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A word about the methodology used

In autumn 2003, the European Trade Union Confederation launched a research campaign among its affiliates about the major issues associated with Corporate Social Responsibility.

That campaign comprises several distinct phases:

1. Between November 2003 and January 2004: surveys of trade union organisations affiliated to ETUC in 18 European countries (see the annex for the full reports).

2. Initial feedback as obtained at a seminar held in Rome on 16 and 17 January that was attended by around 50 militants from the organisations that had taken part in the surveys conducted in autumn 2003.

3. An intermediate report taking on board all the written and oral contributions (from the seminar in Rome).

4. A second seminar held in Brussels on 16 and 17 April 2004 to criticise and boost the coherence of the trade union approach at European level.

Introduction

European trade unionism faces a hail of questions from both the private sector (various companies) and the public sector (the European Commission and some countries) over CSR – corporate social responsibility.

These initiatives aimed at enhancing CSR in the respective organisations are the result of three converging developments at the end of the 20th century.

1 – New image-related constraints

Companies are having to pay greater attention to their image in light of the fact that:

· Over the past few decades brands have become global, in terms of both sales and production. This new reality, combined with globalisation, is forcing companies to forge new kinds of relationships with buyers and countries.

· The financial valuation of companies are taking ever greater account of intangible elements, such as brands, patents and the company's general image, with companies being bound to take account of these things in an effort to satisfy their shareholders.

· Environmental protection has become a highly motivating factor, and companies are being pressed to identify the stakeholders with whom to team up.

2 – Revamped management methods

Over the last 30 years, companies have developed several aspects of their management methods:

· The process of standardisation has developed rapidly, shifting from safety to quality and now to the production process itself.

· Management theory has become a science, with its own specialist literature and implementation in the field of 'organisational learning'. Currently it is grappling with the theory of the learning company. These theories induce employees to become closely involved in a professional capacity so that they can accommodate constant changes and boost productivity.

3 – The lack of global institutional regulation

The shift towards globalisation that began in the 1970s has made national regulatory systems (such as industrial, budgetary, financial and other regulations) rather ineffectual. At the same time, international tools capable of offsetting this reduction in the effectiveness of national regulation are not developing quickly enough and, more importantly, lack global consistency (especially bodies like the World Trade Organisation (WTO) and the International Labour Organisation (ILO).

Consequently, companies which are deeply involved in globalisation have been friven to create 'private institutionalisation'". In particular they have constructed reference systems for results (like the social accountability system SA 8000) and processes (like assurance standard AA 1000).

The trade union movement is striving to modernise its practices, if not its organisation, to take account of this new situation.
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1 – Knowledge: the concept of CSR

European trade union organisations are still extremely cautious when it comes to talking about and above all defining CSR (Corporate Social Responsibility). There are two main reasons for these difficulties:

· The notion of CSR has been attacked from different angles in the various countries and their respective organisations;

· there is a consensus – which I shall take up in the next few chapters – regarding the complexity of the CSR process (new fields, new actors).

1.1 – Definitions: hesitation and caginess

At the end of 2003, the concept of CSR remained a rather vague 'issue', one regarded as having been 'imported from outside', i.e. from the European Commission or Western Europe as opposed to CEECs (countries in Central and Eastern Europe).

This means that 'defining' the term is an exercise based on people's own experience with a new concept stemming from outside the trade union world.

All the union representatives who were contacted for the survey proved to be informed about the contents and twists in the debate about CSR and the instruments it involves, both at Community level (Green Paper, Communication, Multi-Stakeholder Forum) and at international level (OECD Guidelines, ILO Tripartite Declaration, etc.). (Italy) .... and yet: 

The unions are sufficiently mindful and cautious about the risk of seeking to limit a notion as cast and complex as CSR (Italy)
The notion of Corporate Social Responsibility (CSR) ("soziale Verantwortung") is fairly integrated into German society, though the concept of CSR as defined by the European Commission's Green Paper
 is not. One definite reason for this is the comparatively high regulatory level in social and environmental policy, which means that CSR does not appear to be anything new. (Germany)

There is also some misunderstanding about the concept (Hungary)

At macro level the trade unions (i.e. confederations) have typically not produced any clear statement about CSR (Hungary)

The Bulgarian public and most employers (apart from a few foreign investors representing multinationals) are not familiar with the notion of CSR. (Bulgaria)

The analysis of the position adopted by all the French trade union organisations is symptomatic of this difficulty:

The unions find the definition of CSR rather heavy going. (France)

1.1.1 – Triple bottom line + culture

When European trade union organisations try to define what they mean by CSR, they raise the idea of sustainable development based on the traditional triple bottom line (3BL), incorporating social, economic and environmental values.

Two additional ideas are sometimes aired: 

· firstly, the idea that 'cultural elements (respecting diversity) ought to be involved in the quest for coherence between these three values (of the 3BL) which do not 'necessarily' converge;

· secondly, hierarchical organisation on the basis of time and companies' commitments to the 3BL to define the specific nature of the 'responsible' » and/or 'sustainable' company.

The Finnish trade unions have accepted the most widespread idea (used in Finland by e.g. the Confederation of Finnish Industries and Employers) that CSR consists of three elements: economic, environmental and social responsibility. (Finland)

The three domains of the triple bottom line, i.e. economic, social and environmental aspects, are inextricably linked. (Belgium)

Sometimes a slightly more complex model is proposed, a souped-up 3BL model:

The following model is a refinement of the international triple bottom line model: people, planet and profit.

The workplace has six areas of responsibility:
















(Denmark)

Managerial staff, who have been considering such matters for longer than other organisations, add another two ideas: What about the cultural aspect? And what about levels of CSR?

a) The social dimension

The social dimension is the one favoured by the unions, and the area that needs to be stressed, because it concerns the unions' deepest concerns. Some people believe that social aspects of CSR tend to be neglected or get left by the wayside. 

b) The economic dimension

The economic dimension is company-internal and therefore primarily involves their staff and shareholders, especially via Socially Responsible Investment and an employee savings scheme. The economic dimension also involves managers, and in particular the way they devise companies' economic policies. 
c) The environment

The environmental dimension is now recognised as an area of corporate responsibility, apart from by the FO, which regards the environment as a societal problem rather than a problem associated with the world of work. Some confederations point out that companies' care for the environment begins with health and safety in the workplace. 

d)
The cultural dimension

The CEC's view is very interesting in that it includes the cultural dimension in CSR. In fact it's the only confederation to have extended CSR to cover this domain. The line being followed by CEC in this respect highlights the need to maintain cultural diversity. (managerial staff)

We suggest a three-stage approach covering three dimensions (Eurocadres):

	Types of concerns:

    economic


	 social
	   environmental
	

	Long-term financial planning, protection, policies based on anticipation, responsible and healthy investments 


	Long-term, employment-related planning, worker participation, good working conditions in other countries and at suppliers
	Long-term view of product planning, proactive environmental policies
	The sustainable company



	Commitment to attaining specific (economic) objectives, which is essential for responsibility vis-à-vis the stakeholders
	Information and consultation (via works councils and union representatives if possible), training, development, equal opportunities, etc.
	Recycling, reduction of emissions, waste management, etc.


	Good corporate policies



	Healthy, fair policies on accounting, taxation and payment
	Labour Code, collective agreements, OECD and ILO guidelines, collective agreements and EU directives 
	Health and safety regulations, respecting environmental standards
	Legal requirements




1.1.2 – Definitions

Nonetheless, exploration of the concept in greater depth with the ETUC's member organisations highlighted the following commonly held notions: 

· That CSR is a 'plus', i.e. something in addition to obligations imposed by rules and regulations;

· that CSR needs to be characterised by taking a more in-depth look at some areas of social relations;

· that CSR should include the stakeholders.

The 'plusses' (whether positive or negative)

The FO maintains that "CSR is everything that is not covered by labour law, everything that could be added to it and represent an addition to what we have now. CSR is everything that is not negotiable". (France)

CSR as something that goes further than legislation (France)

The concept of social responsibility assumes that businesses adopt, on a voluntary basis, obligations that exceed compliance with already established legal requirements. To this end, it is an appeal to businesses to adopt more socially responsible practices in the area of human resources management, health and safety at work, adaptation to change and the environment. (Austria)

The six specific fields of responsibility go beyond existing legislation and collective agreements. (Denmark)

Areas or criteria

Many organisations mention 'areas' which they believe extend the dimensions of companies' traditional social relations.

UIL believes that CSR is all about "examining the global impact of a company on the actual environmental and social situations it encounters". It is an all-round analysis of the behaviour of a company that sets out to make socially responsible choices, and consequently the evaluation cannot be limited to sporadic initiatives. (Italy)

CISL shares that view and proposes a broad definition of CSR and the topics it covers (the environment, trade union and human rights, consumer demands), and firmly states that the internal aspect of CSR is inextricably linked to its external aspect. (Italy)
UNIFI says that "CSR is about social awareness, moral standards and a positive and more enlightened way of doing business. It's about everything from labour issues to protecting the environment and a myriad of other issues in between". (UK)

"Companies can no longer merely operate along lines geared solely to profit and the generation of wealth without concerning themselves with working conditions, stakeholders, and so forth." (CFDT, CGC – France)

Companies have an obligation to contribute to the well-being, sustained development and innovation of the (local, regional and national) areas where they are established. They should act like 'corporate citizens' towards all the stakeholders, particularly where their staff are concerned, always taking their interests into consideration, in the way they behave, in their objectives and strategies, in measures taken to improve the quality of the workforce, boost the human factor and promote social cohesion. (Portugal)

Areas – criteria + stakeholders

Other organisations add the idea that there can be no CSR if no new partners are involved in the strategic debate about companies.

Right from the outset, CISL has always stressed that any definition that limits itself to highlighting the various areas of intervention is simplistic in that it will neglect an element that has to be regarded as essential in the global interpretation of CSR, namely the question of stakeholders' involvement and above all the involvement of workers and hence also workforce representatives. (Italy)

Prospect defines CSR as: "Business acting in an enlightened way through engagement with stakeholders - trade unions and workers - through all employment practices and terms and conditions, and vis-à-vis the environment and the community they operate in, customers, regulators and shareholders". (UK)

Summing up this initial approach, it would appear that ETUC's member organisations believe that CSR must entail 'innovative' approaches that do not fall back on acquired social rights, that the new areas covered must be tackled by the respective 'partners', and that the partners (i.e. stakeholders) are key players in CSR.

	Discussion at the seminars on the choice of a definition prompted the idea of taking the definition in the Green Paper as a basis. Consequently, there seems no need to propose a trade union definition for the time being. 




At the same time it is interesting to see why the positions taken up by the various organisations differ with regard to CSR. We believe there are two main reasons: firstly, the different times at which the national debates on the subject specifically called Corporate Social Responsibility were launched in each country; and secondly, bearing in mind the different social backgrounds of the various European countries involved, how they came to take up the issue of CSR in the first place.

