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The French steel industry 
 
 
The steel plants in France are located as indicated:  
 
 

 
 
 
 
 
Workers in the iron and steel industry (not including primary processing and tubes) NAF 27.1  
 
 1980 1993 1995 1998 2001 2002 2003 2004 
Eurostat  41,215   34,930    
Eurofer    38,000 37,000 34,400   
SESSI 139,900  43,057  33,466  39,062 35,122 
 
 
Crude steel production (thousand metric tonnes)  
 1993 1994 2000 2002 2003 2004 2005 
IISI  18,031 20,954 20,258 19,758 20,770  
Eurostat 17,110 18,025 21,001 20,502    
Eurofer   20,955 20,261 19,758 20,770 19,281 
SESSI        
 
France produced 10.7% of the EU’s crude steel production in 2004 (Eurofer, 12.3% in 2003) and 
was the third largest European producer after Germany and Italy. 



 6

2004 Production 61% oxygen, 39% electric (IISI) 
 
 
Production of Ingots, continuously cast products and liquid steel for casting 2002 (1000 t) 
 Ingots CC LCI 
Eurostat & IISI 708 19,547 247 
 
 
The French steel industry concentrates mostly on flat products (76% of French production in 2000, 
the third largest producer in the EU in 2002 after Germany and Italy), and coated sheets for the 
automobile and construction industries (second largest producer in the EU in 2002, after 
Germany).  
 
 
Apparent consumption of crude steel (thousand metric tonnes) 
1994 1995 1996 1997 1998 1999 2000 2001 2002 2003 2004 
16,019 17,063 15,422 17,233 19,419 19,233 20,729 18,495 18,202 16,740 18,726 
(IISI) 
 
Apparent consumption of finished steel (thousand metric tonnes) 
 
1994 1995 1996 1997 1998 1999 2000 2001 2002 2003 2004 
14,364 15,291 13,827 15,457 17,413 17,265 18,596 16,585 16,366 15,046 17,392 
(IISI) 
 
There are 42 steel companies with more than 20 employees in France. The 10 largest are: 
 

SOLLAC ATLANTIQUE/ CHEZ SOLLAC LORRAINE 5 857 
SOLLAC LORRAINE 4 048 
UGINE ET ALZ FRANCE 3 457 
SOLLAC MEDITERRANEE 3 384 
ASCOMETAL 3 037 
UGITECH SA 1 899 
ARCELOR PACKAGING INTERNATIONAL 1 860 
MITTAL STEEL GANDRANGE SA 907 
IMPHY ALLOYS 862 
INDUSTEEL CREUSOT 780 

(http://www.industrie.gouv.fr/sessi/) 
 
 

Largest company : Arcelor  

http://www.industrie.gouv.fr/sessi/
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Of the ten largest steel companies companies listed above, only Mittal Steel and Ascometal do not 
belong to Arcelor. 
 
IISI:  
 

1. Largest crude steel producer in the world in 2004 (46.9 million tonnes). Overtaken by Mittal 
Steel in 2005. 

2. Total workforce 2004:  94,601 
3. Workforce in France in 2004 : 28,333 
 

There was a reduction of 3,608 jobs in France between 31 December 2001 and 30 June 2004. 
 

Other companies: 
 
Ascometal is the second largest steel company in France. It specialises in special steel long 
products. Since 1999 it has become part of the Lucchini Group. In total Ascometal has 3074 
employees, with 6 production plants all located in the east of France. 
 
 

Socio-demographics of the French steel industry 
 
a) Gender 
 
Metalworking and foundry sector1 
 

Number of workers 2003:     121,622 
Female workers (2000-2002):     13.2% 
Managers who are women (2000-2002):    ns (non-significatif) 
Intermediary professions occupied by women (2000-2002): 13% 
Non-manual workers who are women (2000-2002):  ns (non-significatif) 
Skilled manual workers who are women (2000-2002):  7% 
Unskilled manual workers who are women (2000-2002):  16% 

 
 
2000-2002 percentages of female workers who are in: 
 

Management:   ns (non-significatif) 
Intermediary professions: 25% 
Non-manual work:  30% 
Skilled manual work:  23% 
Unskilled manual work:  18% 

                                                 
1 Source: CEREQ (Centre of Research on Qualifications) 
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Qualification level2 2000-2002 
      % of men  % of women 

Level I, II and III (most qualified):  14   19 
Level VI (least qualified):   38   42 
 

  
2000-2002   Men  Women 
Aged less than 30  91%  9% 
Aged 30-49   87%  13% 
Aged 50+   85%  15% 

 
 
 
Company level 
 
Percentage of female workers at Arcelor France = 11.19 % in 2003. 
Percentage of women in executive positions in Arcelor as a whole = 7% (data for France not 
supplied). 
 
 
b) Age 
 
Metalworking and foundry sector3 
 
Qualification level 2000-2002 
 
     % of under 30s  % of 30-49 % of 50+ 
Level I, II and II (most qualified):   25%       16%      7% 
Level VI (least qualified):       17%       35%      57% 
 
 
Company level 
 
Data for Arcelor 2003 : 
 
16 - 24 yrs  4 % 
25 - 35 yrs 12 % 
36 - 45 yrs 16 % 
46 - 55 yrs 42 % 
56+            26 % 
                                                 
2 Level I and II: degree, masters, PhD, etc. Level III: bac+2 (upper secondary + 2 years). Level IV: upper secondary. 
Level V: post secondary VET qualification. Level VI: secondary school education. 
3 CEREQ (Centre of Research on Qualifications) 
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c) Ethnicity 
 
No sector level data. 
 
It is illegal to collect data on the ethnicity of employees, Arcelor collects data only for the category 
of expatriated workers, i.e. employees sent from an Arcelor site in one country to work in an 
Arcelor site in another country.  
 
 
d) Disability 
 
No sector level data. 
 
By law, companies in France with more than 20 employees must employ a minimum of 6 % 
disabled workers or pay a fine (data for Arcelor France not supplied). 
For Arcelor as a whole (globally), 4.2 % of workers were disabled in 2003. 
 
 
e) Nationality 
 
No sector level data. 
 
Arcelor collects data only for the category of expatriated workers, i.e. employees sent from an 
Arcelor site in one country to work in an Arcelor site in another country. At plant level data is 
collected on nationality. 
 
 
f) Assessment 
 
68% of Arcelor workers in France are over 45 years of age! The workforce is predictably 
overwhelmingly male. The situation regarding the ethnic mix of the workforce is unknown but it is 
clear that there is a minority of workers of north African descent who are mostly unqualified and in 
low-skilled jobs. The number of disabled employees is relatively high by French standards, possibly 
due to workplace accidents. 
In the metalworking sector as a whole there are few women and the majority of them have the 
lowest level of qualification (level VI). The majority of women are in non-manual work. Although the 
absolute number of men with the highest levels of qualification by far exceeds the number of 
women, the proportion of women with level I, II and III is higher than that for men. Most young 
workers in the metalworking sector are highly qualified, whereas most workers over 50 have no 
qualifications at all. A substantial percentage (35%) of the biggest age group (30-49) also has no 
qualifications. 
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Equal Opportunities in the French Steel industry 
 
a) Equal Opportunities Policy 
 
“The legal principle of non-discrimination is foreign to the French legal tradition and conflicts in 
some respects with the principle of equality as enshrined in French public law. The universalistic 
conception of equality is inseparable from the French conception of democracy, which affirms that 
the law, as the expression of the general will, should be identical for all and solely and exclusively 
authoritative with regard to the rights and duties of citizens.  
 
