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De bonnes relations entre travailleurs et employeurs 
peuvent aider l’Union européenne à affronter la crise 
 

Selon un rapport de la Commission européenne publié aujourd’hui, un dialogue structuré entre les 
représentants des salariés et du patronat peut aider l’Union européenne à faire face à la crise économique. 
La qualité des relations entre travailleurs et employeurs est un facteur déterminant pour la gestion des 
mutations économiques et la réduction des coûts qui y sont associés, car de bonnes relations facilitent 
l’adaptation du personnel et des entreprises au changement, tout en les protégeant des chocs des phases 
de transition. 

«De bonnes relations entre travailleurs et employeurs produisent des effets économiques et sociaux 
positifs, en période tant de ralentissement économique que de croissance», a déclaré Vladimir Špidla, 
commissaire européen à l’emploi, aux affaires sociales et à l’égalité des chances. «Le plan de relance de 
l’Union européenne et notre stratégie pour la croissance et l’emploi ne peuvent être menés à bien sans la 
participation des partenaires sociaux. Les politiques en matière de conditions de travail ou de formation, 
ainsi que les politiques actives du marché du travail ne peuvent rester de la seule responsabilité de l’État ni 
être entièrement laissées à l’action du marché. En les définissant, en les expliquant et en les mettant en 
œuvre, les partenaires sociaux peuvent jouer un rôle crucial.» 

Le «Rapport sur les relations industrielles» montre que les négociations collectives continuent de jouer un 
rôle majeur en Europe, même si le taux de syndicalisation enregistre une baisse modérée (25,6% en 2005 
contre 27,4% en l’an 2000). En 2006, près des deux tiers des salariés européens étaient couverts par une 
convention collective. Le taux d’affiliation à une organisation patronale, qui détermine largement la portée 
de la négociation collective, paraît stable. Des différences marquées apparaissent toutefois d'un État 
membre à l'autre. Le taux de syndicalisation varie entre 8% et 80% et le taux d’adhésion à une organisation 
patronale entre 20% et 100%. Alors que 68% des salariés relèvent d’une convention collective dans les 
États membres de l’UE-15, cette proportion n’est que de 43% dans les pays ayant rejoint l’Union depuis 
2004. 

Les négociations salariales semblent avoir eu des répercussions sur les écarts de rémunération entre les 
hommes et les femmes, sur les inégalités de salaire et sur la pauvreté des travailleurs. Les données 
empiriques donnent à penser que, toutes choses égales par ailleurs, une augmentation de 10% du taux de 
syndicalisation abaisse les inégalités salariales de 2%. Un accroissement de 10% de la couverture des 
négociations collectives est associé à une réduction de 0,5% de la pauvreté au travail. 

Les salaires minimums représentent un élément de plus en plus important dans la définition des 
rémunérations au sein de l'Union européenne. Un salaire minimum légal existe désormais dans vingt États 
membres et c’est uniquement dans ceux où des organisations syndicales et patronales puissantes 
négocient de façon coordonnée pour un nombre important d’entreprises et de salariés que le salaire 
plancher résulte de la négociation collective et non d’une action législative. 

La Commission considère que les partenaires sociaux se doivent d’être forts et d’instaurer une relation 
fondée sur la confiance. C’est pourquoi l’Union européenne a accru de manière substantielle l’aide qu’elle 
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leur octroie par l’intermédiaire du Fonds social européen, notamment dans les États entrés dans l’Union à 
compter de 2004. 

En outre, le rapport souligne que les partenaires sociaux de toute l'Europe ont démontré non seulement que 
leurs fédérations européennes pouvaient négocier des accords-cadres autonomes à l’échelon européen, 
mais qu’ils avaient aussi la capacité de les mettre en pratique. Les partenaires sociaux européens sont 
convenus en 2006 de dispositions minimales sur la réponse à apporter à la violence et au harcèlement au 
travail. Ils ont aussi présenté les résultats de l’application d’accords antérieurs sur le télétravail et le stress 
lié à l’activité professionnelle. Le dialogue social sectoriel à l’échelon européen a été étendu aux secteurs 
de la restauration sous contrat et du football professionnel. 