1.2 – First explanation: countries became interested in CSR at different times depending on their respective situations re national social relations

The concept of CSR – as an innovative concept invoking the collective responsibility of companies (and, by extension, organisations) – came from various sources: social events (restructuring, multinational operations), state mobilisation (forums, social labels) and devotion to social issues by a union (this being fairly rare).

	Country
	Context
	Date

	Germany
	CSR has a long tradition in Germany (soziale Verantwortung)

The federal government (economic cooperation) launches a Multi-Stakeholder Forum
	2001



	Austria
	Social audit by the department of work of the private-sector workers' union
	2003

	Belgium
	Social label
	2001

	Bulgaria
	Mass lay-offs (crisis of reconstruction)

Constructive role played by multinationals
	2002



	Finland
	Creation of an ethical forum
	2001

	France
	Law on reporting (NRE)
	2001

	Greece
	Opinion of the OKE (Economic and Social Council)
	2003

	Hungary
	Contribution of CSR by multinationals
	

	Ireland
	Tripartite social relations

Debate on the Green Paper
	1987

2002

	Italy
	The government (Ministry of Social Affairs) launches a debate after the EU conference in Denmark (Helsingør) 

· CSR (attained)

· Social commitment (yet to come)

the CISL – study seminar

the UIL – national congress

the CGIL - conference
	2002

1999

2002

2003

	Poland
	Tradition of 'local citizenship'

Social policies of the multinationals
	

	Portugal
	Economic and Social Committee seminar with  the European Centre of Enterprises with Public Participation (CEEP)
	2002

	UK
	Quadripartite link with two issues:

· local company involvement

· international responsibility
	ETI - 1997


The analysis of support for the concept of CSR shows that in the vast majority of countries and organisations in Europe the exchanges going on still tend to be rather 'intellectual'.

CSR remains a topic for the elite, and its spread and understanding remain unclear. (Italy)

The notion of Corporate Social Responsibility (CSR, soziale Verantwortung) is fairly well integrated into German society, but the concept of CSR as defined in the European Commissions' Green Paper
 is not. One definite reason for this is the comparatively high level of regulation in the field of social and environmental policy, which means that CSR is nothing new to anyone. (Germany)
CSR is an issue for experts. (Germany)

CSR is a topic more for discussion by companies than by trade unions. (Sweden)

Both PODKREPA and the Confederation of Independent Trade Unions in Bulgaria (CITUB) believe this debate has come rather late. (Bulgaria)
In Greece, the debate on the notion and content of Corporate Social Responsibility is extremely limited. (Greece)

Trade unions have thought about the problems of CSR for a long time, but the term itself is rather recent. (Belgium)

1.3 – Second explanation: How organisations became involved in CSR in the first place

The second explanation for the problems associated with defining the concept of CSR and European heterogeneity regarding the CSR process has to do with the way in which trade union organisations took up this issue historically during the 1990s.

The approaches taken don't clash, but they are linked to the history of each country.

Some countries attacked the problem of CSR in connection with the following issues: 

· Solidarity with the social situations faced by workers in the South; 

· the 'corporate citizen' approach (participation in local development);

· the management of the employee savings fund;

· the deepening of social democracy.

1.3.1 – North-South relations

A first wave of countries took up the issue of CSR in connection with North–South solidarity: Most of them were countries in the northern half of the EU. Perhaps the main reason was the economic and social affluence of these countries. Other variables need to be introduced: 

· The fact that 'social democracy' appears to be (rightly or wrongly) regarded as a 'given thing' by trade union organisations in several of these countries (Germany, the Nordic countries);

· stronger international awareness displayed by some countries (UK, Ireland, Belgium, the Netherlands).

The introduction of a code of conduct (CoC) in the Indian clothing industry and the integration of monitoring into company management (Faber-Castell – Germany).

Together with the GTZ, the AVE introduced the sectoral code in 50 Indian textile suppliers in a pilot project in 2000. Having passed its test phase, the code has now been transformed into an auditing system. (Germany)

We would like to support those companies that want to build up a global social dimension with us. Our approach will be pragmatic, so no-one will be overburdened. The main aim of IG Metall is to enable management and workforce representatives to reach a common understanding and also to foster voluntary agreements. We are aware that the associated learning process could last for several years." (Eichler 2003 – Germany)
Furthermore, the content of a CoC should meet certain minimum standards, as defined by IG Metall. CoCs should therefore include:

· At least those ILO Conventions that are part of the ILO declaration dated 18 June 1998;

· additional criteria, as suggested by ICFTU or international industry federations;

· the obligation of MNC to put pressure on suppliers to respect the CoC;

· provisions for joint monitoring and verification by management, workforce representatives or unions (IG Metall - Germany)

Hochtief is the first international construction company to conclude an agreement of this kind with the international labour union movement. The agreement stipulates that:

· Responsibility for the code lies with the Board;

· contravention (within the company or by contractors) must be reported to the Executive Board;

· an officer for the application of the code has been appointed and that questions of interpretation have to be jointly clarified/settled. (Germany)

The FNV has conducted several actions demanding CSR. First and foremost it drew up a brochure on how to establish a code of conduct, drawing on the OECD Guidelines, ILO standards, and labour and trade union rights. In this connection the confederation worked together with several major companies, like Philips and Akzo. In an effort to ensure that the code is equally applicable abroad, the FNV is collaborating with some foreign unions and has even set up a social observatory together with the Brazilian unions. (The Netherlands)

The FGTB/ABVV does not see how anything can be achieved with regard to CSR except at international level. CSR can indeed improve in the situation of emerging countries where the legislation is still insufficient. At EU level CSR serves solely to promote the European 'acquis' in other countries where collective bargaining is nonexistent. (Belgium)

The CSC/ACV believes it is important to distinguish two different levels in CSR. There is CSR that is geared to the Western countries, which has to be more demanding, and CSR applying to countries in the South, which first have to wrest respect for fundamental ILO standards, whereas Western countries can't limit their efforts to this. (Belgium)

International projects play a very important role in influencing companies. Finnish trade unions cooperate with the so-called Social Observatory Networks in South America and Africa. (Finland)

CSR is generally viewed in the context of the developing world, including trade union rights, child labour, and gender discrimination. (Ireland)

The ICTU has set up Global Solidarity, which campaigns for respect for workers' fundamental rights in the global economy and develops links between union members in the Republic of Ireland and Northern Ireland and trade unions in developing countries. (Ireland)

As part of the international campaign to "Make the 2002 World Cup a Fair Game", the ICTU ran a "Show the Red Card" campaign. (Ireland)

The ICTU and individual unions were involved in the making of an award-winning documentary, "Race to the Bottom", which looked at how the garment industry has virtually left industrialised countries altogether and moved to poorer countries in the developing world, in the search for workers who can be paid less for working longer hours and enduring increasingly dangerous conditions. (Ireland)

Mandate has worked in the ICTU Solidarity Committee and sent financial support to the BIGUF trade union federation in Bangladesh. It also has links with the NGOs Bananalink and Fair Trade. Along with UK unions, the union has been involved in trying to improve conditions for banana workers in Ecuador. (Ireland)

1.3.2 – Community patronage (at the employer's initiative)

'Paternalism' was an important dimension of 19th century capitalism in most European countries, especially the first to become industrialised (UK, Germany, France). Accordingly, some ETUC member organisations are more than familiar with this dimension of CSR, i.e. responsibility towards the centre of employment. With Europe opening up to the East, the countries of Central and Eastern Europe have 'discovered' CSR through the changed behaviour of the multinationals that established a foothold there in the 1990s.

Consequently, it is common for the UK debate on CSR to focus on community initiatives, with little attention paid to the importance of employment relationships in the company's head office operations. Discussion on employee consultation is usually limited to how staff involvement in CSR programmes adds value to those programmes. (UK)

The debate also states that local area partnerships, involving representatives from local public- and private-sector organisations and local communities are also increasingly being forged in response to social exclusion.

It cites the example of area development management (ADM) which is responsible for delivering local development measures aimed at addressing social exclusion, poverty and unemployment in particular disadvantaged areas. These are delivered through a number of Area Partnerships Companies and Community Groups. (Ireland)

The implementation of CSR helps to pinpoint the responsibilities and duties of the companies regarding their local external environment (the communities where they operate) and their internal (in-company) environment. The former concerns the local population as a whole, while the latter concerns company staff. (Hungary)

To safeguard the original notion of CSR, a wide range of community-based activities, local programmes, and the handling of wider social and environmental problems in partnership with the local partners, like NGOs, have been encouraged. (Hungary)
For Alcoa, the meaning of Corporate Social Responsibility has to do with sponsorship, providing support and community life. (Hungary)

In fact, within the last 12 months, 17% of the respondents have been involved in financial support for charities, local community or educational organisations, and 8% have carried out projects geared to the local community. (Poland)

CSR means involvement, especially in the local community. For instance, many staff at Johnson & Johnson Poland become involved in various actions designed to benefit their local communities, usually in conjunction with NGOs and with the financial backing of the company. (Poland)

There is a relatively large number of projects, programmes and initiatives carried out in favour of local communities in Poland, mostly implemented (or supported) by big, wealthy companies. (Poland)

The 'external' dimension of CSR is developing in Poland, while a lot of 'internal' CSR aspects still lack the right approach (Poland)

This markedly paternalistic approach does not go down well with those trade union organisations with historically determined 'class-based' views.

Corporate Social Responsibility must not be confused with philanthropy (CISL)

1.3.3 – SRI (Socially Responsible Investment)

The management of staff savings funds is another issue through which trade unions have historically raised the issue of CSR: some organisations took this matter up a long time ago, but have only recently thought of using trade union leverage in this respect (English-speaking countries), whereas others are 'discovering' this new universe of trade union investment (France).

The FNV supports SRI and points out that unions are represented on the Executive Committees of pension funds. The unions' role here is to ensure that the funds invest in socially responsible companies. (The Netherlands)

Trade unions in the UK are aware that they can potentially have impact on corporate behaviour through SRI policies. This can be through unions' own pension funds or through pension funds where union members can influence the investment policies adopted by the funds' trustees. (UK)

The TUC uses its network of over 1,000 pension fund trustees to attempt to mobilise votes at company AGMs and to encourage pension funds to adopt investment policies that include socially responsible investment. (UK)

In France, the establishment of the Inter-union Employee Savings Committee (CIES), in line with the law of 19 February 2001, has enabled French trade union confederations to benefit from funds for intervention in the aforementioned domain. Today, the CIES comprises representatives from four confederations. 

The Inter-union Employee Savings Committee (CIES) was set up by four unions, one of which was not included in the survey. The CFDT, the CGT, the CFE-CGC and the CFTC joined forces to try and improve the mechanism concerned with workers' savings and label offers associated therewith. The effort involved in creating the CIES definitely ranks as one of the most tangible contributions by French trade unions. (France)

In Portugal, the two confederations are active on the Advisory Council of the Capitalisation Fund Management Institute (IGFCSS).

The unions are represented in pension funds (Finland)

1.3. 4 – Social democracy

The concept of CSR emerging in most countries and trade union organisations is ultimately leading to questions about social democracy, a new issue for some countries and a refinement of familiar concepts for others.

The fact that these questions have no specific geographical and historical links shows that it is the most important issue for the European trade union movement.

