
building of electric plants, and waste re-use. These companies will be interested in the
opening of the next ENEL metropolitan networks to be sold which will enable them to
enlarge their business other than continuing in their internal diversification.

Thus, a possible scenario will see even more power to the Municipal and multi-services
companies and potential joint-ventures and agreements among the biggest Italian ones
controlling the greatest metropolitan areas of Rome (ACEA) Milan (AEM) Turin and Genoa,
with the subsequent creation of a strong and dynamic competitor ENEL.

In terms of ACEA’s employment, similar trends as with ENEL are to be found:

� complete avoidance of forced measures and a company-wide agreement on the use of
early retirement provisions and severance packages, becoming financially less attractive
over the years, but achieving a reduction in employment through redundancies;

� increased part time working and temporary/fixed terms contract together; and

� a large re-training of personnel and contracting out/outsourcing of specific functions
especially in non-traditional and new fields (such as the foreseen entry in the telecom
sector with the recent joint-venture with the Spanish Telecom Company Telefonica).
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5.5 The United Kingdom

5.5.1 Introduction – background to the liberalisation process of gas and electricity markets
in the UK

The process of liberalising the UK’s energy markets is directly linked to the privatisation of
the gas, electricity and coal markets. The process has been brought about through an
evolving introduction of competition, following privatisation. For the gas market,
privatisation occurred some time before effective competition was introduced, while for
electricity, the achievement of a liberalised market occurred faster. The entire process, for
both electricity and gas, is recognised as being a considerable learning process for the
industries, with very little experience available from elsewhere for guidance.

The UK government saw privatisation as an essential component in the route towards the
provision of liberalised energy markets, mainly because it was considered that a privatised
industry would provide efficiency incentives. However, it is recognised that a liberalised
market, in which public sector companies compete, could be an alternative model.
Nevertheless, the government recognises that the whole process has not been achieved
without some social cost and public concern, primarily because of the impact on the fuel
poor, but also the issues of the impact on employment.

In the early years of privatisation there was concern that the assets had been sold too cheaply,
and that regulation could have been tighter. Large profits by the newly privatised companies
gave poor company images and ultimately resulted in a “windfall tax” being levied on the
excess profits of the privatised utilities in 1997 to redress the balance. The proceeds of the
tax were used to fund job restart schemes.

The gas market in the UK

Britain's gas distribution and supply industry was carried out by the monopoly company
British Gas Corporation until the time of its privatisation in 1986. Following its privatisation,
competition was quickly established for the industrial and commercial gas supply market.
Industrial gas prices fell by over 40% in real terms between 1992-1996. This market is now
carried out by over 25 companies, with British Gas Trading (the former monopoly supplier)
having a market share reduced to around 25% overall.

This case study focuses on the impact of privatisation and liberalisation on the monopoly
supplier, British Gas. It does not consider employment impacts arising from the newer gas
companies now established in the UK.

The privatisation of BGC in 1986 had established a 25 year monopoly for domestic supply by
British Gas plc. This changed in 1993 with a report by the Monopolies and Mergers
Commission in late 1993, which found that the integrated structure of British Gas was against
the public interest. The report recommended that British Gas should separate its
transportation and trading activities, to ensure that the naturally monopolistic activity of gas
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transportation did not act against the competitive activity of gas trading. At the same time,
the Government revised the timetable to bring forward the monopoly on domestic supply to
1998, by which time the entire UK domestic customer base must be completely liberalised.

As a consequence, in 1995 British Gas implemented a demerger that separated transportation
from trading. The demerger took the following form:
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ure of the UK gas industry therefore now clearly demonstrates the demarcation
e monopoly activity of gas transportation through pipelines, and the deregulated,

e activities of gas supply.

this demerger, competition in the domestic household market was implemented
egion in eight phases between April 1996 and May 1998. The only region in the
mains without a fully competitive market is that of Northern Ireland, principally
f the limited natural gas supply to the province which is only recently being
following construction of a pipeline from Scotland.

lier operating in a fully competitive market,Centrica now competes against a
ther gas suppliers. Many of these are other utilities, especially electricity
, also a number of other organisations without direct experience of the gas
stead with skills of serving a large customer base, such as supermarkets.

eas,Transco has monopoly responsibility for gas transportation, i.e. the physical
f gas through pipeline systems. This includes high, medium and low pressure

.e. there is no distinction between high pressure national transmission and lower
egional or local distribution, which is sometimes the case in other countries). Other

have monopoly rights in smaller local areas. There is no provision for the
n of competing pipeline systems, mainly because Great Britain already enjoys a

y comprehensive network and additional competing systems would be
ate.
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5.5.2 Implications of restructuring on company structure and employment levels

The monopoly British Gas Corporation at its peak in the early 1980s employed more than
100,000 people. During the 1970s-1980s, the Corporation expanded considerably as it
undertook the construction of new pipelines throughout the country, and the conversion of
facilities from the old “town gas” to the new natural gas sourced from the North Sea gas
fields.