In French law, as interpreted by both the administrative and constitutional courts, rules are judged 
to meet the requirement of equality if they are the same for all. In theory, exceptions to the 
generality of the law are by their very nature illegal and the principle of equality is exhaustively 
expressed by equality before the law. 
 
Specifically, no circumstances are considered to justify differential treatment on grounds of ‘race’ or 
‘origin’. In its case law, the Constitutional Council has recognized only the French people, without 
distinction of origin, “race” or religion, and the law has consistently refused to admit such criteria as 
legal categories. Thus, no section of the French population may claim to be a ‘people’, a ‘minority’, 
or a ‘group’, with cultural or other rights attaching to such status. The law grants to all individuals, 
and to their beliefs and allegiances, its uniform and impartial protection, but does so solely to them 
as individuals. For legal purposes, groups defined by such beliefs or allegiances simply do not 
exist. 
 
As a consequence, France has systematically rejected clauses in international conventions or 
declarations that imply that individuals should be granted rights on the basis of their membership of 
a minority, thus constituting a legal category on the basis of origin. The most important recent case 
concerned the Framework Convention for the Protection of National Minorities drawn up by the 
Council of Europe, which commits signatory states to the recognition of national minorities. The 
Conseil d’État considered, in its advice to the government of July 6th 1995, that the Convention was 
incompatible with the Constitution. 
 
In recognizing and addressing racism and discrimination, French policy must therefore work within 
the differential categories that are judged to be legally and philosophically acceptable. It is as poor, 
young, or old people, as women, as inhabitants of socially deprived areas, and so on, that the 
victims of racism and discrimination may benefit indirectly from programs that may, indeed, be 
defined with their specific concerns in mind. What is both legally impossible and socially 
unacceptable, on the other hand, is to design policies that explicitly target beneficiaries in terms of 
their ‘origin’, their ‘identity’ or their ‘ethnic group’. 
 
 
French positive action, as it has been conceived by the jurisprudence of the Conseil d’Etat, is 
based on neutral and general grounds of distinction such as sex, disability, territory or 
socioeconomic condition. France does not enforce such programs in terms of ‘race’ or origin. 
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Nevertheless, the criteria of socio-economic condition and territory are means to indirectly target 
discriminations based on origin. In this context, some specialists regard some recent equal 
opportunity policies as promoting a ‘differentialist’ approach, leading to indirectly implementing 
quota or targeting systems that are deliberately designed in formally neutral terms but in such a 
way as to take account of the social reality of ‘origin’. 
 
2004 marks a turning point in terms of national focus on the issue of racial discrimination and 
positive action. Lobbying groups are organising within the political parties, publishing reports and 
organizing debates.”4 The most publicised of these reports was published in May 2004 by the 
Discrimination Observatory and revealed that “[racial] discrimination of unimagined amplitude” 
pervades recruitment practices in France: Tests using identical CVs revealed that only 5% of 
recruiters invited candidates of Maghreb origin for an interview in comparison to 30% for “standard 
white-skinned candidates”. Contrary to what is generally believed, racial and ethnic discrimination 
is even more marked in the case of those with high qualifications (up to bac+5), where there are 3-
4 times more non-EU foreigners unemployed than there are French unemployed. Patronymic 
names and addresses of candidates on CVs are also often discriminated against; CVs are 
frequently rejected for example because the candidate lives in a ZUS (Sensitive Urban Zone). 
 
“In November 2004, the Court of Auditors published a report entitled 'The reception of immigrants 
and the integration of immigrant-descended groups' (L’accueil des immigrants et l’intégration des 
populations issues de l’immigration), which is critical of France’s integration policies. The report 
describes 'a crisis situation' that is not the result of immigration but of 'the way in which immigration 
has been handled', claiming a partial failure of the French model of integration... The document 
examines the social predicament of immigrants and attempts to evaluate the efficiency of public 
policies. With a 'general impression that the results of the efforts made are unimpressive', three 
areas - housing, schools and employment - are seen as particularly illustrative of stumbling 
blocks... As for employment, 'a major factor in integration', no crucial strategy has been set out, the 
report states.” 
 (http://www.eiro.eurofound.ie/2004/12/feature/fr0412103f.html) 
  
 
Employers’ Diversity Charter 
 
Originally signed by 40 of France’s largest companies (including Arcelor) in October 2004, the 
Charter has now been signed by over 240 French companies who commit themselves to: 
 

1. Sensitise and inform their managers and workers involved in recruitment, training 
and career management about the issues of non-discrimination and diversity. 

2. Respect and promote the application of the principle of non-discrimination in all its 
forms and at all stages of human resources management, which are notably 
recruitment, training, advancement or promotion of workers. 

3. Seek to reflect the diversity of French society and notably its cultural and ethnic 
diversity in our workforce at all levels of qualification. 

                                                 
4 Report on measures to combat discrimination, Directives 2000/43/EC and 2000/78/EC, Country Report France, 
Sophie Latraverse, December 2004 
 http://europa.eu.int/comm/employment_social/fundamental_rights/pdf/legnet/frrep05_en.pdf 

http://www.eiro.eurofound.ie/2004/12/feature/fr0412103f.html
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4. Communicate amongst all of our workers our commitment to non-discrimination 
and diversity, and inform about the practical results of this commitment. 

5. Make the elaboration and implementation of the diversity policy a subject of 
dialogue with workers representatives. 

6. Include in annual reports a descriptive chapter on our commitment to non-
discrimination and diversity: implementation actions, practices and results. 

 
 
Trade Union Charter for Equal Treatment, non-discrimination and diversity, (January 2005) 
 

• Rejects quotas as they can be counter-productive in reinforcing racism and 
discrimination. 

• Calls on signatories of employers’ Diversity Charter to implement the Charter by 
concluding agreements with trade unions.  

• Demands negotiations at national level on equal treatment, non-discrimination and 
diversity in employment.  

• Calls on its members to negotiate and promote agreements at enterprise level. 
 
 
Collection of data on national, ethnic and racial origin 
 
The collection of such data is currently prohibited. The French Office for Data protection therefore 
formed a working group and published in July 2005 a number of recommendations in relation to 
monitoring discrimination and tools which and should be used to combat discrimination in the 
workplace. 
 
Fauroux Commission Report on the Combat against Ethnic Discrimination in the Workplace, July 
2005 
 
The report stresses that trade unions have not been sufficiently involved in resolving discrimination 
in employment and that any development of practices to improve diversity in the workplace must 
benefit from tools allowing audits and impact analysis. 
 
The riots in the Paris suburbs which began in late 2005 and spread to the suburbs of most major 
cities have triggered an intense debate throughout the country on the subject of ‘Diversity’. The 
government has made many promises and many regional employers associations are engaging 
themselves by organising events to share best practices. 
  
Negotiations on ‘Diversity’ began on 1 February 2006. It appears that the focus of these 
negotiations will be racial equality and ‘cultural diversity’. 
 