The Danish Confederation of Trade Unions (LO) believes that concrete guidelines can be set for ways in which individual workplaces should develop their social responsibility. (Denmark)

CSR is seen as the reorganisation of internal governance within companies, since it revisits the concept of worker participation in company decisions. (CGIL - Italy)

The CISL is including CSR in a global political plan aimed at increasing and boosting worker participation in the workplace and at regional level via the instruments of economic democracy. (CISL – Italy)
CSR is intended to shore up the central importance of bargaining and participation. (CGIL - Italy)

Spain's UGT believes CSR is one of the instruments for involving workforce representatives in European Works Councils, especially in connection with issues to do with relocations. (Spain)
The extended version of CSR, which includes company-internal social responsibility too, has to do with workers' well-being, and the internal partners may be trade unions, workforce representatives, forums of workforce participation, like works councils, and so on. (Hungary)

The development of democracy at company level is helping companies to gain a better understanding of the notion of social dialogue and forms of participation.  (Greece)
We will have to negotiate responsible action with the employers, especially in connection with the following issues:

· Corporate culture, values;

· changes in organisation, skills and qualifications;

· reorganisation or company mergers; 

· subcontracting, staff cuts, etc..

As unions, we suggest that social dialogue should be based on inter-comparison with the responsible management. We can create value-added to the social dialogue by expanding our agenda to include societal and environmental questions and by encouraging companies and public authorities to take anticipatory action. This broader view will lend greater credibility to the social dialogue, and especially to the role played by the social partners. (Eurocadres)

The first conclusion we can draw from this approach to the concept of CSR by various ETUC member organisations is that even though the historical approaches taken differ, they have all tuned into the complex, tightly-knit world of CSR, as compared with the traditional union approach. Most of the organisations in question are not really opposed to deepening the approach and using it as a means of structuring trade union action: this is the subject taken up in the Chapter 2.

	Despite the different ways in which countries and union organisations became involved in the concept of CSR, the unions must agree on a harmonious European CSR process.




2 – Strategic positions on a new issue

So, the trade unions' debate on CSR is both recent and characterised by different contexts depending on the traditions and social cultures of the countries comprising Europe today.

It is normal that the reactions to CSR should differ and – initially – clash to a certain extent.

We would like to show that, beyond the initial declarations made, the limits set for the use (or utilisation?) of CSR in social reports show that, provided certain conditions are met and abuses limited, invoking CSR is becoming an acceptable trade union approach.
2.1 – Apparently irreconcilable approaches

At first sight, the range of positions taken up by trade union organisations appears to suggest that current views are extremely far apart.

2.1.1 – Disinterest in looking at CSR from a union viewpoint

Few organisations are genuinely sceptical about CSR:

The FO is the only confederation that is clearly opposed to the concept of CSR, believing it to be highly paternalistic. In this respect, the FO is extremely wary. (France)

The FO regards the environment as more of a societal problem than a problem associated with the world of work. (France)

According to the print union, the GPMU, the expectations behind commitments to CSR are that company image and productivity will be enhanced significantly, leading to increases in company profitability and stability. (UK)

In our view this is more a position of caution than one of mistrust.
2.1.2 – Ignorance of the concept

A significant number of organisations (at federation or union level) recognise that they are not that well acquainted with the subject and therefore refrain from voicing a view on it.

The union sees Corporate Social Responsibility (CSR) as something mainly outside its area of interest: "We have very little experience or need for direct involvement with employers on CSR issues", it says. (Ireland)

The PCS says of Corporate Social Responsibility that this is "not something we have a policy on, or a definition of". (UK)

CSR does not feature in the union's policies and practices. (BALPA – UK)

The idea of Corporate Social Responsibility seems rather strange or even absurd to many Polish companies, assuming that they even know what it is. Nowadays the reality is that Polish business focuses primarily on one value, i.e. making tangible profits. CSR simply doesn't matter. (Poland)

This situation explains the proposal that a request be made to establish a trade union formation on this subject (see Chapter 5).

2.1.3 – A way of progressing socially

Most ETUC member organisations think that CSR is – at least – a means of making headway in the social dialogue and where social benefits are concerned.

CSR could become a union instrument. (Italy)
Engaging in a dialogue on the best ways of making self-imposed obligations effective and reliable may only be the second best solution under such circumstances, but is a reasonable one. (Germany)

As the CSR process at European level moves on, there is a growing awareness inside union organisations that something has to be done to act more strategically with respect to CSR:

· To define an explicit strategy towards CSR that enables 
existing activities to be assessed;

· to clarify which approaches and elements of CSR require further commitment;

· to define further measures to be taken. (Germany)

The unions must take up the debate about CSR to establish a framework at societal level. (FGTB/ABVV – Belgium)

Unison is supportive of the concept of Corporate Social Responsibility and strongly believes that business and organisations should act in a socially responsible manner, aware of the external impact of their actions, policies and products, and prepared to change their actions, policies and products if they have a detrimental external impact. (UK)

CSR must be used as a lever to improve employment relations, and challenge companies who claim to be socially responsible to invest in positive employment relations. CSR should be on the bargaining agenda of every unionised company. (Amicus – UK)

CSR goes beyond the terms of collective agreements, legislation and the local working environment. It is a concept based on voluntary guidelines and initiatives. Even so, the CSR process involves both management and workers and is relevant to all Danish workplaces – large and small, private and public. (Denmark)

Approximately 75% of trade union officials hold the view that the "concern for a better CSR is reflected in their trade union practices" to a "very important" or "extremely important" extent. (Portugal)

The trade union organisations appear to us to see CSR (in its positive dimension) as a way of making headway on demands locally and securing new entitlements that will facilitate its extension, since they will be enhanced by the publicity that pioneering companies generate regarding their social practices.

2.1.4 – A sense of convergence = global performance

Fairly few trade union organisations take up what management has to say about CSR, namely the notion of 'convergence' between economic efficiency and social (societal – environmental) development. There is a major gulf between the positions taken up by the institutions (European Commission, CSR Europe) and intellectual views (dominant economic and management theories). 

Companies must realise that the quest for maximum profits, which is nowadays being facilitated by policies geared towards market liberalisation and restricting the rules governing how the markets in question work,  do yield short-term profits, but in the long run it has knock-on effects, both socially and economically. A development along these lines can give rise to serious social conflicts and tensions with unforeseeable circumstances. (Greece)

Environmental and social responsibility should rather be seen as a way to enhance and improve productivity. (Finland)

The union's campaign has two aims: to improve conditions for Chinese workers, and to move towards levelling the playing field in terms of competitiveness of factories in Ireland and other parts of Europe, and those in developing countries. (Ireland)

This doesn't mean to say that this dimension of convergence between the economic and social dimensions is not shared, for many organisations refer to the (triple bottom line), but that the expression of that convergence (probably) remains socially taboo (class clash?).

	The seminar held on 16 and 17 April might give result in a summary breakdown of the various 'drivers' that have been built up in recent decades to explain why the issue of 'modern' management associated with CSR is becoming a strategic consideration for companies today (and more generally for organisations).

Would you like an 'academic' presentation of around 1 hour on this subject at the seminar in Brussels?

Please reply to fbeaujolin@geste.com a few days before the seminar on 16 to 17 April to allow sufficient time for such a presentation to be prepared. 




2.2 – A few pitfalls to avoid

What is most significant is that irrespective of whether they are for or against CSR, trade union organisations identify three stumbling blocks to avoid in its implementation.

And whereas most trade unions in Europe view CSR as an opportunity, as we concluded in the previous section (2.1), they also highlight various risks to be countered.

2.2.1 – The invasive nature of 'soft law'

The first risk is that the commitment to CSR might lead to a 'privatisation' of labour law and systems of social protection if governments' responsibility, a pillar of the European Social Model, dwindles.

First danger: privatisation of the law
The main danger sensed here is based on ideas that are circulating in many European countries about the actors in labour law and the hierarchy of laws. The fear being voiced is that collective bargaining, especially at company level, might come to override laws that are adopted and monitored by governments.

The CGT has its doubts whenever CSR promotes 'soft law'. (France)

The FO maintains that outside any jurisdiction, there are no guarantees whatsoever. Employers can sign agreements but not subsequently respect them, citing various reasons. In such cases, there is no possible recourse. The CGT also maintains that there is a risk of the law being privatised. (France)

CSR may constitute a risk, namely that of seeing all that has been achieved unravelled and replaced by a far freer, laxer system in which companies will make decisions under pressure from consumers. (Belgium)

CSR ambitions must not be allowed to undermine legal or contractual frameworks and may not replace or supersede binding agreements.  For this reason:  

· CSR instruments must not contain elements which contradict legal requirements or international agreements;

· CSR processes must not question the need for shop stewards;

· CSR measures must not replace corporate co-participation and corporate agreements;

CSR initiatives must not jeopardise the further development of national and international environmental and social regulations. (Austria)

Under no circumstances must the notion of social responsibility replace the role played by governments and competent bodies. (Greece)

Including where dimensions of social security are concerned


This fear of privatisation could also affect social protection if the public authorities delegated to companies the responsibility of directly taking on board (or not) various parts of this social protection.

However, above all it is the proposed welfare model that has aroused the greatest criticism. All the Italian confederations maintain that they cannot go along with welfare being included in CSR, nor can they agree with the nature of subsidiarity that has been proposed. The three unions clearly pointed out the 'danger' of private companies becoming involved in the promotion of social services. (Italy)

Second danger: reducing the role played by the social partners 
The second danger raised is the significance of staff representation and trade unionism in CSR it could be interpreted by the employers. For instance, the commitments made by companies vis-à-vis salaried staff could replace the need to negotiate with the social partners.
If unions engage in softer CSR-style agreements they may unintentionally erode their ability to claim binding regulations in the future. This fear of 'softening' the unions' power must be viewed in the context of the political dispute on the future of collective bargaining (Germany)

There is, however, a realistic danger of CSR being seen as something that might replace existing structures of workforce representation. In fact, some companies argue that works councils will no longer be needed if a proper CSR process is adopted. Therefore, CSR policy must at last be regulated by binding agreements. (Germany)

Such commitments arise specifically in areas where deregulation and the replacement of binding rules by voluntary corporate social measures have gained ground. The seriousness of these risks is already evident in the trend observable in many companies to aim at supplanting trade union co-determination on enterprise levels through Corporate Social Responsibility measures. Thus, for example, some employers argue that no works agreements are required, since social charters, guidelines, and codes of conduct already all exist, on a voluntary basis, however. (Austria)

This fear of trade unionism being 'outflanked' by approaches rooted in 'direct democracy' between workers and their employer still applies above all in those countries which have a tradition of co-decision-making. 

Discussions at the seminars held in Rome and Brussels prompted the thought that there could be no CSR unless the social partners were involved within companies in the various issues associated with the various practical approaches taken towards it.

2.2.2 – Shifting the burden of constraints onto workers

Another concern - which is not mentioned very much since it can only arise in situations where CSR has already been established for some time - concerns the mounting responsibilities for workers following from company charters, ethical rules and codes of conduct.