At privatisation in 1986, the company, now British Gas plc, was restructured into 12
integrated regions. During the early stages of privatisation the company shed jobs at the rate
of about 5% per year, i.e. about 3-5,000 job losses per year. By 1993 British Gas employed
about 65,000 staff.

Following the MMC report in 1993 the company was further restructured into five national
businesses, together with a considerable level of cost-cutting as a result of the much stricter
level of regulation imposed on the business compared with during its early years as a
privatised company. This restructuring resulted in considerable job losses: in 1993,
following the MMC report, BGC announced 25,000 jobs would be lost within two years.

By 1996 the company employed about 35-40,000 individuals. Following its demerger, around
15,000 employees remained with Centrica and about 18,000 with British Gas Transco.

Since the demerger, employee numbers inTransco have continued to decline slightly,
dropping from about 16,000 in 1997 to 14,000 by 1999. However, the international activities
within BG International have seen a steady increase, particularly outside of the UK (see table
below).

Centrica’s employee numbers have been swelled through recent acquisitions, including the
AA (Automobile Association), credit cards and home services (insurance, etc)

Average number of employees during the year

1997 1998 1999
Transco 16,222 15,043 14,264
BG International - employed in the UK 1,418 962 1,004
BG International - employed outside the UK 777 1,381 2,859

Centrica 15,000 30,000*
* includes 12,000 from

the Automobile Association

Today, Centrica employees are working in a highly competitive environment, and the
commercial aims of the company at paramount. The company has changed the roles of many
of its staff to meet the demands of working in a competitive environment, and in addition it
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has acquired a number of business outside of the gas industry to complement its main
business.

Call handling In Centrica, about 12,000 staff provide “call handling” services. These
include not only those directly within the gas industry, but also those in the associated
company businesses of financial services (Goldfish credit card), vehicle breakdown services
(Automobile Association), etc. Call centres are located around the country – in Leicester,
Edinburgh, and Cardiff among others.

Information technology.There has been a large expansion in the company’s IT activities.
Centrica employs about 1700 staff in IT, and it is one of the most effective energy trader in
the country. It also brings in some contractors, but most of these relate to legacy sustems
inherited from pre-Centrica.

Electricity sales.Centrica now also sells electricity to about 3 million customers.

5.5.3 Responses to restructuring

Trade unions representing employees in both the gas and electricity markets have consistently
been opposed to privatisation, but the inevitability of the process meant that much of their
efforts have been directed towards ensuring the best terms and conditions for their members
post-privatisation. In general their relationships with the gas and electricity companies has
been cordial, and there has not been any industrial action about any of the planned
redundancies.

Within the electricity sector, there was statutory protection of pension schemes for those in
service prior to the privatisation in 1989, however since privatisation the industry is no longer
represented by a single company and pensions provisions vary between the different
companies. ESPS, the Electricity Supply Pension Scheme, which operated prior to
privatisation (except in Scotland) has been maintained by some companies but closed by
others. Replacement schemes that were introduced were in general similar schemes but often
with slightly worse benefits, for example by removing the right to be able to retire at age 50.
Most were final salary schemes but some introduced money purchase schemes. Trade unions
continue to campaign to ensure that future changes in pensions schemes retain and protect the
benefits enjoyed by established employees.

In the gas sector, British Gas made a provision of £1.6bn (2.5bn EURO) towards the costs of
redundancy, training, property changes, and the IT costs of the restructuring.