New Equal Opportunities Law, passed 9 March 2006 
 
The draft version of this law was presented on 11 January 2006 as a result of the above-mentioned 
unrest throughout France. The bill was treated as ‘urgent’ and passed in record time, not, however, 
without considerable opposition. The opposition (large demonstrations throughout the country 
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particularly by students) was against the introduction of a new contract ‘First Job Contract’ whose 
aim is to introduce more flexibility for employers to recruit young people by extending the usual 
three month trial period to two years. Trade unions and students have protested heavily against the 
increased precariousness that this contract will result in for young people. 
Other aspects of the law include: the introduction of a dual apprenticeship system, based on the 
German one, from the age of 14; aid for particularly deprived areas; reduction in family allowances 
for parents who allow their children to truant; reinforcement of the powers of the HALDE (see 
below). 
 
 
2001 Law on measures to combat discrimination  
 
Despite considerable provisions in the Labour and Penal Codes on measures to combat 
discrimination, dispute procedures remain rare due to the difficulty of proving that discrimination 
has taken place. The 2001 Law on measures to combat discrimination is intended to make 
establishing discriminatory facts and going to court easier by increasing the powers of labour 
inspectors and allowing trade unions to represent victims in court. The law extends the list of 
discriminatory acts to include sexual orientation, physical appearance, patronymic name and age. 
It has since been extended further to cover also the rental of accommodation. It calls on social 
partners to negotiate sector agreements on racial and ethnic discrimination, requiring sector 
agreements to contain proposals on how to campaign against discrimination if they are to be 
approved. However, despite many unilateral and bilateral initiatives and projects, no sector 
agreements have yet been signed, although there are some famous company level agreements, 
such as Renault.  
 
HALDE: “High Authority to Combat Discrimination and Promote Equality”, inaugurated February 
2005, single authority to handle all claims of discrimination on grounds of ethnicity, religion, gender, 
convictions, disability, age, health and sexual orientation, granted significant powers of intervention 
and operational funding. roles: dealing with individual claims; acting as a contact point for victims of 
discrimination; playing an advisory role; taking cases to court; helping victims to mount cases; 
implementing pro-equality promotional programmes; and conducting research in order to 
understand the phenomena of discrimination, by carrying out statistical monitoring, drawing 
together existing research and running seminars. 
The law establishing the HALDE also introduces legislation against homophobia: Provocation to 
hatred or violence on grounds of sexual orientation or disability has become a criminal offence 
punishable by prison. 
 
“The protection of plaintiffs and witnesses against reprisals is still inadequate, since, with respect to 
plaintiff, it covers only disciplinary action or dismissal by the employer (rather than any reprisal that 
he may effect) and places the burden of proof on the employee.”5 
 

                                                 
5 Report on measures to combat discrimination, Directives 2000/43/EC and 2000/78/EC, Country Report France, 
Sophie Latraverse, December 2004, p.5. 
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Laws on sexual and moral harassment  
 
1992: Introduction of law on sexual harassment at work. 
2002: The Social modernisation Law introduces provisions to combat moral, psychological and 
sexual harassment at work. 
According to the Law of January 17, 2002, moral harassment covers « repeated acts which result 
in a degradation of working conditions such as to alter ones benefit of ones rights or dignity, to alter 
one’s physical or psychological health or to jeopardise one’s professional future.” 
 
In labour law an employee’s superior and the employer will support liability for actions of their 
subordinates in situations of discrimination and harassment. In addition, the law creates an 
obligation on the part of the employer to take all necessary measures to put an end to harassment 
in the workplace. 
 
Genisson Law 2001  
 
Introduces the obligatory integration of gender equality into annual collective agreements on pay, 
working time and work organisation (obligation to negotiate every three years at sector level). The 
basis for the negotiations is an obligatory comparative report on the situation of men and women in 
the enterprise. However, only 27% of enterprises with more than 50 workers have organised 
negotiations on gender equality and only 30% have produced the comparative report. Enterprises 
with more than 200 employees must establish an “Equal opportunities committee charged with 
preparing the discussions within the Works Council”. The lack of implementation or enforcement of 
the Genisson law led to negotiations between the social partners resulting in the: 
 
National intersectoral agreement on gender equality 2004. 
 
“The intersectoral agreement on gender equality in employment… adds to existing legislation by 
focusing on specific themes and methods. For example, motherhood should not hinder a woman’s 
career, and to ensure this, a link with the company must be maintained during the period of 
maternity leave, while the employer must offer a special interview before and after the period of 
leave. Furthermore, the agreement provides that: unjustified gender-based pay discrepancies must 
be corrected; the stereotypes surrounding employment areas thought of as 'women’s work' should 
be tackled; and access to training must be the same for everyone. The accord also aims to guide 
women's choice of careers towards flourishing sectors and ensure gender balance in recruitment 
and career development. 
 
The agreement has no statistical targets or sanctions, as its goal is simply to lay down parameters 
for future sector and company-level bargaining. It is a framework agreement that must be adapted 
at sector and company levels. It was supplemented by a jointly-drafted letter sent to the 
government, since some of the agreement’s provisions require state intervention.” 
(http://www.eiro.eurofound.ie/2004/04/feature/fr0404104f.html). By 2005 12 company level 
agreements had been signed, three of which referred explicitly to the national intersectoral 
agreement. 
 

http://www.eiro.eurofound.ie/2004/04/feature/fr0404104f.html
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New law on equal pay (February 2006)  
 
The aim of this law is to achieve equal pay in both the private and public sectors by 2010. The 
government intends the law to go further than the national intersectoral agreement by obliging 
enterprises to set quantified targets. As well as equal pay, the law has three other aims: ensure 
that maternity does not create disadvantages either with respect to pay or career progression, 
guarantee women’s rights to vocational training, and enable women to access positions of 
responsibility.  
 
The Socialists say the new law would not be necessary if the government used labour inspectors to 
enforce the Genisson law. 
 
New Government Family-Friendly Policies 
 
In September 2005 the Government announced several new ‘family-friendly’ policies, including a 
mini-reform of paid parental leave. The current paid leave arrangement has been much criticised 
because it runs the risk of distancing the parent concerned (in 98% of cases, the mother) from the 
labour market, and for its effect of reinforcing inequalities, which has been demonstrated by 
numerous surveys. The new reform offers more parental leave allowance to parents who reduce 
their parental leave from the current three years to 12 months. However, “Government policy 
remains in line with previous measures, which aim to reduce the official unemployment rate 
through continuing incentives to low-skilled women to give up work in favour of long parental leave 
periods; priority being given to forms of individual child-care above collective ones; and lastly, an 
emphasis through tax cuts and tax credits on middle-income and well-off families, with poor 
families seemingly left to their own devices.”6 
 
Paternity leave 
 
In 2002, an additional 11 days were added to the three days paternity leave for the birth or 
adoption of a child (18 days in cases of multiple births or adoptions) already inscribed in the Labour 
Code. Studies showed that the right to paternity leave was not widely taken up in its first year, often 
due to fear of employers’ reactions for workers in unstable employment. However, over 40% of 
fathers took paternity leave in 2003. 
 
Gender Equality label 
 
Introduced January 2005. Awarded for three years by a tripartite committee (5 trade union 
representatives, five employers’ representatives, 5 representatives from the Department of 
Women’s Rights). The Minister for Gender Equality and Equal Employment is currently carrying out 
a Tour de France accompanied by social partner representatives to find companies which merit the 
label. 
Prerequisite of the label: an agreement negotiated and signed at enterprise level between 
management and labour. The label is awarded for the best equality performances in terms of 

                                                 
6 www.eiro.eurofound.eu.int/print/2005/11feature/fr0511103f.html 
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equality-at-work actions in HR management, women in decision-making, and balancing work and 
family in a professional structure. 
 