Shifting of responsibility onto workers: corruption

This can result in a shifting of the entrepreneurial risk onto workers. For example, where bribery is concerned, actual practice often deviates from declarations made in the respective code of conduct. Business lunches, weekend breaks and tennis training camps for customers are the norm in some sectors of business. There are even separate budgets for such items, and staff are expected to do all they can to increase turnover. At the same time, through its code of conduct, the corporation distances itself from such practices and tries to present itself as 'clean'. Whenever such a case of 'bribery' becomes public knowledge, the finger of guilt can be pointed at the worker in question, while the company denies responsibility. Some workers are obliged to conform unilaterally to safety regulations, even though it is a basic obligation of employers that they guarantee a safe workplace based on their responsibilities as set out in safety regulations. (Austria)

Forced denunciations

Most codes of conduct contain references to more-or-less hidden control measures which call upon staff to report violations or sometimes even 'presumed' violations of regulations by co-workers, for example. There are even cases of staff being obliged to 'snitch' on co-workers under threat of punishment. These measures, which do nothing to improve the working climate, represent a concealed form of control measure and mobbing. In extreme cases the entire code of conduct can become an instrument for disciplining staff. (Austria)

Stepping up individual evaluation

Codes of conduct are frequently linked with 'scoring' systems. This can lead to problematic processes, e.g. the realisation of so-called values, like teamwork, responsibility, performance orientation, leadership, which are singled out as corporate ideals, is evaluated using totally inappropriate methods (e.g. a grading system). (Austria)

At present these remarks stem from just one trade union organisation, but these issues are relevant and will develop as CSR become more widespread.

2.2.3 – The media dimension

Many organisations denounce the way in which CSR is used for 'marketing' purposes by many companies to the detriment of serious efforts to achieve sustainable development. This criticism will lead to proposals made about 'transparency' in Chapter 5.

It is not part of the corporate advertisement budget. (Ireland)

The confederations insist that CSR should not be allowed to become a mere marketing ethic. Indeed, some confederations, like the CFE-CGC, say that marketing is dominant instead of measures affecting societal issues. In other words, CSR is used more as a tool to create effects in the company's communications and enhance its image. (France)

The FGTB/ABVV says it has grave doubts and believes that CSR seems to be used as a marketing tool. (Belgium)

Nowadays, companies use the media to profile the company in the light of a particular theme. (CSC/ACV – Belgium)
2.3 – For or against forms of recognition?

This issue, i.e. how to value 'good practices' is much less important than the two previous dimensions for the European trade union movement.

2.3.1 - Labels as possible checks on several sensitive segments associated with trade with the South 

Where labels like Rugmark, Fair Trade, etc. are concerned, the surveyed organisations all pretty much agree: for some short production lines (carpets, flowers, coffee, bananas, and so on) and insofar as NGOs are capable of monitoring producers' development towards better conditions of production, the organisations in question can support the approaches being taken.

The FGTB/ABVV believes that social labels are worth trying out. (Belgium)

Labelling plays an important role in several sectors of product groups in Germany. It is used to certify products (especially when manufactured in developing countries) that meet environmental and social criteria. To a certain extent, German union organisations are involved in such activities. The DGB, for example, is a member of the jury that awards the Blauer Engel (Blue Angel) eco-label. Participation is limited to a rather symbolic support of the labelling approach. No specific union labels exist, but NGO activities such as the fair-trade scheme are supported.

At sectoral level, there is a pioneering initiative in the flower trade involving IG Bau, the industrial trade union covering construction, agriculture and the environment. The Flower Label Program was set up in 1999 by a coalition of retailers, importers, NGOs and IG Bau and combines certified goods (labelled flowers) with a code of conduct that defines the social and environmental conditions of flower production and ensures that they are monitored effectively. The florists participating in the programme can be chosen from an internet database. (Germany)

2.3.2 – Views differ on the awarding of prizes

The surveyed organisations differed in their views on the blossoming of 'prizes' awarded to companies for their paternalistic, environmental and social 'good practices'.

The UIL is pretty sceptical about prizes, certification and declarations promised by companies because it regards them as a clear attempt to sell an image, rather than substance. (Italy)
The DGB generally supports CSR quality labels or CSR awards. Larger European companies should be certified in an attempt to encourage worker-friendly behaviour. A set of social and environmental criteria that constitute a European quality label CSR needs to be defined, and could, for example,  include the existence of workforce representation, the scope of qualification programmes, the existence of equal-opportunity schemes, policies designed to balance working and private life, environmental management systems and compliance with core labour standards. Companies which meet these criteria could gain a European certificate that was valid for a fixed period of time.

(Germany)

Once again, the European organisations do not regard this as a key aspect of CSR.

3 – The main issues associated with CSR

When analysing the priority issues that European trade union organisations want to see taken up by CSR with a view to improving the situation of European workers and the social dialogue in Europe, trade union organisations in European countries tend to agree fairly strongly.

3.1 – Respecting the legislation in force

Some unions reiterate that national legislation is not always applied by companies and economic actors.

We mustn't wait for companies apply better preventive measures themselves, but ensure that they act in line with current legislation. (Greece)

The CSC/ACV believes that CSR must be all about respecting the law at all levels. (CSC/ACV – Belgium)

At national level, trade unions clearly give priority to the struggle for the fulfilment of collective labour agreements, the enforcement of social and labour legislation, better pay and living conditions, more widespread dissemination of the CSR concept among its workers and its embedding in trade union action. (Portugal)

CSR is all about acting in compliance with the law (60%). (Poland)

Child labour poses a problem in Poland to some extent. (Poland)

This question is all about governments' ability and willingness to monitor the application of laws (inspection – labour checks). We seem to find this situation (regardless of whether it is totally or partially real) an essential dimension that the European trade union movement cannot ignore if it is to boost the credibility of CSR measures CSR and unions' support for this approach. Speakers on this subject at the ETUC seminars held in Rome and Brussels highlighted the importance attributed by the unions to shoring up countries' abilities to monitor labour laws.

3.2 – Respecting workers' fundamental rights

The unions also reiterate the main tools for the job: various ILO Conventions and the OECD Guidelines for Multinational Enterprises, in particular.

Core labour standards enshrined in ILO Conventions and OECD Guidelines, including the right to freedom of association, the right to engage in collective bargaining and to belong to a trade union, the right to equal pay, and the right to be free from occupational discrimination. (UK)

The respect and promotion of fundamental social rights, such as those in the Nice Charter, ILO Conventions and OECD Guidelines, should play a central role in any CSR framework being developed. (GPMU – UK)

90% of the issues to do with respecting workers' rights are already expressed in the OECD's principles and in the ILO Tripartite Declaration concerning multinationals. (Sweden)

This is above all an international issue, and European trade union organisations still view it as a major dimension of CSR. There would appear to be a need to ascertain the situation in Europe regarding countries' ratifications of the Council of Europe's Social Charter, ILO conventions and EU directives. 

3.3 – Key topics

What social 'advances' do the surveyed organisations believe are key topics in the current context, on which significant headway could be made by an approach geared towards CSR?

Four main topics seem to be essential given the current European context: development of the role played by workforce representatives, employment-related issues (qualifications to hedge against unforeseeable economic trends), social rights (equity), working conditions (health, remuneration).

Many other topics are mentioned, but less frequently depending on the countries pays and/or organisations and the progress made on CSR. The main subjects raised are local development, the environment, governance, chains of production and outsourcing.
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This hierarchical organisation of priorities (to be taken up in depth at the next seminar) tallies fairly well with the priorities set out in the ETUC resolution on CSR dating from October 2001, which stated that CSR must be based first and foremost on:

· The development of quality employment and the constant development of workers’ skills and qualifications through vocational training which is considered as a corporate investment;
· possibilities for information, consultation, participation of workers and their trade union representatives and for collective bargaining;
· the anticipation of industrial change and restructuring;
· the respect and promotion of fundamental social rights, such as found in the Nice Charter and in fundamental ILO Conventions but equally on the recommendations of the OECD.
It is important to note that the key elements for rapidly restructuring production tools in all European countries raise the issues of Conversion / Qualifications / Transferable skills / Employability to the top-ranking union concerns where corporate responsibility is concerned.

The discussions in Rome prompted the French-speaking working group to propose that internal and external employability should be made a new fundamental right.
3.4 – The scope of responsibility

Apart from the topics that belong under the heading of social responsibility, the debate on the issues at stake in connection with CSR must try and pin down responsibility: the parent company? Direct subsidiaries? Subsidiaries not under direct financial control? Subcontractors? Someone else?

Many organisations have not considered this issue, but those that have took up a 'maximalist' position, suggesting that companies' responsibilities cover the chain of production and extend to their subsidiaries, even those in which they only have a minority interest.

The scope of CSR must also be extended to subcontractors, suppliers and subsidiaries. (CSC/ACV - Belgium)

All three confederations totally agree on a global consideration of the social and environmental impact of companies' systems of production. Consequently, subcontractors and suppliers find themselves involved in respecting and promoting Corporate Social Responsibility. (Italy)

A vast majority of confederations specified how they viewed the scope of such corporate responsibility. This clarification is necessary, especially in the context of globalisation and the mushrooming of corporate networks. Many believe that this responsibility should be extended, and cannot be limited to the main seat of business. The majority of unions think that subcontractors and suppliers ought to be included. The CFE-CGC believes that the parent company should make sure that the same law and the same rules apply in all the countries where its subsidiaries are established. (France)

Corporations must accept responsibility for working conditions and environmental protection in the national and worldwide value-added chain. For this reason all sub-suppliers, subcontractors, licensees and home-workers, and anyone who works for the corporation, irrespective of the formal relationship, the product or service involved or the place of work, must be covered by the Code of Conduct or any other CSR-related measure. (Austria)

This substantial broadening of the scope of responsibility is also reiterated in particular where temporary work is concerned:

…should not be limited to the parent company or head office, but also include all establishments and the chain of production (including temporary workers). (UCC – France)

This universalist position, which is totally legitimate where human rights are concerned, ought to be examined further for its practical implications. 

Indeed, extending the responsibility of the parent company to all these economic relations runs the risk of their limiting their commitment to the broad principles advocated by the ILO and/or OECD. Such an approach is of little interest where European social issues are concerned.

We propose splitting this universalist approach into 2 issues for the purposes of further discussion:

· Minimum respect for major principles in international economic relations, arising from ILO conventions and the OECD Guidelines: the question arising for the unions is whether – in addition to the ILO's 8 core Conventions – the trade union movement might not wish to extend corporate responsibility to other topics by subrogating the non–ratification by governments or their impotence to ensure that the main Conventions are applied.

· Commitments to progress, which should be formulated in line with the key issues of CSR
 depending on the companies and geographical areas involved.

4 – CSR actors

The CSR process immediately raises the question of the actors, since the theory of 'stakeholders' is central to CSR.

CSR involves many actors, but two are of central importance from the European trade union organisations' point of view, namely governments (see section 4.1) and unions (see section 4.3).