Redundancies were always voluntary, although in a number of cases workers were offered a
choice between changing location or taking redundancy, so if the location change was not
acceptable then redundancy was the only other option available. Job losses were primarily in
the non-manual employee groups. Industrial staff were offered the choice of transferring to
BG Services (downstream) or remaining in the upstream area of employment.
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The redundancy schemes offered were very attractive, especially to those aged 50+ who had
accrued long service towards their pension. Employees could purchase “added years” to their
pension by transferral of some of their redundancy package (one year of redundancy payment
would provide five years pensions payment entitlement). As a result of losing large numbers
of older workers, the age profile of the work force is now younger.

The emphasis for the company was on the drive towards cutting costs, with little or no
thoughts on the longer term implications of losing such a range of skills and experience.
Rationalisations implemented included the incorporation of 13 different billing centres into
one single national billing centre, and bringing together all the employee management
systems were also brought together into a single unit.

Regional differences were minimised as the company was brought together into a single
national unit: Wales, for example, lost its own headquarters, while Scottish Gas - long
considered in Scotland as a “Scottish” company - had its headquarters relocated to Staines
near London.

There is no comprehensive data available on the breakdown of employees leaving the
company, nor on the fate of those employees who took redundancy. Many jobs were lost at
the upper levels of management, although the cuts were implemented across the whole
organisation and in all regions.

British Gas is a very unionised company, with 98-99% of blue collar and 70-75% of white
collar workers belonging to a union. About 40% of managers are also union members. This
high level of membership enabled the unions to negotiate national framework agreements to
the benefit of both employer and employee. It was recognised by unions that the job cuts
were necessary, and all worked together in an atmosphere of mutual respect to ensure the
most appropriate agreements.

Terms and conditions in Centrica and British Gas are very similar to those that existing
previously, however with the new businesses conditions may have lessened slightly.
Employees now receive greater incentives, and the company has moved towards rewarding
performance rather than just service. There are no changes to the pension conditions.
However, there are no new (generous) voluntary redundancy packages to be made available,
if staff are made redundant.

It is generally recognised that BGC and CEGB both had a good record for providing training
to their employees, and redundant workers were in generally very marketable - albeit with
lower salaries than they had enjoyed previously. As a result, redeployment of redundant gas
or electricity workers has not been seen as a significant issue. In British Gas, outplacements
units were installed in offices to assist employees before they left the company, these proved
very helpful. Many of those that did not retire found employment in other gas companies,
benefiting from the skills they had gained from the time at British Gas.

A very important factor in the redundancy process was that of ensuring that, wherever
possible, there was “good will” both from employees that remained with the company and
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from those that left. Centrica consider that treating all employees fairly during the
redundancy process was an important investment in good will towards current and previous
employees, which in turn benefits the company’s image. To achieve this, managers were
trained on how to break the news of redundancies, while with all managers had to reapply for
their new jobs. The whole process was implemented through an extremely complex change
management planning process.
A number of the activities previously carried out by British Gas employees are now
outsourced, such as meter reading. However, the company ensures that those activities that
are considered to be at the core of the company business - i.e. in servicing its customers -
remain within the company. Thus all call centres are staffed by employees, and these receive
very high levels of training, especially in the new skills of dealing with customers.

Employees have been able to benefit from participating in Employee Profit Sharing Schemes.
In 1999 around 16,000 BG employees were participating in the BG Employee Profit Sharing
Scheme, approximately 80% of the workforce. In Transco, despite its early difficulties,
shares are now trading at over £6 compared with a launch price of £1.80.

The age profile of staff working in Transco has increased, as fewer younger staff are taken
on. British Gas used to train about 500 new entrants per year, this number is now reduced to
<150. The ageing workforce may become an issue in the near future, especially with the
reduced numbers of skilled gas engineers available. The employee skills profile has also
changed: there is a lower proportion of engineers, but an increasing proportion of
commercially skilled employees. There is also a level of outsourcing in areas such as meter
reading or replacement, mains replacement, stores operation, etc. In addition, the design of
new pipeline additions is also contracted out to specialist engineering companies. The design
team previously consisted of up to 1000 people, but now all the work is contract work, and
the in-house team is only 30 people.

5.5.4 The electricity market in the UK

The UK electricity market was privatised in 1990, with competition introduced for large
industrial customers in the same year, extended in 1994, and the market opened to full
competition for all customers in May 1999.

Privatisation has also enabled power companies to access private capital, bringing in new
technology and new generation plant. The advent of combined cycle gas turbines (CCGT)
has led to greater thermal efficiency and environmental benefits, and these plant now
contribute 21% of total generation capacity compared with zero in 1990. Almost all of this
capacity has however been at the expense of coal generating plant, with the associated
reduced demand for quantities of coal together with an increased use of coal from outside of
the UK2.

