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Conducted in 2013

Data at establishment level from managers and
employee representatives

Workplace practices with regard to
work organisation
human resource management
direct employee participation
social dialogue
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What is the incidence of different workplace practices in
European companies and how does it differ across countries and
In terms of size, type, sector, etc.?

How do different workplace practices bundle together?

What types of organisations can be identified with similar sets of
characteristics?

How are different types of organisation distributed across
countries, sectors and size classes?

What is the relationship between different types of workplace
practices and establishment performance and worker well-
being?
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Incidence of Bundles of
individual practices — Types
practices of establishments

Outcomes of
different types
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DIRECT EMPLOYEE
PARTICIPATION AND SOCIAL
DIALOGUE
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Regular meetings between employees and immediate
manager

Dissemination of information through newsletters, website,
notice boards, email

Regular staff meetings open to all employees at the
establishment

Meetings of a temporary group or committee or ad hoc
group

Suggestion schemes

Employee surveys

Discussions with employees through social media or online
discussion boards
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Interactive instruments are most prevalent, followed by top-

down instruments, and finally bottom-up instruments

All instruments are used more widely in larger establishments than in
smaller ones.

In 48% of establishments employees are involved in joint
decision-making and in a further 18% they are consulted

Involving employees in joint decision-making is more prevalent in larger
establishments.

The use of ad hoc groups is reported in 26% of
establishments.

Attitudes of management and the employee representation
towards direct employee participation are generally positive,
and tend to coincide.
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« Large number of instruments used
Extensiveand © Employees I|kely to be mvolvegl In joint decision-making
supported  * Management attitudes very positive

57%
* No major change took place — no opportunity to involve employees
« Informed, not involved, where change took place
Loweffortand ° Limited effort to enable involvement

little change * Management attitudes predominantly positive
28%

» Moderate effort to involve employees
« Management attitude often not very positive

Moderate and « Consultation in 25% of establishments; joint decision making in 24%
unsupported

15%
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types of organisation in terms of direct employee participation
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@ Extensive and supported @ Low effort and little change @ Moderate and unsupported
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Official structure for employee representation present in
about one-third (32%) of establishments

Large differences between establishments of different sizes,
In different sectors and in different countries.

82% of large establishments have official structure,
compared to 60% of medium-sized establishments and
26% of small establishments

Structures for employee representation are most prevalent
In establishments in financial services (44%) and industry
(37%).



11

T e e e
N P et e

dd

N

representation

EN
id
Oy
IS

AS

>
O
m 250+ M| Total

)
)
>
O
o
=
)
a
&)
ﬁ
Y
@)
-
©
Y
@)
)]
&)
C
)]
n
)
| -
al

m 50-249

|_
<
m 10-49

* Eurofound

*
*

* X &
* 4 K

*
*
*



* X &

Y@ eurotount Configurations of employee representation
* *

S L structures (%)

2%_ 1% ~0.5% B Works council (or workers

representative) only

B Trade union delegation
and works council

M Trade union delegation
only

B Other only

M Trade union delegation
and other

M Trade union delegation,
works council and other

M Works council and other
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Resources of the employee representative

5% have insufficient time and another 6% are not to be allowed to use
working time.

32% have received training

37% have access to external advice

Both the availability of training and of external advice varies greatly between
countries.

Avallability of information
75% received information on the financial situation

80% received information on the employment situation
Information provision is better in larger establishments
Country differences are quite pronounced.

Employee representatives tend to be satisfied with the timeliness and
guality of the information provided.
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Level of involvement

The employee representation is involved in joint-decision
making in 58% of establishments (54% according to
employee representatives)

In around 30% of establishments the employee
representation is not involved or informed only

| evel of influence

50% report to have had some or a strong influence (17%

reporting this) on the most important decision taken in the
establishment in recent years.

Most influence on decisions with regard to occupational health and safety
and working time arrangements and least influence on issues with regard to

a recruitment and dismissals and restructuring. y
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Trust
83% of employee representatives report to trust management

91% of managers report to trust the employee representation
In 76% of establishments mutual trust exists between management and the
employee representation.
Work climate

84% of managers and 67% of employee representatives report a
good or very good work climate.

Improvement reported by 31% of managers and 24% of employee
representatives, deterioration reported by 13% and 26% respectively

Work climate tends to be better in smaller companies, and large country
effects occur.
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In 16% establishments some type of industrial action took
place in the three years preceding the survey

9% reported strikes lasting one day or longer
7% reported shorter work stoppages
6% reported work-to-rule

1% reported blockades
More prevalent in larger establishments

Most prevalent in the countries that have been hit particularly hard
by the crisis (Portugal, Spain and Greece)
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« Employee representatives comparatively well resourced
« High level of information provision and involvement in decision making
Extensive ° High levels of trust
and trusting ° Low incidence of industrial relations

39%

* Not as well resourced and less information than in ‘Extensive and trusting’
» Perceived level of influence on key decisions dramatically lower
Moderate . | ess involved in organisational change
and trusting . relatively high levels of trust and low levels of industrial action
25%

» Comparatively well resourced and same level of information as in ‘Moderate and trusting’
) * Involvement in decision making substantial, but lower than in ‘Extensive and trusting’
Extensive . Tryst in management second lowest; trust of management in employee representation lowest

and + High level of industrial action in three years preceding survey (42%
conflictual g years p g y (42%)

24%
« Rather badly resourced and extremely low level of information
» Influence perceived as very limited

Limited and ° Employee representatives trust management less than management trusts them
conflictual ° Relatively high level of industrial action in three years preceding survey (34%)
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@ Extensive and trusting ® Moderate and trusting

© Extensive and conflictual ® Limited and conflictual
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Despite the crisis, most managers (84%) and employee
representatives (67%) report a ‘good’ or ‘very good’ work
climate

The vast majority of establishments have at least some
Instruments for direct employee participation in place.

A majority of employee representatives report to have
sufficient time to carry out their duties, 32% received training
and 37% have access to external advice.

The avallability of resources for employee representatives
varies greatly between countries.
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Just over half of establishments have a large number of instruments for
direct participation, a high level of employee involvement as well as
positive management attitudes toward employee participation.

In line with previous research it is found that both performance and
wellbeing are highest in this group.

Social dialogue is functioning well in a fairly large proportion of
establishments

There also is a sizable group where a lack of resourcing and a lack of trust
go hand-in-hand with a high likelihood of industrial action.

Both this variability in the functioning of social dialogue and the uneven
geographical spread of social dialogue structures across European
countries are reasons for concern.
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Third European Company Survey:
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For more information
www.eurofound.europa.eu
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