4.1 – Law and/or voluntary participation

The question of the role of legislation in the development of CSR at national (or European) level has not yet been settled by many ETUC affiliates. Indeed, a fair number of trade union organisations haven't taken up this issue. 

Our hypothesis is that CSR is deemed by most organisations as a way of breathing new life into the social dialogue and making headway on the basis of the internal and external pressure that the assessment of the stakeholders represents. In fact, the issue here seems to be the ability of the actors to find their role within CSR.

4.1.1 – Predominance of the law or legal minimum requirements?

Relatively few organisations feel that the law should predominate. Those who do advocate this view stress that they have not yet finalised their position. 

CSR is about companies' social and environmental responsibilities and impact, so legal requirements must be an important element. Consequently, CSR must be mandatory not voluntary (TUC – UK)

While voluntary initiatives may be sufficient to improve best practice at the top of the range, there is a clear role for legislation in building a sound base of minimum standards that apply to all. (Amicus – UK).
CSR must be developed on a legislative or contractual basis, and not be a voluntary system (GPMU – UK)

Most probably what these organisations are demanding is to benefit from social minimum requirements that are currently either non-existent or deemed to be insufficient.

4.1.2 – Fairly extensive flexibility 

Some organisations occupy extremely flexible positions, suggesting that the partners be left very free for some time (a few years) to implement CSR as they wish so that they can take the time to study the relevant best practices before setting a framework that would become mandatory.

There is a need to establish a requirement to report on certain key areas, but allow best practice to develop the standards of information provision over time, which could be incorporated into legal requirements at an appropriate future date. (UK)

In the medium term, mandatory standards on how companies should behave in the areas of environmental, social and human rights will have to be codified. (Austria)

The CFDT stresses that CSR is a new concept, and instead of seeking to regulate it now, we should first allow some time for the various elements to 'fall into place'. We shouldn't force the issue by imposing standards and seeking to impose anything. That would merely hamper the debate. On the contrary once the debate matures, we will have to impose standards. (France)

These statements should not be taken too literally and should be placed in context. They merely believe that overly hasty legislative measures might jeopardise an element that could inject fresh momentum into social relations in Europe.

4.1.3 – Voluntary, but not optional

The view most frequently expressed is that there must be an organisational framework regarding the process for implementing CSR in companies, and that such a framework needs to be defined by either law or collective agreements. 

CSR may be voluntary, but not optional (CISL – Italy)

…companies' voluntary integration of CSR, but only on condition that this form of autonomy is limited via the full involvement of workers' representatives in the definition of any measures taken. (CISL- Italy)

There's a need for a framework of reference that sums up voluntary integration and the approach and 'imposability' of the steps taken and also the results achieved. (CGIL – Italy)

The prime concern of the confederation is to see the quality of workers' information, consultation and participation included in the objectives of Corporate Social Responsibility, and it has set up a working group with appropriate categories with a view to spreading awareness of and knowledge about the objectives of CSR. (UIL – Italy)

CSR should leave the development of standards within subject areas to national level, with some overall benchmarks and some safeguards in terms of processes (i.e. involvement of social partners and other social responsibility actors) (TUC – UK)
A majority of confederations believes that CSR needs to be regulated, but they are against any form of self-regulation by the company itself. The FO points out that the employers have always had an opportunity of doing more than the law stipulated, but for all that that no headway has been made. The CGT, which is also opposed to companies' self-regulation, takes the view that CSR is itself a new form of regulation. (France)

Social responsibility cannot solely be regulated on the basis of voluntary commitments. Social responsibility flows from social commitment, but must be the same for all and therefore has to be mandatory. (Austria)

This normative framework (probably an EU directive) should take up the topics that need to be addressed, the role of the various stakeholders (and of workforce representatives in particular) and detail reporting requirements, etc..

This topic was taken up by the working groups in Rome:

CSR must not take the form of specific legislation because it combines three dimensions - the environmental, social and economic - that are also flanked by legislative and administrative arrangements. CSR must remain voluntary, but it also needs to be regulated. (multilingual group)

CSR isn't mere 'icing on the cake', nor is it a 'fad'. It's a topic that needs to be managed properly, hence the need for the authorities to stipulate how it should function. (English-speaking group)

Discussion at the seminars specified that companies which want to appear to be acting 'responsibly' must respect certain methodological principles with respect to the approach they take.

4.2 – Importance of the various actors

Two types of actors are deemed capable of intervening in the development of CSR at the present time: stakeholders and external actors who are capable of influencing the stakeholders.

4.2.1 – The stakeholders who are partners of trade union organisations

Three actors have been identified: shareholders, public administrations and, most importantly of all, NGOs.

Shareholders (extremely rarely)

The FO regards them as the only legitimate CSR actors along with management and workers (France)

Public administrations (fairly seldom, but in countries with a strong local political tradition: Italy, UK)

At the territorial level, we are also seeing regional unions become more and more closely involved in and committed to the concept of CSR. (Italy)

According to the CISL, territorial coordination, decentralised bargaining, and trade union action at territorial level all have a strategic role to play in CSR. Recently, the CGIL, which in the past seemed to be more in favour of centralised management of this issue, has shifted towards such a position, stating now that "the content of CSR can also be established via bargaining at company and regional level". Finally, the UIL highlights the positive impact and initiatives at local level, which often serve a model function for the respective local administrations. It goes without saying workers representatives' commitment and freedom to act within the company in connection with CSR must go hand in hand with a political plan regarding CSR that is shared and has been defined at all levels. (Italy)

The CISL also underscores the links between public invitations to tender and social responsibility and highlights the need to adapt Community legislation by including social considerations in the adjudication procedures for such invitations to tender. (Italy)
On the other hand, many organisations mention NGOs

Here the discussion focuses on two questions: what stands to be gained by cooperating with NGOs, and what role they should play. This should be placed in context by remembering that cooperation with NGOs has been going on in many European countries since the 1990s.

For or against cooperation between unions and NGOs

Against:

Too many cooks spoil the broth. (FO – France)

For, but only as regards topics not covered by collective bargaining:

The FNV believes that action by NGOs is legitimate, but not within the scope of collective bargaining. (The Netherlands)

NGOs shouldn't get mixed up in company-internal debate; they have no role to play in collective bargaining or cross-sector agreements. (FGTB/ABVV – Belgium)

NGOs must remain where they are. (UGT, SPain)

More or less important partnerships

In reality, this 'for-or-against' debate should be relativised since in many (and indeed probably all) countries most trade union organisations already have partnerships with NGOs (or rather groups of NGOs), especially regarding issues associated with trade globalisation.

With respect to the actors in civil society, there is a growing number of alliances with NGOs - development aid, human rights and also environmental groups - in areas such as CoCs, global trade and social standards (whereas relations with new social movements cooled off during the 1990s). In 2002, a joint declaration on the political control and/or regulation or 'shaping' of globalisation was signed by Attac, Venro and the DGB. (Germany)

Amicus-MSF finance sector points to working with local community groups and charities who are beneficiaries of companies' CSR largesse, to help ensure that companies' community-level CSR projects genuinely meet the needs of the people they are intended to serve.

In addition, it wants to work with the authors of codes of conduct in joint campaigns to put pressure on companies to sign up to such charters and act in accordance with them.

The GMB works closely on CSR with the European, Brussels-based human rights organisation Solidar, and considers working with other like-minded NGOs with a commitment to trade union and human rights to be a way forward. (UK)

We have started to network with NGOs and gradually build a 'CSR Evaluation Group' (Austria)

Cooperation in the CSR group with the NGOs proceeded very positively and it became clear that we share many common interests. As we proceeded it also became apparent that such cooperation strengthened both the NGOs and the workers' organisations. (Austria)

The confederation works together a great deal with NGOs and associations and maintains that the world of NGOs and the world of the unions are two separate spheres which don't know each other well enough. Consequently, they must learn to live with each other. (CSC/ACV – Belgium)

Cooperation with, for example, consumer organisations, Amnesty (its values are close to the Finnish trade unions' values) and the church (work-related church values are close to trade union values in many countries). Cooperation with environmental and development work organisations can also be established. (Finland)

ICTU Global Solidarity is part of ICAN, a network of organisations including the NGOs Oxfam Ireland, Trocaire, Amnesty, Fairtrade Mark Ireland, Comhlamh and Christian Aid Ireland. ICAN is committed to promoting an international framework to govern corporate activity and to encourage voluntary action by corporations to enhance their contribution to sustainable development. It aims to raise awareness of, debate about, engagement with and support for initiatives devised to enforce international human rights, labour and environmental standards in corporate behaviour and facilitate social dialogue and best practices. ICAN has published a founding vision of the alliance. (Ireland)

The Trade Union Advisory Committee (TUAC) puts forward a similar view: 

The TUAC has a view similar to that of the NGOs. The TUAC and NGOs sometimes adopt similar approaches and try to submit the same proposals to the OECD. However, NGOs are not legitimate workers' representatives. All the same, the TUAC acknowledges their effectiveness as a pressure group influencing companies and governments; NGOs are more extreme. In this respect, unions have something to gain by joining forces with NGOs.

However, there are reservations regarding the representativeness and/or democracy of these NGOs

This cooperation is not without its element of suspicion (as opposed to distrust) on the part of trade union organisations, a sense of unease that concerns the real representativeness of NGOs, on the one hand, and their way of functioning that is not always deemed very 'democratic'. These two reservations probably explain why trade union organisations prefer to work together with groups of NGOs.

NGOs are often shown to be the most interesting dialogue partners with whom the union can collaborate on CSR, but since NGOs are new dialogue partners for the unions, they also raise delicate issues, above all regarding the criteria defining their representativeness. On this issue, we can highlight two different positions: on the one hand the CISL and the CGIL maintain that the question of the representativeness of NGOs must be taken into account, while on the other hand the UIL, in line with its flexible approach to CSR, believes that no one set of stakeholders can be said to be more representative than another. (Italy)

More specifically, the CGIL, while recognising the importance of NGOs and their right to be among the group of stakeholders, emphasises the need to agree on a way of measuring their representativeness and on the importance of providing for rules of democracy within them. (Italy)

The unions initially harbour reservations about NGOs. Words like "unease" and "fear" were used on several occasions, with various reasons being cited; the former was used in conjunction with NGOs' scope of action. In fact, apart from the CEC and the UCC, all confederations specifically highlighted the fact that NGOs had no role to play in the social dialogue within companies, that being the preserve of the unions. (France)

The second concern is based on the representativeness of NGOs, namely at several levels. The first level has to do with the plurality of NGOs. This leads on to the problem raised by the FO and the CGT about the debate becoming too broad. On this topic, only the CGT mentions NGO platforms, which it maintains enable a more constructive debate with NGOs and thereby alleviate the problem of disparity in the debate. The second level of concern to do with NGOs' representativeness, is raised by the UCC and concerns the presidents of NGOs. The only representative thing about some NGOs is their president. (France)

Discussion of this issue in Rome contributed one other idea regarding the complementarity of the approaches taken by the unions and by their NGO partners:

The NGOs defend a particular interest, whereas unions always seek global cohesion. It is up to the trade union organisations to bridge the gap here. (English-speaking group)

4.2.2 – Other influential actors

To make headway in the debate on CSR, the organisations also cited following potential partners: the employers (fairly seldom) and (most frequently) the European Commission.