Gender Equality Charter 
 
Three-year action plan where ministerial departments, local and regional authorities, economic and 
social partners, and major civil networks have formulated over 300 proposals for action to be 
undertaken to achieve greater gender equality. According to the evaluation after one year by the 
government, 15% of the objectives have been attained and another 37% are being realised. 
 
Law on equal opportunities for disabled people, February 2005 (comes into force 1 January 2006):  
 
The law transfers disability from the domain of social assistance and charity to that of social 
protection. It obliges the employer to take the appropriate measures to facilitate the employment of 
a disabled candidate, including flexible working time for workers taking care of disabled relatives. 
The obligation in the private sector for companies to employ a minimum of 6% disabled people 
remains, the fine imposed on companies which do not meet the 6% rises, however, from 500 to 
1,500 times the statutory hourly minimum wage (7.61€) per disabled person not hired (in 2003 46% 
of companies had reached the target). Companies failing to meet their quotas will be excluded from 
tendering for government contracts. The new law also obliges companies to negotiate every year 
on the integration of disabled workers. For the sectors, negotiations are obligatory every three 
years. The law has been highly criticised as a very watered down version of the original bill and 
because the disabled adult allowance it guarantees is 20% below the statutory minimum wage. 
 
Unemployment among disabled people in France currently stands at 27% (245,800 people). The 
government is resolved to reducing this by 20% in 2005. 
 
The law modifies the Labour Code so that the employer must take ‘all necessary measures to allow 
disabled workers to have access to, or to keep a position of employment that corresponds to their 
qualifications, to practice it, to progress therein or to have access to adapted professional training.’ 
The only limitation is ‘disproportionate costs’ (grants towards these modifications are available). 
Measures necessary for the professional integration of the disabled must be on the agenda of the 
social partners’ annual negotiations. Presently there is no specific provision regarding the failure to 
meet the duty to accommodate.  
 
Some dispositions foresee the possibility for caring parents to obtain leave of absence to take care 
of sick children, to accompany the end of life, extension of parental leave after having a disabled 
child and adaptation of work hours for caring for disabled family members. 
 
“Constitutes a disability according to this code: all limitation of activity or restriction of the ability to 
participate in society encountered by a person in his or her environment by reason of a substantial, 
lasting or definitive alteration of one or many physical, sensory, mental, cognitive or psychological 
faculties, of multiple disabilities or of a disabling illness.” 
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Older workers 
 
At 36.8%, the employment rate for 55-64 year olds in France is one of the lowest in the EU 15 
(69% in Sweden, figures for 2003). It is, however, rising quite quickly (2 points per year) as the 
government has a clear policy on this issue. 
In 2004 an extensive pension reform law was passed, raising the retirement age to 65, phasing out 
early retirement schemes and lengthening the contribution period necessary for full pension 
entitlement. 
 
The Social Cohesion Law of June 2004 contains provisions proposing new types of contracts 
which should boost the employment of people over 50 years old. These proposals have not yet 
been taken up by employers however despite willingness on the side of the trade unions. The law 
on lifelong vocational training of May 2004 created the right for workers over 45 years of age to a 
“bilan de competences” (competence assessment) from their employer. The law “Delalande” 
imposes a fine on companies which terminate the employment of older workers who were recruited 
before the age of 45. It has been criticised as counter-productive: recent research by the 
Discrimination Observatory has shown that older job-seekers are the most discriminated against in 
recruitment, often because employers do not want to run the risk of the Delalande fine. 
 
The Labour Code allows the recognition of a legitimate reference to age in the following 
circumstances: 
 
Difference of treatment on the basis of age is not discriminatory when they are reasonably and 
objectively justified by a legitimate objective, such as objectives of employment policy, and when 
means to attain these objectives are appropriate and necessary. These differences may consist of 
the following: 
 

• Interdiction to accede to employment or special working conditions in order to 
insure the protection of young and old workers; 

 
• The determination of a maximum age for recruiting based on the required 

formation for the function or the requirement of pursuing a reasonable period of 
employment before retirement. 

 
The Labour Code forces the employer to take into account age and handicap as protecting factors 
in establishing the list of targeted employees in case of economic redundancy and article L321-4-1 
LC imposes on the employer the establishment of a plan to organise as priority the reclassification 
and reemployment of older workers as well as a special regime to indemnify workers over 57 years 
of age until retirement age in case of dismissal after a certain age. regulates a scheme named 
“employment initiative contracts” to encourage employment of precarious unemployed workers 
which specifically makes reference to aged and disabled unemployed workers. 
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National intersectoral social partners signed an agreement on the improvement of employment for 
older workers on 13 October 2005.  
 
The Government is facilitating the implementation of this agreement with a “National Action Plan of 
Concertation for the Employment of Older Workers”. The obejctive is to attain an employment rate 
of 50% for 55-64 year-olds by 2010. Measures agrred include a new form of fixed-term contract for 
workers over the age of 57 (maximum length 3 years) and more career guidance for older workers 
and more flexible working hours in the final career phase. The agreement also foresees a gradual 
suppression of the Delalande Law on the condition that it is directly correlated with an increase in 
the employment rate of over 50 year-olds. Sector-level negotiations are to begin within six months 
of the new agreement on older workers coming into effect. A first review of the situation regarding 
the employment of older workers is scheduled for late 2007. The government has also asked the 
social partners to conduct national intersectoral negotiations on health and safety at work, 
particularly concerning the retention of older workers. These negotiations are very much linked to 
the parallel negotiations (not yet concluded) on ‘arduous working conditions’ and how they are to 
be defined for the purpose of rights to early retirement. 
 
Equal Opportunities at Sector Level 
 
No particular organisation takes responsibility for equal opportunities policy at either steel or 
metalworking sector level. At company level, Arcelor does not have an equal opportunities policy 
as such but has “Principles of Responsibility”, which state that “Arcelor is committed to: 
 

• Zero accident. No compromise to safety  
• Develop every employee  
• Provide customers with innovative steel solutions  
• Profitably grow  
• Open dialogue and partnership with all the stakeholders  
• Reliability and efficiency in every part of the business  
• Environment protection and saving of scarce resources  
• Innovation to create value and support sustainable development  
• Respect cultural diversity and to reject any discrimination  
• Business ethics 

Arcelor subscribes to: 

• The principles of the Universal Declaration of Human Rights  
• The principles of the United Nations Global Compact  
• The International Labor Organization Declaration on Fundamental Principles and 

Rights at Work” 

Arcelor has also drafted in 2005 an Ethics Code “in order to incite each manager to ensure 
diversity in his/her teams and to abolish discrimination.” The Ethics Code has been distributed to 
every employee. Arcelor has also appointed someone to its headquarters in Luxembourg to be 
responsible fulltime for ‘Diversity and Social Dialogue’. 
 



 19

In addition, Arcelor is the first steel company to sign an international agreement on Corporate 
Social Responsibility with the IMF and the EMF. Article 2.2 states:  
“ARCELOR undertakes to guarantee equal opportunities in terms of employment, regardless of gender, 
race, origin, age, religion, sexual orientation, marital status, illness, disability, cultural or social origin, 
nationality or political opinion (In accordance with ILO Convention No. 111 relating to discrimination).  
In the context of national recommendations, ARCELOR acknowledges the principle of equality of 
remuneration for work of an equal value in a comparable situation, and undertakes to implement it (In 
accordance with ILO Convention No. 100 on equal remuneration).” 
 