2 The social costs of this change on employment in the UK coal industry has been immense, with about 80,000 mining jobs

lost since 1990 (290,000 since 1980).
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The UK government is currently reviewing and changing the wholesale electricity industry
market, where the present arrangements have not led to the level of price reductions which
might have been expected. When these changes to the arrangements have been completed, it
is expected that a new market based solution will ensure continued and greater price
reductions and associated benefits to consumers.

The UK government’s view on the employment impacts of privatisation and liberalisation in
the gas and electricity markets is that the liberalisation process increases productivity, thus
creating more efficient industries through competition. Although job losses have been one of
the results of this process, British industry in general has benefited from the reduced energy
prices, whilst the redundant gas or electricity workers have been able over time to be
reallocated to new and more productive activities. In addition, within the privatised gas and
electricity industries there is now a considerably greater degree of innovation and
productivity growth, with new products and services creating the need for workers with a
new range of skills.

The changes in the fuel mix and plant capacity that have occurred have also had a very
significant impact on employment. In the 1960s the Central Electricity Generating Board
(CEGB) had about 250 power stations, by the mid-1980s this had reduced to about 80 much
larger ones. In the 1990s the “dash for gas” saw the introduction of the combined cycle gas
turbine (CCGT). With a higher efficiency and a lower workforce, the CCGT has been an
essential component in the liberalisation process. As a result, the main job losses in the
electricity industry have been in the two main generating companies National Power and
Powergen.

5.5.5 Job losses in the electricity industry

Job losses in the distribution part of the industry (National Grid) escalated after the first
regulatory review. There have been two further reviews since. All have been managed to
ensure that job losses that do occur are achieved voluntarily.

One of the impacts of the split between regulated and competitive industries has been the
drive to eliminate cross-subsidies within the industry. An example of this is the closure of
retail outlets by most of the electricity and gas companies. Pre-privatisation (and for a
number of years post-privatisation) many of the companies operated a chain of high street
shops selling electrical / gas appliances, and also offering customers the opportunity to pay
their bills or make direct enquiries, e.g. Energy Centres / British Gas showrooms. However,
such outlets competed directly in the highly competitive white goods market, and could not
offer the same levels of price or choice as could many other large retailers. When these shops
could no longer continue to be subsidised by the regulated, bill paying parts of their activities,
they were no longer profitable. In addition, the increasing use of customer call centres or the
Internet as a way for customers to pay their bills meant that these shops were no longer
needed. There were therefore associated job losses with these shops.
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6.0 CONCLUSIONS

Key conclusions emerging from our study are as follows:

• The electricity industry has seen substantial reductions in employment over the last 10
years.

• As the gas market in many European countries is not yet mature, in the main the gas
sector has witnessed an increase in employment over the last decade. One significant
exception is the UK.

• It is difficult to disentangle the impact of restructuring, the introduction of new
technology etc. from the direct impact of market liberalisation, beyond saying that the
latter has a role in accelerating the former. Our case studies revealed that in many cases
restructuring was directly linked to the liberalisation agenda. The recent increase in
merger activity can also be linked to liberalisation and the need to remain competitive.
Merger announcement are often accompanies by further announcements of job losses.

• There is no direct links between the extent of strides taken towards liberalisation and the
number of jobs lost. However, in the countries where liberalisation has been linked with
privatisation (primarily in the UK) job losses have been greatest.

The nature of the process of restructuring in the sector has been affected by some key
defining features of the electricity industry, which include:

- an ageing workforce
- the significant under-representation of women
- a skills profile traditionally heavily weighted in favour of technical tasks
- traditional expectations of a “job for life”
- traditionally low emphasis on marketing and customer services

This has meant that restructuring could so far be carried out in a “socially responsible” way
through early retirements and natural wastage. Women have been less affected than men
because of their under-representation in the sector, which remains endemic. The majority of
job losses have affected semi-skilled and skilled employees in the technical occupations as
well as in middle management and associated clerical professions. Increases have mainly
been in the areas of marketing, customer services, IT and business services. The areas where
jobs are lost and where they are gained are therefore not easily married up, requiring
significant re-training efforts.