Employers' organisations: no great expectations

In the developed countries in Europe, the employers' momentum is never discussed, and when the subject is raised (generally speaking in the countries of Central and Eastern Europe), the underlying aim is to highlight the limits of such a mobilisation.

The principle of trying to strike a balance between the interests of all the stakeholders, including workers, is not recognized by Bulgarian employers as a governing principle of their actions in the event of corporate changes or company restructuring. (Bulgaria)

The EU: shared views

The European Commission is considered to be an important actor in the CSR debate, both as a driving force: 

At European level the European Commission is the central body for developing CSR issues. (Finland)

The position and ideas of the European Commission tend to be positive, and the position of the European Parliament is even more positive and open. (FNV - The Netherlands)

and as an actor structuring practices at European level:

CSR actions should not be voluntary for companies, even though companies vote in favour of such a voluntary arrangement. The European Commission should therefore devise rules governing corporate activities. Probably the easiest way is to start with supervision and reporting issues. (Finland)

If we accept voluntary integration on the part of companies, which would pledge to apply CSR in practice, they would then have to meet a whole series of conditions (external certification, monitoring, comparable social balance sheets, receptiveness to meetings with stakeholders) that would be defined by the European Commission. (Italy)

The existence of the Multi-Stakeholder Forum definitely plays an economic role in this position. Nonetheless, all the trade union organisations share the view that the European level is essential, and that the two dynamic actors at this level are the Commission and Parliament
.

Rating companies: major doubts

Social rating companies are very rarely mentioned and invariably viewed in a negative light.

CSR rating systems insufficiently acknowledge the internal social dimension. (Germany)

The TUAC is fairly critical of rating agencies, believing that they are not all very serious and not very credible. The problem here is knowing which indicators to use. Moreover the unions are not deeply involved in their approach. Yet rating agencies are not familiar with trade union rights, which the TUAC finds worrying.

4.3 – The role of trade unionism

Staff representatives are regarded by trade union organisations as the main dialogue partners of CSR: in internal subjects (single actor), but also in connection with social issues in general.

Consequently, CSR is seen as a way of developing social relations and involving workforce representatives (unions and elected members of staff) in the workplace.

Unions are the most legitimate CSR actors. (France)

When all is said and done, unions emerge as the main actors in negotiations and the determination of internal CSR aspects. The CGIL in particular defends the unions' role, highlighting the exclusive part they play in negotiating employment contracts. (Italy)

The truth of the matter is that workplaces can take on far more extensive responsibilities than is the case today and even gain from it. Accordingly, LO wants to enter into a dialogue with the employers about the development of greater social responsibility in Danish workplaces. (Denmark)

Dialogue and negotiation are seen as the main instruments for improving workers' standard of living. (Portugal)
Workers' representative bodies are to be incorporated as dialogue partners; apart from economic goals, responsibilities in the areas of the environment and social and human rights are to be met, regardless of the company's competitive position. (Austria)

It is important that the various levels of international trade unionism (ICFTU, ETUC, TUAC) harmonise their position. (Sweden)
The discussions at the Rome and Brussels seminars highlighted the fact that there could be no approach based on CSR if the involvement of workforce representatives was not clearly defined.

5 – Expectations regarding CSR

As the CSR-process at the European level moves forward, there is a growing awareness inside union organisations that something has to be done to act more strategically with respect to CSR:

· To define an explicit strategy towards CSR that enables the assessment of 
existing activities;

· to clarify which approaches and elements of CSR require more extensive  commitment;

· to define what steps to take. (Germany)

Very generally speaking, the European trade union organisations want to use CSR as a tool for forging ahead, both in terms of ideas and as regards trade union demands at the supranational level that is Europe, whilst at the same time seeking to dispose locally (country, company, production unit) of new spaces for social dialogue to respect diversity within Europe.

It is interesting to note that the 'points of entry' to CSR vary substantially from one country to another (see section 1.3), and when the debate concerns the future we note strong convergence as regards the priorities and content of CSR.

As we saw in Chapter 2, some organisations raised fears about the distortion of CSR, mainly in connection with soft law, marketing and the marginalisation of representative bodies. These concerns are acute, but our feeling is that firstly the organisations' expectations in terms of progress are even stronger, and secondly major events such as the European Multi-Stakeholder Forum have to constitute opportunities for negotiations.

Bearing in mind this first event in 2004, the presentation of the expectations of ETUC member organisations will be presented on the basis of 4 round tables at the European Multi-Stakeholder Forum.

These four round tables (RTs) will be: 

· RT1: Improving knowledge about CSR and facilitating the exchange of experience and good practice;

· RT2: Fostering CSR among SMEs;

· RT3: Diversity, convergence and transparency of CSR practice and tools;

· RT4: CSR development aspects.

Trade union organisations have above all taken up methodological issues (RT diversity, convergence and transparency of CSR practice and tools). Hence the presentation will start with this topic.

5.1 – Methodological issues (tools and practices)

Despite recent considerations regarding the overall concept (see section 1.2), people seem to have pretty similar expectations irrespective of the social and economic development, but also regardless of their different trade union traditions.

Thus, the organisations in question want to see a European framework for developing CSR and clearly pinpoint three elements that need to be included in it, namely an obligation to provide information, the ability to verify that information and the role of workers' representatives and workers themselves.

The TUC's position sums up these priorities as follows:

The TUC concludes that a framework on CSR must include the following:

CSR and employment relationships

· developing positive employment relationships in company head offices is an essential part of CSR;

· treating workers responsibly includes informing and consulting them about company decisions that affect their interests; trade unions have a vital role to play in this as the legitimate representatives of workers in the workplace;

· responsible companies recognise trade unions; partnership between employers and unions in the workplace is a strong foundation for CSR;

· staff involvement and engagement in their company's CSR agenda is vital for its success;

Codes of practice:

· are not a substitute for collective bargaining, nor for good law properly enforced; national and international governments should encourage all countries to adopt and enforce ILO labour standards;

· should be based on core labour standards, and should include all core labour standards; they should be negotiated with trade unions representing the workers the code would protect;

· should be monitored and verified on a continuing basis in a transparent manner;

Social and environmental reports:

· there should be a requirement for companies to report on their social and environmental impact to enable stakeholders to assess their company, and to bring transparency and accountability into the CSR agenda;

· the development of standards for the content of social reports is necessary to ensure the consistency comparability of the information produced; more detailed standards could be produced on a national basis, with the EU providing an overall framework for the breadth of the reports. (UK)

Complementing this, the respective positions of Eurocadres and of Austrian trade unions (the leaders on this issue) boil down to these main points:

EUROCADRES highlighted four factors required to make CSR an instrument of progress and responsible management: credibility, integration in managerial approaches, and participation by all stakeholders - all within a European framework.

To maintain credibility, the following core elements of a voluntary CSR commitment should colour its execution:

· Corporations must establish effective control measures (e.g. social audits). 

· The inclusion of participating interest groups (NGOs, workers and their representatives) in the monitoring of goal achievement is essential. 

· The public must be kept fully informed.

· Reports must be verifiable by independent institutions. (Austria)

5.1.1 – A European framework for CSR

Trade union organisations in European countries are calling for:

· A framework of minimum social references that not only invokes major international conventions, but also leaves room for social diversity in the countries in question. 

· Above all the framework should be seen (and discussions at the Rome seminar took this up in depth) as a framework for the functioning of CSR, beyond the scope of the frameworks governing social progress which can facilitate the harmonisation of rights in Europe.

Trade union officials are virtually unanimously (97%) in favour of adopting a European Framework Agreement on CSR. (Portugal)

There is a need for a regulatory framework for CSR programmes. This framework should be based on the following principles:

· Why? Any CSR programme should be able to show why it is being established

· Who benefits? 

· Who defines? (Ireland)

A European reference framework for CSR would be needed to guide the process and could serve as an example, bearing in mind the particularities and specific characteristics of the Hungarian situation.

The country-specific reference framework should offer a common interpretation of CSR in a broad sense, covering the following elements: labour laws, human rights, health and safety, environmental issues, issues of economic stability and local responsibility. (Hungary)

The CGT believes a European reference framework is essential where reporting is concerned and would enable practical comparisons to be made between companies at European level. The other major point regarding such a reference framework, which was raised by both the CGT and the CFE-CGC, concerns monitoring. (France)
The discussions by the working groups in Rome took up this dual role of the European reference framework in some depth:

The European reference framework should do two things: 

· Specify the implementation process, in terms of two key dimensions: participation by workers' representatives ("people mustn't be afraid to 'get their hands dirty'") and demands in terms of transparency, democracy and monitoring.

· Clarify the minimum social requirements: for workers in Europe and for workers subjected to global regulation (OECD Guidelines). (French-speaking group)

ETUC must set out the basics principles for the reference framework on CSR (multilingual group and discussion at the 2nd seminar).

5.1.2 – Mandatory information, a crucial CSR issue

All the working groups at the Rome seminar used the term 'transparency', primarily highlighting the need for high-quality new information in all areas covered by CSR.

The UIL and the CISL believe that social balance sheets, one of the most interesting developments in connection with CSR, represent a major opportunity for the unions. (Italy)
The publication of reports is an initiative being taken up by a growing number of companies which are following this procedure in order to organise their own activities with a view to displaying social responsibility, e.g. by setting measurable objectives, developing actions at the sectoral level and creating the conditions for optimal communication between the parties concerned. (Greece)

The introduction of codes of conduct may provide an opportunity to demand the publication of a social balance sheet by companies as well as entire groups. (Austria)

The union recommends integrating it into the information and consultation procedures rendered mandatory by the EWC Directive, making CSR one of the issues that workers should be informed and consulted on. (GPMU – UK)

The TUC supports a legal requirement for companies to report on their social and environmental impact to promote transparency and accountability in terms of their stakeholder relationships and environmental record. (TUC – UK)

…develop reporting mechanisms for CSR in a manner that allows users to compare companies (TUC – UK)

Companies should be required to report on their social and environmental impact to enable stakeholders to assess their company, and to incorporate transparency and accountability into the CSR agenda. (TUC – UK)

…encouragement of 'triple bottom line' reporting (providing information on economic, social and environmental performance), with standards agreed by all stakeholders, and any labelling initiatives based on ILO Conventions and transparently implemented (Ireland)

One consequence for ETUC of this unanimous call for relevant information is the emerging need to create databases to effect international comparisons on environmental and social performance:

Help needs to be provided to set up a resource centre for European and French companies that covers environmental and social information. (CGT – France)

The development of standards for the content of social reports is necessary to ensure the constant comparability of the information produced; more detailed standards could be produced on a national basis, with the EU providing. (TUC – UK)

5.1.3 – Audits and verification

The logic underlying the call for a systematic European framework is all about verifying the quality of the information published by the company and hence the need for independent auditing mechanisms.