Arcelor does not have an Equal Opportunities Committee, neither has the latest national company 
level agreement “Horizon 2008” on pay, working time and work organisation integrated equal 
opportunities or anti-discrimination issues.  “Horizon 2008” does, however, contain a chapter on 
age management, which highlights the loss to the company in terms of knowledge and experience 
as a consequence of early retirement and the importance of adapting working conditions and work 
organisation to older workers. The annual interview should be used to draw up individual training 
plans including the validation of acquired competences. 1,700 French Arcelor workers per year will 
go into retirement as from 2005. The “Horizon 2008” agreement does not mention this and the 
CFDT is therefore calling for new negotiations on the subject. 
 
 
b) The Future Development of Equal Opportunities Policy 
 
The government’s social cohesion plan states that, if enterprise initiatives have not led to a greater 
diversity in recruitment within two years, “parliament will begin to debate methods of imposing it.” 
 
It is currently illegal to keep records of workers ethnic origins, however, if the implementation of the 
Diversity Charter is to be measured, the creation of statistical tools is “inevitable” (Le Monde 
23.10.04). A report entitled “Des enterprises aux couleurs de la France” (also known as the 
“Bébéar Report”) produced by the chair of a French employers organisation in November 2004, 
contains 24 proposals, which have been taken up by the government. These include a “statistical 
snapshot” of companies, with the aid of an anonymous questionnaire, a diversity audit to be 
included in the annual social report of companies with more than 300 employees, and the 
systematic anonymisation of CVs prior to the first interview. The proposal to make anonymous CVs 
compulsory is very controversial and has received mixed reactions from all sides. 
 
 
c) National Action Plans 
 
Guideline 5: INCREASE THE LABOUR SUPPLY AND PROMOTE ACTIVE AGEING 
Recommendation 4: 
 
Monitor the impact of the pension reform on the exit age and develop a comprehensive 
strategy for active ageing to retain older workers longer in employment by adapting working 
conditions, greater access to training and removing early retirement schemes. 
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The 2003 PNAE objectives 
 

• Raise the employment rate among 55-64 year olds five points over the next five 
years. 

• Raise the average retirement age 1.5 years (from 57.5 to 59 years) by 2008. 
 
Guideline 6: GENDER EQUALITY 
The 2003 PNAE objectives 
 

• Increase the percentage of girls learning technological and vocational subjects and 
on technological and scientific higher education courses by 10 points. 

• Ensure that the percentage of women in quality jobs stands at approximately 60% 
by 2006; this will help reduce gaps in employment rates (to less than 13 points). 

• Reduce the number of women who remain unemployed for over a year by 5%. 
• Reduce gender pay gaps by one-third by 2010. 

 
Guideline 7: PROMOTE THE INTEGRATION OF AND COMBAT THE DISCRIMINATION AGAINST 
PEOPLE AT A DISADVANTAGE IN THE LABOUR MARKET 
 
Recommendation 5: 
Build effective pathways to work and training for unemployed young people and for 
immigrants, notably women. 
 
Recommendation 8: 
Reduce early school leaving; facilitate and encourage wider and easier access to 
apprenticeships. 
 
The 2003 PNAE objectives: 
 

• Increase the return-to-work rate for those who have been unemployed for 12 months 
by two points per year from 2003 to 2005. 

• Increase the number of minimum integration income recipients returning to work by 
10% over the 2003-2005 period. 

• France has set a national objective to reduce the number of young people leaving the 
education system without qualifications or skills by 10,000 per year over five years 
(see the PNAI). 

• The signature rate for the reception and integration contract should reach 90% of the 
target population by 2005. 

• Reduce the gap in the unemployment rate between French nationals and non-
nationals. 

• Double the number of sponsored individuals by 2006. 
• Reduce unemployment among disabled workers (this goal will be set and detailed in 

the bill on equal opportunities for the disabled). 
• Increase the number of disabled jobseekers and employees entering training 

programmes. 
• Reduce the number of businesses that do not employ any disabled workers. 
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d) Steel Industry Developments 

Collective bargaining levels and collective agreements 
 
The structure of collective bargaining in France was, until very recently, organised in a hierarchical 
order running from national cross-sector down to lowest local level, or the smallest economic unit, 
with the latter not having the right of exemption from the minimum conditions set out at higher 
levels. A very significant piece of French legislation passed by parliament in early 2004 broke with 
this form of organisation and its hierarchy of standards. From now on, in certain circumstances, a 
company-level agreement may for example be less favourable than a sector-level one. This has 
been the case for the Arcelor “Horizon 2008” agreement.  
 
The agreements signed at sector level in the metalworking industry may be improved and enforced 
in the steel industry or, at a more local level, in the form of départemental and regional 
agreements. The metalworking industry is actually one of the rare ones in France where there is 
active bargaining around particular issues at départemental and regional levels, especially in 
relation to pay. The establishment of large and highly internationalised corporations has also led to 
increased bargaining within these groups.  
 
Overall in the metalworking industry, working time and employment levels have been two major 
issues. An agreement on the reduction of working time after the first Aubry Act caused a serious 
split between the unions in 1998. Amended after a ruling by the courts, the reduction of working 
time was then applied, possibly with some improvement, in individual companies thanks to 
numerous agreements, without there being special negotiations or agreements at sector level in 
the steel industry. 
 
On the topic of employment levels, with the whole metalworking industry constantly losing jobs, 
schemes for early retirement for older workers (Cessation d’activité des salariés âgés, CASA) were 
negotiated. In the steel industry, an employment agreement and a CAP 2000 agreement were 
implemented in the early 90s. Also, 2004 witnessed the opening of talks on the career paths of the 
over 50s and on mobility.  
 
Moreover, the raising of the minimum wages and the various compensatory payments and 
bonuses is regularly discussed at the various levels (overall metalworking industry, steel industry) 
and is thus applicable to SMEs.  
 
In the larger companies, special negotiations have taken place over the last few years on applying 
the legislation on the reduction of working time, agreeing specific CASA schemes, setting up 
special consultation bodies, particularly European Works Councils. 
 
The rate of cover by collective bargaining in the steel industry is virtually 100%, due to the tight 
mesh between agreements at the general metalworking industry level, and those at the steel 
industry, local, national and even company levels. 
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The internationalisation of the metalworking industry in general, and particularly the steel industry 
will, in the long-term, alter the rules of bargaining, while the establishment of Arcelor will undeniably 
rewrite the bargaining rule-book in the short to medium terms. The setting up of a European works 
council is one step in a longer process. The French unions still find it hard to say what their role will 
be in this uncertain future. They think that bargaining in groups like Arcelor will gradually come to 
be organised more around specific types of product (stainless steel, fine grain and special steel, 
flat products, etc.) than geographical units such as regions or countries.  
 
The Arcelor EWC (European Works Council) has 47 employee representatives (from Belgium, 
France, Germany, Italy, Luxembourg and Spain) on the EWC and for a representative appointed 
by the European Metalworkers’ Federation to participate in meetings as a 'permanent guest with a 
consultative voice'. The EWC meets in full session once or twice a year to deal with a relatively 
wide range of issues. The EWC's 16-member employee-side 'select committee' meets at least 
once a quarter and in practice almost every month, and plays a central role in consultation by 
management. The EWC has a stronger consultative role than many. An information and 
consultation network involving the different national trade union delegations on the EWC is 
reportedly becoming more developed and active. Arcelor plans to be one of the first companies to 
incorporate at EU level under the terms of European Company Statute, and already has a small 
number of trade union representatives on its supervisory board. 
 