Apart from retraining, a change in attitude towards greater flexibility has been required, both
on the side of companies, as well as employees. A better balance needs to be struck between
flexibility and security and measures need to be in place to ensure that restructuring and
mergers are not used to weaken collective agreements and to undermine employee rights and
the rights to workforce representation.

The cost of restructuring has - on the face of it - so far mainly been borne by companies. The
state has not become involved through special schemes beyond normal labour market policy
measures.However, as significant use has been made of early retirement policies, the state
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has also carried a significant degree of the burden (against common government policy in
relation to early retirement) and the question has to be asked how “voluntary” early
retirement can be seen to be and alternative options appear limited.

In addition, the example of the UK shows the increasing difficulties facing companies in the
process of restructuring as early retirement becomes precluded as an option because of the
changing age profile of companies. Increasing call may in future be made on enforced
redundancy or redundancy on less beneficial terms, which will require a more immediate
response from labour market policy.

There are therefore a number of issues which it appears key to continue to review:

- Future job losses and how these are being effected
- The balance between jobs lost in the sector and jobs gained in the sector
- The impact of workforce reductions on remaining staff (e.g. increasing levels of stress)
- The impact of staff reductions and a loss of experienced staff on the quality of service and

network maintenance (the public service obligation)
- The impact of outsourcing on quality and skills development
- The impact of job losses on the age profile of companies and the recruitment of new

talent (e.g. the emergence of future skill shortages)

In addition, steps could be taken to further publicise good practice experience, where
significant efforts towards staff retraining are being undertaken. Emphasis should be placed
on the requirement for companies to provide the necessary training to prepare their staff for
the rigours of a more competitive industry (i.e. the provision of lifelong learning and
transferable skills).

Furthermore, the experience of countries experimenting with working time reductions should
be taken into consideration, particularly in the light of the trends outlined above.

The Irish example appears to indicate that many of those benefiting from company careers
advice and moving into self employment. Links with European funding opportunities should
be explored in this area.

The use of European structural funds for retraining of redundant staff and for the re-
development of areas particularly affected by the closure of production and networking
capacity in the electricity industry needs to be considered. Consideration should be given to
funding being made available through the structural funds to match that offered to other
sectors affected by restructuring and heavy job losses as a result of European liberalisation
policies (e.g. coal and steel, fisheries). This should be related to the number of jobs lost and
linked to retraining, preferably through funds jointly administered by social partners at
company level.

The social partners within the sectoral social dialogue in the electricity industry should seek
to use this dialogue and its resources for research and development activities to its full
potential to explore the changes in employment and skills profiles.
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Information Request

ECOTEC Research and Consulting Ltd have been commissioned by the European
Commission (Directorate General responsible for Energy) to carry out a study
looking at the effects of liberalisation of the gas and electricity sector on employment.

The aims of this study are to determine the profile of those groups of employees in the
sector most likely to be detrimentally affected by restructuring and those groups who
are set to gain, as a result of increasing demand for their particular skills. In
addition, it seeks to look at measures put in place at the company, regional, national
and EU level designed to limit the impact of liberalisation on employment. As a result,
we hope to be in a position to make recommendations on the measures which can
most appropriately be taken at company, regional, national or Community level to
ensure that any negative impact of liberalisation on employment is limited.

1.0 The organisation

1.1 Nature of the organisation (please tick as appropriate)

Employer federation

Individual employer/company

(please state whether gas or electricity or

both)

Trade union

1.2 Name and address of the organisation, respondent’s contact details

...............................................................................................

...............................................................................................

...............................................................................................

.........................…………………………………………….



1.3 TO BE COMPLETED BY INDIVIDUAL COMPANIES ONLY

Company status (please tick as appropriate)

Company status

Current

In next 5 years

Public
Semi-public (please
specify)
Private

If applicable, please indicate

YEAR PRIVATISATION TOOK
PLACE

(provide company name prior to
privatisation if different)

Has your company merged with any
other company/ies? If yes, give details
(company names, year of merger)

1.4 TO BE COMPLETED BY INDIVIDUAL COMPANIES ONLY

Indicate the main business of your organisation, comparing its present
situation with 5 years ago, and indicating anticipated future developments, by
ticking the appropriate boxes:

TYPE OF ACTIVITY 5 YEARS AGO NOW

Extraction (indicate oil, gas, coal,

nuclear, hydro, renewables)

Generation

Transmission

Distribution

Supply (i.e. where it is separate



TYPE OF ACTIVITY 5 YEARS AGO NOW

from distribution)

Vertically integrated business

Other services (please specify)

........................................................