 

 

Rapport sur les relations industrielles http://ec.europa.eu/social/main.jsp?catId=329&langId=fr 

Dialogue social http://ec.europa.eu/social/main.jsp?catId=329&langId=fr 

http://ec.europa.eu/social/main.jsp?catId=329&langId=fr
http://ec.europa.eu/social/main.jsp?catId=329&langId=fr
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Industrial Relations in Europe Report 

What is the 'Industrial Relations in Europe Report'? 
 

The Industrial Relations in Europe Report provides an overview of relations between management and trade 
unions at different levels across Europe over the past two years. It combines factual information and both 
quantitative and qualitative analyses of these relations. This is the fifth such biennial report.  

Industrial relations are fundamental to managing employment relations in all Member States through collective 
bargaining or social dialogue – a broader process that encompasses both collective bargaining and 
consultation.  

They also play a key role in growth, competitiveness and income distribution. The EU and the national 
legislators have a responsibility in setting the framework for industrial relations through labour law and other 
legislation.  

The report therefore takes a broad approach and describes not only social partners' relations but also 
developments in employment policy, labour law and working conditions. 

How can social dialogue contribute to more and better jobs? 
The social partners have a key role in helping to create more and better jobs because they are ideally placed 
to know the reality of the workplace and to commit their members to action.  

They are involved on the one hand in influencing policy decisions, negotiating social pacts and collective 
agreements, and on the other hand by participating in particular programmes and policies.  

Are there any concrete examples? 
At European level, the last two years have shown that European social partners can deliver on their 
commitments and shape employment policy and working conditions in the EU.  

For example, the joint analysis of challenges facing the European labour market drawn up by the cross-
industry social partners helped to build an EU consensus on the common principles on flexicurity in 2007. 
Their cooperation also facilitated the revision of the European Works Council Directive in 2008.  

In December 2008, an agreement negotiated by the European social partners on labour standards in the 
maritime transport sector was incorporated into European law. And European social partners have continued 
to conclude autonomous actions, for example on harassment and violence at work. Once implemented by the 
national member organisations and/or the Member States by 2010 this agreement will help to prevent and 
manage problems of psychological and sexual harassment and physical violence at the workplace. 

At national level social partners play a key role in helping tackle youth unemployment by taking on 
responsibility in vocational and educational training in some Member States. This has been the case in Austria 
for example, where the social partners responded to rising youth unemployment with joint proposals to reform 
the apprenticeship system which were then taken on board by the government. 

Social partners in most EU-15 countries have helped increase working-time flexibility – and thus both work-life 
balance and the adaptability of enterprises – through annualisation of working hours, possibilities for part-time 
work and 'time saving accounts' or 'working time banks' in collective agreements. In contrast, the relatively high 
levels of dissatisfaction with work-life balance in most EU-12 countries can perhaps be partly explained by the 
fact that provisions are only introduced via legal minimum standards of various EU directives and social 
partners have had a much smaller role. 

Finally, studies from Belgium, Bulgaria, Finland, Sweden and the UK show that occupational health and safety 
is better in workplaces where workers are represented by unions or works councils. 

What are the benefits of good industrial relations? 
The report confirms that strong wage bargaining systems (strong actors, coordinated processes, and high 
coverage rates) can have a clear impact on reducing the gender pay gap and reducing in-work poverty, while 
trade union density can have a very significant effect on wage equality. 

Countries with higher bargaining coverage, holding everything else equal, generally tend to have a lower 
gender pay gap than other EU countries. Meanwhile, an increase in wage bargaining coverage by 10% is 
associated with a reduction of in-work poverty (the proportion of workers with less than 60% of the median 
income) of around 0.5%. 
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Countries with higher trade union densities, holding all other variables constant, have higher wage equality. 
The research suggests that a 10% increase in the trade union density ratio would reduce the wage inequality 
measure, on average, by around 2%. 