In July 2004 an agreement was concluded between the social partners in the Metalworking sector 
on vocational training, containing important provisions concerning older workers, disabled workers 
and workers returning from maternity and parental leave.7 
 
The agreement establishes a joint observatory which should analyse professions and qualifications 
in the metalworking sector. The agreement states that the work of the observatory should 
immediately begin by focussing on disabled workers, older workers and equality in the sector. 
 
The agreement gives every worker with an indefinite contract the right to 20 hours of training per 
year (16.5 hours for fixed term contract workers). Every employee is notified of their rights once a 
year. A “periode de professionnalisation” (certified training) is available to workers whose 
qualification is not adapted to their work and in particular workers whose employment is 
threatened, notably older workers (over 45 years old), disabled workers, workers returning from 
parental or maternity leave and workers who have been absent for a long period due to illness or 
accident.8 Whilst the metalworking sector agreement specifies that the 20 hours training 
entitlement may take place during working hours, the Arcelor “Horizon 2008” agreement states that 
they must be taken entirely outside of working hours, at 50% of full salary, with management 
endeavouring to ensure that training takes place on site. The “Horizon 2008” agreement is, 
however, re-negotiated within each plant.  
 
                                                 
7 The metalworking sector agreement adapts the national intersectoral agreement of September 2003,which led to the 
law on vocational and continuous training of May 2004. 
8 The intersectoral national agreement states that training leading to an accredited qualification is carried out during 
working time on full salary. Training may also take place with the employees consent outside of working time 
(maximum 80 hours per year) at 50% of the full salary. In the latter case, the employer is committed to offering the new 
employee a new position, corresponding to their new qualification, within one year. These provisions were not 
accepted by the employers in the Metalworking sector agreement. 
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Negotiations began in September 2004 in the metalworking sector on a new system of job 
classifications, the actual system dating from 1975. The re-classification is considered necessary 
given that engineers and technicians qualified at level V (CAP or BEP) now represent 25% of 
workers in the sector and the percentage of qualified workers has greatly increased. The 
classification determines the minimum salary guaranteed by the branch. 
 
The Union of Metalworking Industries and Professions (UIMM) has a campaign “Industrielle” to 
interest girls still at school in a career in metalworking. The UIMM also organises recruitment 
activities (training, in-company training, visits to companies, “discovery” placements) aimed at 
young women. 
  
e) Assessment 
 
Some facts: 
 

• Between 1962 and 2000 the percentage of women aged 25-49 who are employed 
has doubled to 80%.  

 
• 57.2% of women aged between 15 and 64 in France were active in 2003, 

constituting 46% of the workforce.  
 
The average wage difference between men and women in France is estimated at 20-25%. When 
all other explanatory factors have been taken into account (part-time work, shorter hours, 
concentration of women in lower-paid jobs, etc.) there remains an “irreducible” gap of 7-11% 
deemed to be the result of discrimination.  
 

• Women make up 80% of French people earning less than the minimum wage.  
 

• 80% of part-time workers are women.  
 

• 57% of working women have fixed-term contracts compared to ??% of men.  
 

• Immigrant women from outside the EU have the highest unemployment rate - 
three times higher than that of women from the EU and France. 

 
• More women than men are over-qualified for their jobs (24% of women against 

18% of men in 1995).  
 

• 34.6% of women have access to continuous training compared to 37% of men. 
 
The percentage of women represented on Works Councils in France is 16%. 
 
The imminent mass retirement of the baby-boomers is expected to create a significant shortage of 
workers in many sectors and the solution is considered above all to be found in mobilising the 
female population. “The economic and social climate is now more open to equality… Enterprises 
realise that they will have difficulties to recruit due to the demographic shock, and that they will 
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have to employ women. They perceive equal opportunities as less of a constraint then they used 
to” (Nicole Ameline, Minister for Gender Equality in Le Monde). However, the question of equal 
opportunities is still largely ignored in most Works Councils, including in the steel industry, by 
management as well as workers representatives.  
 
The situation regarding racial and ethnic discrimination in France has become critical, those 
labelled as “visible minorities” will soon constitute 8 million people, 5 million of whom have French 
nationality. Most of them have been, or are, victims of discrimination in the labour market - in 
recruitment, training, remuneration and promotion. As “ethnic inventories” are currently taboo in 
France, it is difficult to predict from the available data whether the implementation in the steel 
industry of the employer-led Diversity Charter, of legislation and of social dialogue agreements 
(assuming these will actually be implemented) will primarily entail targeted recruitment of “visible 
minorities” into an overwhelmingly white male workforce, or whether the focus of implementation 
actions in the steel industry will be on achieving equal treatment within an existing “diverse” 
workforce. However, as the commitments undertaken in the Diversity Charter tend to emphasise 
recruitment, and given the high unemployment levels amongst these ethnic minority groups in 
France, an educated guess at this stage would be that the French steel industry needs first to 
concentrate on recruiting a diversified workforce (findings from the case study are needed to 
confirm this). 
 
Regarding disabled workers, it would appear unlikely that the new legislation will have any impact 
on the steel industry, which already has by national standards a relatively high proportion of 
disabled workers, and sanctions are anyway extremely weak. Neither does disability appear to be 
a priority on the social dialogue agenda at national or sector level.  
 
Although Arcelor’s recruitment policies appear to focus almost completely on young highly qualified 
workers (of both sexes) and despite the mass retirements programmed for the next few years from 
amongst the 26% of over 56 year olds, creating the conditions which allow workers to remain in 
employment until the legal retirement age or longer seems to be the main priority as regards 
employment for both management and trade unions.  
 
 

Sources 
www.arcelor.com 
www.cfdt.fr 
www.cgt.fr 
http://www.eiro.eurofound.eu.int/2004/12/study/index.html 
www.eurofound.eu.int 
www.europa.eu.int/comm/ 
www.ffa.fr L’acier en France en 2003 
www.femmes-egalite.gouv.fr 
www.gesim.fr 
www.lemonde.fr 
www.sessi.fr Service des Statistiques Industrielles 
www.social.gouv.fr/femmes 
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http://www.social.gouv.fr/femmes
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www.uimm.fr 
 Steel Statistical Yearbook 2004 and 2005 and ‘World Steel in Figures 2004’www.worldsteel.org 
www.xerfi.com  
“Arcelor Horizon 2008”, company level agreement, final version 21 January 2005.  
 

http://www.uimm.fr/
http://www.worldsteel.org/
http://www.xerfi.com/
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Report on measures to combat discrimination, Directives 2000/43/EC and 2000/78/EC, 
Country Report France, Sophie Latraverse, December 2004 
http://europa.eu.int/comm/employment_social/fundamental_rights/pdf/legnet/frrep05_en.pdf 
 
p.3 the legal principle of non-discrimination is foreign to the French legal tradition and conflicts in 
some respects with the principle of equality as enshrined in French public law. The universalistic 
conception of equality is inseparable from the French conception of democracy, which affirms that 
the law, as the expression of the general will, should be identical for all and solely and exclusively 
authoritative with regard to the rights and duties of citizens. 
 
p.4 In French law, as interpreted by both the administrative and constitutional courts, rules are 
judged to meet the requirement of equality if they are the same for all. In theory, exceptions to the 
generality of the law are by their very nature illegal and the principle of equality is exhaustively 
expressed by equality before the law. 
 