...……………………………...

...................................................

...................................................

.................................................…

……………………............



2.0 IMPACT OF RESTRUCTURING ON EMPLOYMENT

Indicate the level of job losses, if any, resulting from the liberalisation of the
electricity and gas markets

Number of jobs lost overall since 1989

Geographical location of job losses/
proportion of jobs lost in different
geographical locations

Types of jobs lost (give figures or
indicate proportions if detailed data is
unavailable)

Managerial

White collar

Blue collar

SEX OF THOSE LOSING JOBS AND
IN WHICH OCCUPATIONAL AREAS

Male

Female

Age of those losing jobs (give figures or
indicate proportions)

18-24

25-34

35-44

45-54

55-64



2.1 Please state the number of employees in your organisation or sector for the last 10 years (two year intervals). Where detailed figures are
available, please provide them. Where no detailed occupational breakdown is available, please provide overall figures for categories
highlighted in bold. If no detailed figures are available please state trends in the table below (2.2):

Total number of employeesOCCUPATIONAL
CLASSIFICATIONS 1988-1989 1990-1991 1992-1993 1994-1995 1996-1997 1998-1999

Executives

Managers

White collar - total

Research and

development

Technical logistics

Engineering

Production managers

Customer services –

sales

Blue collar – total

Maintenance

Extraction

Customer services –

maintenance



Total number of employeesOCCUPATIONAL
CLASSIFICATIONS 1988-1989 1990-1991 1992-1993 1994-1995 1996-1997 1998-1999

Ancillary services

TOTAL



2.2 Please indicate trends in employment in the company or sector over the last 10 years (tick as appropriate)

1989 1991 1993 1995 1997 1999

Growth Decline Growth Decline Growth Decline Growth Decline Growth Decline Growth Decline

Executives

Managers

White

Collar

Blue

Collar

TOTAL



3.0 Responses to restructuring

This section aims to gather information about how employer organisations/trade
unions and companies have responded to the restructuring process.

3.1 Are their any national, sectoral or company level collective agreements/social
plans in place dealing with the impact of restructuring? Please tick as
appropriate.

National level agreement

Sectoral level agreement

Company level agreement

Other (please specify)

3.2 How does the agreement address the impact of restructuring in general?
Please tick as appropriate.

TYPE OF MEASURE YES NO

Voluntary early retirement provisions/Severance

package

Enforced early retirement

Reduction in working time

Reduction in employment through redundancies

Increase in part-time working

Increase in temporary/fixed-term contracts

Re-training

Contracting out/outsourcing of certain functions

Other measures (please specify)

..............................................................................………



…………………………………………………………………

…………………………………………………………………

3.3 What has been the development in the nature of early retirement packages
offered?

Yes No
Packages have become financially less
attractive over the years
Packages have become financially more
attractive over the years
Packages have remained the same

3.4 Are there any other company level, sectoral, regional, national or EU co-
financed measures which aim to limit any negative impact of restructuring?

YES NO

Company level

Sectoral

Regional

National

EU co-financed

3.5 Please provide a short overview of the agreement/policy. If possible, attach the
text of the policy to this questionnaire. Add separate sheets to continue if necessary.

..........................................................................................................................................

...……………………………………………………………...…………………………
……..................................................................................................................................
..........................................................................................................................................
........……………………………………..........................................................................
.................................................................................................…………………………
…………………………………………………………………………………………
……..................................................................................................................................
..........................................................................................................................................
..........................................................................................................................................
..........................................................................................................................................
..............................………………………………………………………………………



3.6 State the partners involved in these measures. Please tick as appropriate.

PARTNERS INVOLVED YES NO

Individual employer

Employer federation

Workplace employee representatives (e.g. works

council)

Trade union

Public employment service

Training provider

Other government agency (please state which)

Other partners (please specify)

…………………………………………………………………

3.7 Is any information available about the outcomes of such measures? If
quantitative information is available, please provide it in the box marked “yes”.

OUTCOMES YES NO

Retention of employees in other parts of the

company/sector through re-training

Re-skilling of workers for employment in other

sectors

Other outcomes (please specify)

...................................................................................

...................................................................................

................



