UNI EUROPA DECLARATION ON WORKING TIME AND COLLECTIVE BARGAINING
REMARKS BY OTOE
1. In the general context of the approach, we should take into consideration that new technologies and new forms of work organization and hiring tend to move away from measuring the worker's physical presence at the workplace (classical approach of working time), attaching more importance to the outcome of each employee's work.

This is a strong overturning trend, strengthened by the use of appraisal systems based on individual scorecards etc, corresponding to project based pay systems, or outcome based, etc., as well as the work of third parties, co-operating with the company (eg subcontracting, domestic or off-shore platforms), housework, nomadic work, etc.

Nowadays, more than ever before, the industrial relationships of "ordinary employees" within a company and the industrial relationships of informal workers, employed or non-obviously employed, "on the outskirts" or beyond, are communicating vessels.

Therefore, if we want to have a positive impact on working time, we have to intervene substantially in the whole range of these upheavals, by means of:

· A decisive rejection of both individualized target performance appraisal systems and "evaluative" pay systems based on individual quantitative targets (because they alter and distort the very nature of the employment relationship by transferring business risk on the employee, boosting stress, fueling individual competition, violations of contracts and rules, as well as discrimination, while generally prolonging working time or expanding it in an uncontrolled way and outside the workplace, expropriating the employee's unpaid working time outside the company's premises)
· A drastic limitation of both outsourcing and nomadic work, as well as of the incentives for employers to have recourse to these forms (substantial improvement in terms of remuneration and social security of informal-casual workers, abolition of "zero hours" contracts, see also related UNI positions), whenever "normal" employees inside the company are pushing for improvements in working time.
· drastic restriction or prohibition of any excess (overwork, overtime) of the contractual working hours for workers in sectors- industries - economies
· with high unemployment

· and / or where there have been significant redundancies,

· predominantly in most affected categories of workers and  who are systematically considered "redundant" by the employers themselves.
2. The proposal to reduce working time without any loss of salary is a reasonable means of rewarding the increased productivity brought about by the effective use of work in combination with new technologies, but also as a means of protection and / or creation of new employment, provided that we have effectively responded to the issues aforementioned in point (1 ).

We must take into account however, the differences between countries and sectors. It is likely that in some countries / sectors where extremely low wages prevail, reducing working time without any loss of salary may not be a viable priority for employees, and that they prefer instead any productivity gains to be given in the form of increased wages rather than in free time.
3. Based on what we pointed out in (1), a comprehensive intervention is needed to ensure that Working Time Reduction without any loss of salary will be real and effective, that it will not be addressed to a few and that it will not trigger new outsourcing.
For this reason, the Declaration should give a clearer and greater emphasis on the need to regulate this issue through multi-employer collective agreements (sectoral / industry level) to cover for the most part the entire range of businesses and their subcontractors, ensuring appropriate and uniform minimum labor rights.
In the era of increased cross-company interconnections, we do not consider company level collective agreements to be adequate, if they are not combined with wider collective agreements that regulate the industry-wide collaborations of the company. This should, in our opinion, be highlighted in the Declaration.
In order to avoid social dumping, exacerbation of inequalities and failure to monitor the implementation of the collectively agreed rules, we need wide range safeguards by sector or industry. Such safeguards can only be provided by cross-company collective agreements, otherwise we will strive to fill up a bottomless pit.

4. OTOE's experience from the Working Time Reduction without any loss of salary achieved at the end of the 1990s in the banking sector has highlighted many issues, both qualitative and quantitative, making also use of a bilateral agreed pilot application scheme before being universally applied in the industry.

A key issue is that we can not "share" working time uniformly between heterogeneous jobs, skills and job responsibilities. The reduction should be designed on the basis of relatively homogeneous groups of employees or executives, possibly with different working time reduction menus for each category. For example, another scheme for executives (eg. a 4-day week, with adequate deputizing on the 5th day), another for simple employees, or even a different one for lacking specilizations. It would be useful to register and monitor the available EU good practice in this field, adapted to the new circumstances.
In any case, what should be explicitly excluded in the text of the Declaration is any transition from "working time sharing " to "job sharing", hence to a  Working Time Reduction with a reduction in earnings. The latter is a well-known favourite employer's practice, which brings up significant productivity gains for the employer. Additionally, we estimate that part-time work should be made more expensive per hour, compared to full time work, which was in force by law before the bail-out agreement in Greece, in the sense that flexibility, in particular when serving the employer, should be paid with a reasonable increase .
5. Respectively, we should pay particular attention when referring to the "life-cycle" of employees as an argument for the flexible response of Working Time Reduction to their particular needs. Certainly, the specificities of each age category must be taken into account in the claim of Working Time Reduction without any loss of salary for all.

To date, however, in the name of "creating value for businesses", many employers are developing unprecedented old-age racism and sex discrimination against women, using these special needs as an alibi. For example, special Working Time Reduction schemes for older workers should not legitimize the widely observed pressure exerted by employers for transition to part-time work or to harmful/damaging pre-retirement schemes against them. These can have serious consequences for both the income and the amount of pension that workers will eventually receive, especially in countries where drastic monetary cuts on pensions have already taken place, such as Greece.
6. Finally, the importance of lifelong learning is properly highlighted in the text. It would be nevertheless useful to emphasize perfectly clear that, especially in the new circumstances of widespread use of new technologies, at the employer's discretion, this education is a right of the employee and an obligation of the employer - and not vice versa.
On this basis, we consider it necessary to ensure that training time is recognized, insured and remunerated by the employer as a normal working time, with possible subsidies, where appropriate, in particular of the respective social security contributions, through State and Community funds.

Finally, it would be useful to incorporate on the Declaration text the proposal to set up tripartite or bilateral national and sectoral/industrial Lifelong Learning Funds, at the expense of employers but also financed by Community funds, focused on training and skills' upgrading needs, associated with Artificial Intelligence and new digital technologies application.
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