Specifically, no circumstances are considered to justify differential treatment on grounds of “race” 
or “origin”. In its case law, the Constitutional Council has recognized only the French people, 
without distinction of origin, “race” or religion, and the law has consistently refused to admit such 
criteria as legal categories. Thus, no section of the French population may claim to be a “people”, a 
“minority”, or a “group”, with cultural or other rights attaching to such status. The law grants to all 
individuals, and to their beliefs and allegiances, its uniform and impartial protection, but does so 
solely to them as individuals. For legal purposes, groups defined by such beliefs or allegiances 
simply do not exist. 
As a consequence, France has systematically rejected clauses in international conventions or 
declarations that imply that individuals should be granted rights on the basis of their membership of 
a minority, thus constituting a legal category on the basis of origin. The most important recent case 
concerned the Framework Convention for the Protection of National Minorities drawn up by the 
Council of Europe, which commits signatory states to the recognition of national minorities. The 
Conseil d’État considered, in its advice to the government of July 6th 1995, that the Convention was 
incompatible with the Constitution 
 
In recognizing and addressing racism and discrimination, French policy must therefore work within 
the differential categories that are judged to be legally and philosophically acceptable. It is as poor, 
young, or old people, as women, as inhabitants of socially deprived areas, and so on, that the 
victims of racism and discrimination may benefit indirectly from programs that may, indeed, be 
defined with their specific concerns in mind. What is both legally impossible and socially 
unacceptable, on the other hand, is to design policies that explicitly target beneficiaries in terms of 
their “origin”, their “identity” or their “ethnic group”. 
 
P.5 The protection of plaintiffs and witnesses against reprisals is still inadequate, since, with 
respect to plaintiff, it covers only disciplinary action or dismissal by the employer (rather than any 
reprisal that he may effect) and places the burden of proof on the employee. 
 
The State has taken advantage of the option to defer implementation of directive 2000/78 to 
December 2, 2006 in relation to disability. 
 

http://europa.eu.int/comm/employment_social/fundamental_rights/pdf/legnet/frrep05_en.pdf
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P.11 Origin and “race”: 
As discussed in section 1 a), since the law prohibits taking these concepts into consideration they 
are not defined. 
 
Disability: 
Art. L114: Constitutes a disability according to this code, all limitation of activity or restriction to the 
ability to participate in society encountered by a person in his or her environment by reason of a 
substantial, lasting or definitive alteration of one or many physical, sensory, mental, cognitive or 
psychological faculties, of multiple disabilities or of a disabling illness. 
 
Religion and belief : 
In French law there is no legal definition of religion or belief. 
 
P.12 Sexual orientation : 
the term “sexual orientation “ was added to the Labour Code and the Penal Code by the Law of 
November 16, 2001. 
Sexual orientation has not however been interpreted to cover transexuality. Transexuals will have 
to try to argue the use of the concept of discrimination based on “sex”, even if it was never used to 
protect homosexuals, or those of discrimination based on “mores” or physical appearance 
 
The wording of the prohibition to discriminate in the Penal Code, the Labour Code and the Civil 
Code include the concept of assumed characteristics for the grounds of origin, race and religion: “ 
the belonging or non belonging, real or assumed, to an ethnic group, a nation, a race or a 
determined religion”.  
The systematic reference to physical appearance in the list of prohibited grounds of discrimination 
is also a way to cover assumed characteristics. 
 
P.15 in labour law an employee’s superior and the employer will support liability for actions of their 
subordinates covered by L122-45 LC in situations of discrimination and by L122-49 LC in situations 
of harassment. In addition, L122-52 LC creates an obligation on the part of the employer to take all 
necessary measures to put an end to harassment in the workplace. 
 
In very few cases instructions to discriminate were presumed in criminal cases and the corporation 
was held liable for the discrimination perpetrated by its employees. However, criminal prosecutions 
against corporate entities remain extremely rare, as do prosecution arguments for penalties against 
employers when specific employees are prosecuted. 
 
In fact it is the manager giving instructions who is targeted in the procedure and in penal cases the 
court is looking for evidence of the involvement of the decision maker 
 
P.16 The implementation of reasonable accommodation duties in France is limited to the 
disabled worker. 
According to sections R. 232-1-8 and R. 232-2-6 LC, the employer must adapt the workplace, 
including the canteen and toilets, to accommodate disabled persons. However, this must not 
involve disproportionate costs (grants towards these modifications are available). The company 
doctor can also recommend adaptations (L. 241-10-1 LC). Jobs can be specially adapted, to 
become part time or subject to special terms due to disability (ss. L. 323-29 and R. 323-59 LC); in 
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return, the employer can obtain a grant. Presently there is no specific provision regarding the 
failure to meet the duty to accommodate. 
 
France has prevailed itself of the delay in implementing directive 2000/78 with respect to the 
disabled and the duty of reasonable accommodation. A bill is presently pending before Parliament. 
 
 
P.30 Article L122-45-3 LC allows the recognition of a legitimate reference to age in the  following 
circumstances: 
 
Difference of treatment on the basis of age are not discriminatory when they are reasonably and 
objectively justified by a legitimate objective, such as objectives of employment policy , and when 
means to attain these objectives are appropriate and necessary. These differences may consist of 
the following: 

- Interdiction to accede to employment or special working conditions in order to insure the 
protection of young and old workers; 
- The determination of a maximum age for recruiting, based on the required formation for 
the function or the requirement of pursuing a reasonable period of employment before 
retirement. 

 
 
P.31 Article L321-1-1 LC forces the employer to take into account age and handicap as protecting 
factors in establishing the list of targeted employees in case of economic redundancy and article.  
 
L321-4-1 LC imposes to the employer to establish a plan to organise in priority the reclassification 
and reemployment of older workers . In addition, Article L321-13 LC sets specific contributions of 
the employer in case of dismissal of older workers determined by article D321-8 of the application 
decree of the Labour code. Article R322-6 et s. LC sets a special regime to indemnify workers over 
57 years of age until retirement age in case of dismissal after a certain age. The notification delay 
for dismissal of a disabled worker are d, article L322-4-2 LC regulates a scheme named 
“employment initiative contracts” to encourage employment of precarious unemployed workers 
which specifically makes reference to aged and disabled unemployed workers. 
 
Some dispositions foresee the possibility for caring parents to obtain leave of absence to take care 
of sick children (article L122-28 LC), to accompany the end of life (article L225-15 LC), extension of 
parental leave after having a disabled child (article L122-28-1 LC) and adaptation of work hours for 
caring for disabled family members (article 9II of the Bill reforming the Law of 1975 on Equality 
Chances for the Disabled). 
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P.33 Positive action French positive action, as it has been conceived by the jurisprudence of the 
Conseil d’Etat, is based on neutral and general grounds of distinction such as sex, disability, 
territory or socioeconomic condition. France does not enforce such programs in terms of “race” or 
origin. Nevertheless, the criteria of socio-economic condition and territory are means to indirectly 
target discriminations based on origin. In this context, some specialists regard some recent equal 
opportunity policies as promoting a “differentialist” approach, leading to indirectly implementing 
quota or targeting systems that are deliberately designed in formally neutral terms but in such a 
way as to take account of the social reality of “origin” 
 
Developing Anti-Discrimination Law in Europe – The 25 Member States Compared 
http://europa.eu.int/comm/employment_social/fundamental_rights/pdf/legnet/05compan_en.pdf 
 