Please send your replies by the 18th January 2000, either by fax or in electronic format
to the following address:

Tina Weber
ECOTEC Research and Consulting Ltd

28-34 Albert Street
Birmingham

B4 7UD
United Kingdom

Tel +44 121 616 3658
Fax +44 121 616 3699

email: Tina_Weber@ecotec.co.uk



Dear

STUDY ON THE IMPACT OF ELECTRICITY AND GAS LIBERALISATION ON
EMPLOYMENT

ECOTEC Research and Consulting Ltd have been commissioned by the European
Commission (Directorate General responsible for Energy) to carry out a study looking
at the effects of liberalisation of the gas and electricity sector on employment.

The aims of this study are to determine the profile of those groups of employees in the
sector most likely to be detrimentally affected by restructuring and those groups who
are set to gain, as a result of increasing demand for their particular skills. In addition,
it seeks to look at measures put in place at the company, regional, national and EU
level designed to limit the impact of liberalisation on employment. As a result, we
hope to be in a position to make recommendations on the measures which can most
appropriately be taken at company, regional, national or Community level to limit any
negative impact of liberalisation and/or privatisation on employment.

We would therefore be grateful if you could provide us with information on the
following:

• Are there any labour market policy measures specifically targeted at limiting the
impact of liberalisation in the electricity and gas markets on employment (e.g.
through re-training or redeployment)

• Are there any labour market policy measures which have found widespread
application in areas affected by the impact of electricity and gas liberalisation

• Are their any regional support measures targeted at areas affected by liberalisation
and restructuring in the gas and electricity sector, which are designed to have a
positive impact on employment opportunities

As we are aware that you may not be able to provide answers to the above questions
yourself, I would be grateful if you could circulate this information request to any
colleagues who may be able to assist with information.

Yours sincerely



The Effects of the Liberalisation of the Electricity and Gas Sectors on Employment

Country case studies

ECOTEC was commissioned by DG Energy and DG Social Affairs to carry out a
study of the qualitative impact of the liberalisation of the electricity and gas markets
on employment. The steering committee for the study also involves the European
social partner organisations for the sectors (the European Public Services Union, the
European Mine and Chemical Employees Federation, Eurelectric and Eurogas).

Previous studies (see our report) have already established that the break-up of state
monopolies and the widening of competition have had a quantitative effect on
employment – in many cases leading to a significant reduction in employment. The
aim of our study is not to carry out a further quantification of job losses, but a
qualitative assessment of the profile of individuals loosing (or gaining) employment.
As it is impossible to gather such qualitative information on a comparative scale at
European level, case studies are to be carried out in 5 member states to establish the
profile of employment change and to chart any measures taken at company, sectoral,
regional or national level to alleviate any negative employment effects of
liberalisation and restructuring.

The case study countries are:

Germany
Ireland
Italy
Sweden
UK

In each country respondents in the following bodies are to be approached:

3 individual employers - 2 in electricity one in gas (employer representatives and
works council representatives if appropriate)
employer organisations for the gas and electricity sector
trade unions representing workers in the gas and electricity sector
regional or national government agencies responsible for energy and labour market
policy
gas/electricity regulator

Questions for individual employers:

What has been the timetable for restructuring in this company (e.g. de-nationalisation,
mergers, demergers) and to what extent was this influenced by the liberalisation of the
market (or the result of other factors – which)

What has been the impact of these developments on employment – timing of job
losses/gains. Companies must be able to provide detailed occupational breakdowns of



staff loosing or gaining jobs. Which sections of the business experienced greatest job
losses/gains. These should give any insight into the skill levels held by these members
of staff (e.g. were they highly skilled, skilled, unskilled, where the skills specific to
the electricity or gas sector or were they transferable). Should also explore age
profile/sex of those losing/gaining jobs.

Explore the extent to which there has been outsourcing or certain functions – which
functions, were staff laid off, were same staff employed with new contractor, how
many staff are employed with new contractor, what are their skill levels – impact on
working conditions

To what extent have job reductions been effected through voluntary early retirement –
has the level of packages changed in recent years – what age group is affected

Have any measures been taken at company, sectoral, regional, national or European
(funded) level to alleviate pressures on jobs or to transfer staff to other parts of the
business/re-skill them etc.

How successful have these measures been

Assess main objectives, target groups, budget/timing, bodies in charge of
formulation/implementation, expected results, actual results, unanticipated
consequences, policy interactions with other measures