Provision needs to be made for premises and instruments for monitoring, means of verifying their correct application and examining the results. (CGIL – Italy)

Certification models and systems (for the information in question) must assess the procedure associated with the system before the results. Of course, the question "Who does the certifying?" presupposes that the answer must be an external body with no ties to any of the parties: the topic must be kept quite distinct from contracting parties to a code of ethics. (Italy)

The DGB (in line with the IG Metall) defines certain preconditions: CoCs can only claim credibility if monitoring and verification is conducted by an independent institution and/or a suitable management system in accordance with a pre-defined set of criteria.

Monitoring of CoCs must be:

· objective: carried out with clearly defined criteria and in accordance with set procedures;

· participative: involve participation by workforce representatives and their unions as well as NGOs (North and South);

· transparent: comprising the obligation to account to workers, customers and the public.

These criteria can be secured by negotiating binding agreements. (Germany)

…social reporting (independent verification and reporting tools) along with independent assessment to help ensure that statements are true and based on fact; there is also a need for minimum standards regarding content, to facilitate comparability. (TUC – UK)

Instruments and methods for verifying CSR must be defined. CSR can only be credible if it is verifiable, meaning that it can be checked. If companies' commitments aren't checked, they will be mere words. The best solution here would include both independent checks and worker participation. (CGT – France)

A representative EU/international platform should be urgently established, to develop not only a consensus on standards and structures, but also reporting, verification, auditing and accreditation tools (GMB – UK)

We believe it is of fundamental importance that CSR measures in corporations be monitored. (Austria)
The European unions should play an active role by defining shared approaches as regards verification, auditing and the submission of accounts. (Finland)

One organisation even went a significant step further in this connection, proposing that its methodology be disseminated among all ETUC affiliates.

The GPA Committee for Work and Techniques proposes that its "Social Audit" manifesto serve as the basis for furthering discussions with works councils and union officials, as well as with qualified public opinion. (GPA position paper "Soziales Audit. Zur Gestaltung betrieblicher Veränderungen" - The social audit: shaping changes at company level) (Austria)

The Austrian union has defined how an audit should be conducted by closely involving the internal partners and referring extensively to the unions. The professionalism of its approach has prompted us to reprint it in full here.

The social audit represents a new instrument of co-determination, quality control and guided support for processes of change within companies. The Social Audit instrument is on the agenda as a strategic trade union response to reform co-determination to adapt to the altered economic situation and changes in company management. (Austria)

1 - Stipulating general conditions

When introducing the social audit in a company, the general conditions for its realisation need to be stipulated at the outset. In this connection, global rules and bureaucratic procedures should be avoided; instead, priority must be given to opening up dialogue in the form of an agreement at company level which must include the following:

· An arrangement governing the principles, objectives and general conditions applying to the subject in question (e.g. defining objectives, a system of payment, staff development or patterns of work organisation).

· Selection and formulation of monitoring tools. Both are important, but a distinction must be made between the objective and subjective components. Consulting workers on how they perceive the impact of each measure is part of the subjective component, while the use made of reports and collation of information (e.g. statistics relating to time actually worked, completion of training, indications of salary, etc.) fall within the objective component.

· Determining the role played works councils in the process by setting up a joint management-labour support committee for example, consisting of representatives from both the management and the workforce, and defining its remit.

· Anchoring the social audit. This means deciding that audits will be carried out periodically and that management and the works council are obliged to agree on improvement measures in the event of departures from the agreed principles and objectives.

2 - Social audits and labour-management agreements

In terms of their structure, processes of change follow comparable models. In spite of everything, an astonishing array of paths and concrete solutions is available to us. Consequently, the company's systematisation of industrial relations is not rooted solely in an attempt to alter the way in which staff interests are represented, but is also the consequence of well-advanced corporate flexibility. Flexibility is primarily associated with patterns of work. However, it is much more than this, including additional factors such as flexibility in staff allocation, in the workplace, in salaries and in organisation.

Inter-company regulations on industrial relations are faced with a problem that many staff representatives have long been aware of at company level. It is often difficult to assess the outcome of a process of change. One has to await the expected results, and undesirable secondary effects only become apparent at a relatively late stage. In some situations both workers and employers fear losing out. Obviously, in principle it is the workers who, from the strategic point of view, find themselves in a difficult situation since the initiative for change within the company mostly stems from the management.

For this reason the social audit ought to be one element of the regulatory tool set out in a labour-management agreement, to ensure the monitoring of the process. It should also include the following general clauses:

· For typical changes at company level, the labour-management agreement could impose the social audit as a company agreement, e.g. for changes in work organisation and within the company, the introduction of new working methods, the introduction of rationalisation or automation measures of considerable significance, or for measures like the use of personal information, regulation on patterns of work and merit assessments.

· The audit can monitor new developments in the labour-management agreement in the light of the repercussions for the company. Its application would be significant for new payment schemes, e.g. with regard to grading criteria or re-grading systems, but also in the event of agreements on proposals for vocational training or regulations on work patterns.

The unions sought to respond to companies' adjustment of the co-determination arrangement regarding changes in their management and economic operation by including a social audit in their collective agreement. (Austria)

Verifying the definition of indicators and criteria, the relevance of data and the conditions under which information is gathered, on the one hand, and participation by the workers, their representatives, the people associated with monitoring them and the management, on the other hand, are two issues in the audit process on which European trade union organisations want to see progress made so that they can commit themselves properly to the CSR process.

5.1.4 – The role of staff and staff representatives in verification

Once the need for 'independent' verification had been identified, several proposals were made: (1) independent operators from among the employers, but with no further specification; (2) verifiers associated with the stakeholders via a federating structure; (3) more specific involvement of staff representatives from the companies themselves; (4) participation of the staff themselves in such a mechanism.

These 4 options with regard to the verification and checking process aren't mutually exclusive: 1 and 2 could be combined, for example, and any combination of 1 and/or 2 and 3 and 4 would be a possibility.

1 - independent operators, without further specification:

There is a need for independent verification monitored and verified on an ongoing basis and in a transparent manner. (TUC – UK)

2 - verifiers associated with the organisations: ILO or a coalition of NGOs, or even associated with European trade union organisations:

In this scenario, ETUC would demand to be the 'actor' in implementing verification, monitoring and audits by mobilising various players: the ILO, representative NGOs, unions and union experts.

It should identify an independent supervisory authority and links with bodies such as the ILO or relevant and authoritative NGOs. (Ireland)

The Corporate Responsibility (CORE) coalition was formed in response to the government's failure, in the Modernising Company Law White Paper, to specify rules requiring companies to be more transparent and be held accountable to their broader stakeholders. The founder members were human rights group Amnesty International, Christian Aid, Friends of the Earth, New Economics Foundation and Traidcraft. (UK)

Trade unions should set up a 'company monitor' which would investigate the behaviour of several multinationals and the implementation of the minimum standards laid down for CSR and accepted by the social partners within the framework of the social dialogue. (Hungary)

To provide a minimum of credibility, independent third parties (including participation by NGOs and trade unions) are to be incorporated in the development of CSR measures as well as involved their execution and monitoring. (Austria)

3 - A special place for trade union organisations:

Beyond the idea of an independent 'authority' for verification, monitoring and auditing, some organisations raise the question as to the role played by trade union organisations in companies in the process of preparing and verifying the information passed on by companies within the framework of CSR. However, the majority of organisations are not asking this question…yet.

Unfortunately, once again the two organisations note that all too frequently social balance sheets are drawn up unilaterally by companies, without workforce representatives being either involved or consulted. (Italy)

The involvement of workers' representatives in the adoption of CSR tools (formulating the content of codes of conduct, the social balance sheet and other reporting measures) must be stepped up to counteract unilateral, self-referential actions. (Italy)

Trade union organisations are demanding that they be allowed to play a monitoring role to counterbalance companies' freedom of action. (Italy)

Union involvement in the drafting of the annual report (New Economic Regulations Act, or "loi NRE") lends such reports greater credibility. (France)

The union recommends integrating it within the information and consultation procedures made obligatory by the EWC Directive (information and consultation), making CSR one of the issues that workers should be informed and consulted on. (GPMU – UK)

Fairly naturally, this remark extends to European Works Councils. Accordingly, by taking this dimension of EWCs into account, the demand that trade union organisations be involved in the process of verification, monitoring and auditing becomes more significant:

The UIL suggests that CSR be made one of the topics of information of European Works Councils. (Italy)

The European Works Councils should also serve to monitor the: 

1. Scope, 

2. quality, 

3. quantity, 

4. efficiency and 

5. practical implementation of CSR in a given multinational company, based on a European reference framework for CSR, and 

6. take part in the adaptation of the European reference framework to the reality faced by that company. (Hungary)

European managers are also starting to think about involving staff representatives in the verification, monitoring and auditing process:

After all, the commitment vis-à-vis the responsible management must be credible, which is why the company should be induced to report: negotiation (not consultation) in areas where its performance will be measured, the objectives to be attained, the resources available for achieving set objectives, an assessment of how they were achieved, and the right of the stakeholders, including management representatives to be allowed to evaluate and criticise a company's performance (whether in a positive or negative light). (Eurocadres)

This position was consolidated in discussions held at the Rome seminar:

The 'voluntary' dimension of CSR implies monitoring by trade union organisations, rather than the idea of a process of external sanctions (multilingual group)

The role played by trade union organisations in monitoring needs to be specified (English-speaking group)

4 - Ensuring staff involvement

The idea of involving staff themselves in the verification, monitoring and auditing process has not been fully developed, probably because thinking about the processes involved is still rather theoretical where most organisations are concerned.

On the other hand it is only natural that Austrian trade union movement which came up with a practical proposal on how to audit CSR should also have raised the issue of staff involvement in the process.

Involving the staff is vitally important for the audit process and can be planned in several ways. It may be appropriate to set up permanent working groups in every sector of the company to support the audit process. Alternatively, depending on what is required, involvement may consist of organising workshops with some sections of the workforce (e.g. with workers from external departments who are paid according to a variable salary system) with a view to informing them and encouraging workers to express their opinions.

Consulting workers, an essential part of any social audit, serves to draw out opinions from those concerned whilst at the same time having a stimulating, motivating effect. A questionnaire on workers' occupational circumstances makes them start to think, for they are questioned about and referred to certain issues. At the same time, this form of action makes workers understand that is they who are being questioned and that their responses and ultimately their commitment are important. Analysis of the survey results enables individuals to understand that they are not alone in their concerns and that others may be enduring similar working conditions. Generally speaking, this prompts internal discussion of the issue in question and raises awareness among staff.

Furthermore, involvement means that, after carrying out surveys for the social audit, workers can suggest corrections. In this way they get an opportunity to participate in organising company changes that will affect them.

It is essential to keep the workers informed and provide them with an opportunity to be heard in return, via e-mails or through a discussion forum. In practice, the first experiments in social audits have demonstrated that the works council becomes a major partner in the dialogue representing the workforce, that it can continually develop its skills and, through its stronger position, acquire growing influence over the ongoing process of change within the company. (Austria)

5.1.5 – Whistle-blowing

One apparently very particular topic was raised by Eurocadres, namely that of staff protection in the context of social responsibility. This topic had already been taken up by the Austrian trade union movement (see section 2.2.2 – shifting the burden of constraints onto workers). 