Chart 3.14: Wage inequality by trade union density 2002

FI

EE
LT

DK

CZ BE

AT

FR

DE

EL

HU

IE

IT

LV

LU
SI

MT

NL

PL

PT

SK
ES

SE

UK

15

20

25

30

35

40

45

0 10 20 30 40 50 60 70 80 90

Trade union density (%)
Source: Eurostat Structure of Earnings Survey/ICTWSS Database

W
ag

e 
in

eq
ua

lit
y 

(p
10

/p
90

)

 
Note: Wage inequality scale expresses the share of the lowest 10% of wages relative to the highest 10% of 

wages. Higher values indicate lower inequality.  

How does the EU support industrial relations? 
Social dialogue plays a key role in helping implement the EU's Lisbon Strategy for Growth and Jobs and its 
cohesion policy. The EU provides support to joint social partners’ projects through the European Social Fund 
(ESF), for example in lifelong learning, as well as the creation of networks for labour-market modernisation at 
national level. For the period 2007-2013, some EUR 1.2 billion have been allocated to such measures. 

This also includes direct support to help develop industrial relations institutions in the EU's newer member 
states through the ESF. In addition, the EU co-finances activities by the European social partners to help their 
national members in newer Member States participate more effectively in European social dialogue. 

In which countries is social dialogue strongest? 
Trade union membership is generally highest in the Nordic countries (Sweden, Finland, Denmark) and lowest 
in France, Poland, Latvia and Spain. Across the EU-27 it has declined slightly from 28% in 2000 to 25% in 
2005 and remains generally higher in EU-15 countries (26%) than EU-12 (22%). 
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3.1 Trade union density 2000/05 (%)
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Source: ICTWSS Database 2007. 
Note: The indicator measuring trade union density refers to the ratio of actual to potential membership and 

is the result of the total figure of gainfully employed members divided by the number of wage earners 
in the country. 

 

Meanwhile, membership of employers' organisations is highest in Austria (100% coverage), the Netherlands 
and France and lowest in the Baltic countries and Poland.  

Chart 3.2: Employers' organisation density 2006 (%)
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Source: ICTWSS database. No data are available for Bulgaria, Ireland and Romania. 

 

Collective bargaining coverage generally reflects the relative strength of social partner organisations in each 
country, and notably of employers' organisations, with the highest rates in Austria, France and Belgium, and 
the lowest in the Baltic countries, where this tradition is a relatively new phenomenon. 
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Chart 3.5: Collective bargaining coverage 2000/06 (%)
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Source: ICTWSS Database. No data are available for Ireland. Data on Estonia, Latvia, Lithuania Malta, 
Slovenia and Romania refer to 2005 instead of 2006. 
 

Social pacts, i.e. agreements between the social partners with government, still continue to have an important 
function. They are a widespread phenomenon that excludes only a few countries (Czech Republic, Malta and 
the UK). From 2000 to 2007, 67 such tripartite texts were concluded. They are not just an expression of an 
established social partnership but also attempts to renegotiate once established social policies and patterns of 
decision-making. Social pacts are an important resource for the management of crisis situation and for major 
policy reforms, for example to set a country on a pathway to flexicurity. 

What about relations between employers and employees within companies?  
A separate report on “Employee representatives in an enlarged Europe” covers the way employees are 
represented and involved in companies in each of the 27 EU countries. It includes basic information on 
implementing EU directives in the field of information, consultation and participation of workers, particularly in 
relation to European Works Councils and is aimed at European and national social partners, human resource 
managers and employee representatives in transnational companies. 

 

 

Link to this report (Vol I and Vol II) 

http://ec.europa.eu/employment_social/publications/booklets/industrial_relations/pdf/ke3008001_en.pd
f  

http://ec.europa.eu/employment_social/publications/booklets/industrial_relations/pdf/ke3008002_en.pd
f  

 

http://ec.europa.eu/employment_social/publications/booklets/industrial_relations/pdf/ke3008001_en.pdf
http://ec.europa.eu/employment_social/publications/booklets/industrial_relations/pdf/ke3008001_en.pdf
http://ec.europa.eu/employment_social/publications/booklets/industrial_relations/pdf/ke3008002_en.pdf
http://ec.europa.eu/employment_social/publications/booklets/industrial_relations/pdf/ke3008002_en.pdf