In fact, for multinational companies, mechanisms to combat fraud and corruption, or even joint interests (companies as a community) lead to systems for gaining information which necessitate the protection of the workers engaged in such 'self-verification' of the conduct of their seniors (managers, colleagues).

Where the protection of responsible behaviour is concerned, the unions must:

·  Protect whistle-blowers;

·  make sure that concerns and failure to  comply with requirements can be signalled to workforce representatives, works councils, etc., and that this is also done;

·  ensure that an enquiry into violations of environmental and soc9ial rights takes place;

·  follow up on any such enquiries (Eurocadres).

A legal framework has to be put in place for responsible action, especially to protect those who refuse to perform illegal tasks. To this end, we need a framework for responsible action. For example, a socio-ethical committee to encourage the discussion of societal and ethical questions would provide a possibility for suggesting responsible strategies and would boost the awareness of managerial staff. This might make representatives of the managerial staff take sides and call for a certain accountability, especially because of their multi-faceted loyalty. (Eurocadres)

5.2 – Contributing to 'development'

In the eyes of ETUC's affiliates, the approach taken on the basis of international North–South solidarity (see section 1.3) will lead to proposed contributions by CSR to the economic and social development of the countries in the South.

The debate at the Rome seminar has highlighted some contradictions within the trade union movement that are rather difficult to manage:

· Relocations favour industrial development in the South, but trigger painful restructuring in the North;

· CSR is currently a very 'European' mechanism, whereas the era of globalisation is upon us.

Four hard-and-fast proposals have been made by a limited number of organisations, though they are representative of many other European trade union organisations.

5.2.1 - References to be taken into account

Three constraining frameworks - fundamental ILO standards, the ILO Tripartite Declaration and the OECD Guidelines - are referred to as bases for the conduct of European companies with regard to their direct or indirect interests in the South.

Nonetheless, it seems to us that the organisations haven't really thought the question through and are expecting ETUC to come up with a minimum set of references to 'impose' in the framework of economic and trade relations with the South.

All the confederations mentioned the fundamental ILO standards and the ILO Tripartite Declaration as well as the OECD Guidelines. (Italy)

The FGTB/ABVV believes it could be interesting to find some way of enabling the ILO to monitor compliance with its standards, e.g. the ILO could be given the right to inspect those companies that said they were respecting its fundamental standards. (Belgium)

The TUAC would like to link the OECD Guidelines to the national financial and economic subsidies offered to companies.

The TUAC's approach leans heavily on the OECD Guidelines in the belief that they constitute and integral part of CSR and that they constitute an appropriate tool that must be made use of rather than creating new codes of conduct.

5.2.2 - Using the system of generalised preferences

European trade union organisations are not at all familiar with the commercial mechanism known as the 'system of generalised preferences'), except in the textile and clothing sector, the only one where this mechanism is actually put to use.

The textile federation also reiterates the importance of the system of generalised preferences adopted within the EU, which makes provision for more favourable customs duties to be levied on products from developing countries that were manufactured respecting fundamental the ILO's fundamental standards. This instrument, while having no pretensions to being perfect overall, nonetheless promotes the stimulation of labour laws in those countries that do not sufficiently commit themselves to companies' adoption of decent working conditions. According to the federations in this category, this system ought to be spread to Italy's bilateral trade agreements.

5.2.3 – Making export credits conditional on efforts in the social sector

Another mechanism with which trade union organisations are not that well acquainted, and which is implemented more in some European countries than in others involves social rules associated with export credits which favour 'socially responsible' investment.

Governments and the EU should take into account ethical, social and environmental criteria when granting public subsidies. The provision of investment subsidies or export guarantees could be linked to companies' policy on human rights. (Germany)

Developing countries can be helped by adopting a law on exports (aid awarded to companies which undertake to comply with OECD Guidelines), at the same time setting up an information centre focussing on CSR, a platform bringing together the employers, unions and NGOs. (The Netherlands)

5.2.4 - Developing a system of local control, including with NGOs

Another line of attack that has been proposed would entail qualifying local actors to verify, monitor and audit, so as to get round the weakness of labour inspections and trade union representation.

The trade unions can act as monitors of labour-related issues. In countries with no established trade unions, cooperation with NGOs can play the unions' role. The same applies if both basic legislation and agreements are lacking: organisations like trade unions and NGOs can adopt the role of monitors. (Finland)

International networks and information flows should be created and enhanced, resulting in international agreements and rules, as well as agreements with MNEs, that would complement national collective agreements. (Finland)
5.3 – Dissemination of CSR

In Chapter 1 the trade union organisations stated that they knew little about the concept of CSR, and pointed out that internally it was still a topic reserved for an elite.

Sectoral federations have a vast amount to learn about CSR issues. (FGTB/ABVV – Belgium)

All the working groups at the Rome seminar stressed the need for ETUC to take action in this area.

The social partners must be trained in CSR issues with a view to forming a comprehensive framework. (English-speaking group)

Dissemination within national organisations is essential. (French-speaking group)

The unions must take steps to ensure that European organisations are more aware of this issue, especially in the Central and Eastern European countries. (multilingual group)

One example of such dissemination is given below (Unison Scotland):

A 'responsible' union

Unison Scotland has itself attempted to follow CSR principles, as both an organisation which makes policy decisions that have an impact, and as a consumer of goods and services. At an organisational level, this has included work in policy making, equal opportunities, environmental issues, work/life balance, training and career development, and striving to achieve Investors in People status, which recognises achievements in human resource management.

As a consumer of services this has included: disability access in venues and transport, equal opportunities, ethical products (including fair trade products), and smoking policies. (Unison Scotland)

ETUC's member organisations have already taken steps in-house to prepare information for in-house consumption (5.3.1), but they expect even more in terms of training at European level.

5.3.1 – Dissemination of CSR via the trade union movement

ETUC could capitalise on the efforts at dissemination made by a wide range of organisations, putting it in a position to publish an information guide on CSR issues in the near future.

The CISL and the UIL are the two organisations most determined to actively promote efforts to raise awareness and to develop the capacity for managing the main CSR tools (Broad Economic Policy Guidelines, ILO Declaration, European framework agreement). (Italy)
The confederation also publishes numerous brochures, fact files, etc. contributing to the in-house debate, primarily within companies and EWCs. The confederation's aim is to raise awareness of CSR at all levels, including among the general public. The confederation disseminates tools to union delegates and CSR is examined at training courses taken by delegates. (CSC/ACV – Belgium.

The trade unions also cooperate with schools, colleges and universities to increase students' knowledge of CSR. For instance, the unions organise lectures at various educational institutions, provide teachers with up-to-date information on CSR and put them in touch with CSR experts. The trade unions have also issued a series of publications. In fact, the latest book published was about CSR. It has been distributed to various parties, including vocational training institutions. (Finland)

FNV has initiated several measures focusing on CSR. Among other things, it has produced a brochure on how to establish a code of conduct based on the OECD Guidelines, ILO standards, labour law and trade union rights. (The Netherlands)

5.3.2 – Trade union training

In addition to ensuring consistency in widely disseminated educational information, the organisations would like to see the development of consistent and coherent trade union training at European level which could then be transferred to national level.

FNV is of the opinion that training at European level can play an important role and allow ETUC to delineate its stance more clearly. (The Netherlands)

It is necessary to prepare learning materias on the issue, make sure that the topic is built into trade union training and education, and ensure that it is covered in the trade union press and publications - even before a national reference framework is created. (Hungary)

The priority is given to disseminating the concept of CSR. (France)

Teams in companies must learn more about CSR – and that means training. (France)

A large-scale training effort is essential, be it in terms of tools, expertise, or assistance in the form of support. (CFDT – France)

In particular NSZZ Solidarność is likely to introduce CSR as a topic of training courses dispensed by its unit Dział Szkoleń Komisji Krajowej NSZZ Solidarność. (Poland)

This issue was forcefully reiterated at the seminars held in Rome and Brussels.

5.4 – Special nature of SMEs

The European Multi-Stakeholder Forum has created a round table on CSR in small and medium-sized enterprises (SMEs). In fact, there is a debate within the European union movement on where CSR stands with respect to the special characteristics of companies , depending on their size.

5.4.1 – CSR = Multinationals

Some organisations are of the opinion that CSR is mainly an issue for large multinationals. This position has nothing to do with the fact that CSR is viewed by these organisations as a challenge brought on by globalisation, but rather as a problem of appropriateness impacting mainly on enterprises.

When asked to state which companies are more affected by CSR, unions almost always say 'multinationals' or large companies. (Italy)

The CSC/ACV is of the opinion that CSR is primarily a concern for multinationals (CSC/ACV – Belgium)

5.4.2 – A role for SMEs

Although SMEs also have a role to play where CSR is concerned, the trade union organisations find it more difficult to identify how CSR specifically relates to SMEs. There are two reasons for this: the relative absence of unions within SMEs, and claims that many small companies already fail to comply with legislation anyway.

SMEs face problems such as poor union representation. Many SMEs do not measure up to the legislation, which means that CSR is not a priority for them. (CSC/ACV – Belgium)

SMEs actually play a joint role in the country via various forms of coexistence and cooperation. Consequently, the union must develop consistent strategies by using uniform tools to clearly stipulate what CSR means in these kinds of companies. (Italy)
Some small companies, which have arisen as a result of privatising individual parts of what were formerly state-owned enterprises, tend to ignore trade unions' rights of association and collective bargaining. (Bulgaria)
5.4.3 – Relationship between SMEs and large companies

One key theme is underscored by the CSC/ACV in Belgium: the relationship between SMEs and large companies as a CSR issue faced by large companies.

The CSC/ACV is of the opinion that MNEs which support SMEs on certain projects are taking good initiatives. (CSC/ACV – Belgium)

The CSC/ACV notes that a significant number of large companies 'get rid of' whatever bothers them, e.g. restrictive rules, by shifting a growing amount of their responsibility to SMEs. (CSC/ACV – Belgium)

This concept of overall consistency of CSR concludes the list of remarks and expectations which organisations might have with regard to the future of CSR and their involvement in its development.







Contribute to social security and equal treatment of citizens








Boost competitiveness 





Areas of corpo- rate responsibility





Protect staff's working conditions and opportunities for development





Create good products and service





Contribute financially to society's functioning





Secure sustainable environment and protection of natural resources








� This is especially true for CSR-related incentives and instruments, such as rating, labelling, codes of conduct and Socially Responsible Investment which only have a short tradition in Germany.


� This is particularly true of the incentives and instruments of CSR such as assessment, labelling, codes of conduct and socially responsible investments, of which there is no long-standing tradition in Germany.


� The priority issues in CSR which are currently unilaterally determined by company managements and which the unions (as primary stakeholders) would like to discuss and negotiate with a view to setting a multiannual programme: this is the main meaning of the key topics of 'collective bargaining' and the 'dialogue with institutions representing staff' included in the table (see section 3.3).


� By contrast, no mention is made of the Economic and Social Committee, which has after all played a dynamic role in recent years.
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