Anti-Discrimination Law Review, No. 2 – 2005 
http://europa.eu.int/comm/employment_social/fundamental_rights/pdf/legnet/05lawrev2_en.pdf 
 
La lutte contre les discriminations ethniques dans le domaine de l’emploi, Fauroux report, July 
2005. http://lesrapports.ladocumentationfrancaise.fr/BRP/054000466/0000.pdf 
 
Bulletin Legal Issues in Gender Equality No. 3/2005  
http://europa.eu.int/comm/employment_social/gender_equality/docs/2005/bulletin05_3_en.pdf 
 

http://europa.eu.int/comm/employment_social/fundamental_rights/pdf/legnet/05compan_en.pdf
http://europa.eu.int/comm/employment_social/fundamental_rights/pdf/legnet/05lawrev2_en.pdf
http://lesrapports.ladocumentationfrancaise.fr/BRP/054000466/0000.pdf
http://europa.eu.int/comm/employment_social/gender_equality/docs/2005/bulletin05_3_en.pdf
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The German steel industry 
 
Technical as well as economical reasons lead to the construction of large steelworks in areas of 
high industrial density. These usually provide a well-developed infrastructure concerning ore and 
energy, further processing and transport. In Germany, regional proximity to the manufacturing 
industry is of high importance and a major location factor in the steel industry. This is why Germany 
shows a high regional concentration in steel production. Economically, the areas of the Ruhr Basin 
and the Saarland are particularly dependant on crude iron and hot rolled as well as cold rolled steel 
products. But as the following table shows, employment in the German steel industry has been 
decreasing since 1980. While there were 197.000 employees in 1980, only 72.000 were left in 
2003. Among these 72.000 employees, blue-collar workers are by far the biggest group, as the 
following numbers indicate: there were 49.603 blue-collar workers and 18.684 clerical workers 
(“white-collar employees”) in the steel industry. 
 

1980 1985 1990 1995 2000 2001 2002 2003
Austria 39 34 21 13 12 12 12 12
Belgium 45 35 26 24 20 21 19 18
Denmark 2 2 1 1 1 1 1 1
Finland 15 10 10 9 9 9 9 9
France 105 76 46 39 37 37 37 37
FR Germany (1) 197 151 125 93 77 76 74 72
Greece 4 4 3 3 2 2 2 2
Ireland 1 1 1 0 0
Italy 100 67 56 42 39 38 37 39
Luxembourg 15 13 9 6 4 4 4 4
Netherlands 21 19 17 13 12 11 11 11
Portugal 7 6 4 3 2 1 1 1
Spain 81 54 36 25 22 22 23 23
Sweden 48 31 26 21 20 19 19 19
United Kingdom 112 59 51 38 27 26 21 22
European Union 792 561 434 330 284 280 270 269

Serbia and 
Montenegro (2) n/a 69 17 15 10 9 9

Canada 61 69 53 56 58 56 58 58
United States 399 238 204 171 151 140 125 121
Brazil 132 133 115 78 65 65 64 68
South Africa 70 65 54 39 24 20 19 18
Japan 380 349 305 252 197 186 176 170
South Korea n/a n/a n/a 67 57 57 57 57
Australia n/a 30 22 21 20 19 21
Total of above 1834 1414 1264 1032 872 834 797 790

Employment in the steel industry 1980 - 2003
thousand at end of year

(source: IISI, 2004)
(1) – includes former German Democratic Republic after 1990 
(2) – Yugoslavia 1980-1990 
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Totals are rounded. United States figures are averages for 12 months. Various other differences in 
coverage and definition exist, so that inter-country comparisons are of dubious value. 
 
 
 

Modes of employment in the German steel industry 
(in March 2004)

49.603

2.681

18.684

596

workers business trainees clerical  workers commercial and
technical  trainees

source: Statistisches Bundesamt

 
 
 
Despite the negative trend in employment, Germany is still not only the most important employer, 
but also the biggest producer and exporter of crude steel within the European Union. Worldwide, 
the five countries producing more crude steel per year are China (rank 1), Japan, USA, Russia, 
and South Korea. This ranking also counts for hot rolled products, where Germany is placed 6th 
following South Korea. Just as in other industrial countries, hot rolled production is divided into flat 
and long products by a percentage of 60/40. In terms of steel export, Germany ranked 4th in 2002 
with 24.7 mio metric tonnes. 
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Crude steel production in Germany (in million tons)

45,0

44,1

42,1

46,4

44,8 45,0 44,8

46,4

 1997  1998  1999  2000  2001  2002  2003  2004
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In 2004, crude steel production in Germany took the same level as 30 years ago9. While there 
have been noteworthy amounts of crude steel produced using the Siemens Martin method back in 
1970, this rather cost-intensive and ecologically harmful process is no longer applied and replaced 
by electric arc furnace steelmaking and oxygen (LD-) processes. The proportion of stainless steel 
has been doubled since. 
 
After the German Unification steel production in the new federal states has been initially reduced. 
Outdated steelworks - no longer competitive in the free market and ecologically harmful – were 
shut down rapidly. The last SM oven extinguished in 1994. In the following years there was a 
strong increase in steel production again. Due to the high demand for steel on the world market, 
the German capacity fill rates have risen in the recent years. 
 

                                                 
9 Please note that the scale in the „Crude steel production“ table does not start from zero, so the yearly differences 
appear bigger than they are. 
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Capacity fill rate (in %)
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In the last one and a half decades, the globalisation process has strongly altered the world steel 
industry. National and international mergers have led to new entrepreneurial dimensions, in 
Germany as well as in other countries. The merge of Thyssen and Krupp into TK AG (with 
ThyssenKrupp Stahl TKS as an important branch) has made the new corporation the largest in 
Germany and the 9th but largest worldwide. After a number of takeovers, global players such as 
Mittal Steel, Arcelor, Riva and Feralpi have also entered the German market.  
 
 

Steel producers in Germany* 2004
(Percentage on total production of 46,4 billion tons: 96,3 %)
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What becomes clear from the data given is that sales, production and especially productivity rates 
have risen in the recent years, while employment numbers have been decreasing – see a graphical 
summary for the last decade in the following table.  
 
 

Development of the German steel industry 
1995 – 2004* (variation for total period in %)
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Socio-demographics of the German steel industry 
 
Now that the structural changes in the German steel industry have been presented, knowledge 
about the remaining staff is important to answer questions on equal opportunities. The following 
numbers and tables will give a first impression of heterogeneities in staff structure. Qualification of 
ageing workforces, bullying of people with a migrant background, integrational measures for people 
with disabilities and other issues, especially when discussed on a European level, have to take into 
account national differences. The following tables provide some input.10 
 

Benchmarking – facts on staff structure 2004/05

source: Stahl-Zentrum, Düsseldorf

workers 71,2%
pay scale employees 20,2%
non-pay-scale employees 7,3%
executive employees 1,3%

women 7,4%
academics 5,9%
skilled workers 38,1%
severely disabled persons 7,0%
trainees 6,2%
part-time employees 1,3%
foreigners 12,0%

survey results of 2004
surveys of WV-Steel, BWI-Steel and AGV-Steel
on the basis of: 12 companies with 52.000 employees

Percentage, permanent staff

Percentage, permanent staff

 
 
 
This first figure shows the basic structure of steel industry staff, including proportions of minority 
groups relevant for the Edlesi project. Workers still are the largest fraction in German steelworks by 
far. Of those roughly 70.000 people employed in the steel industry, only 7,4% are women. The 
steel industry is still and by far dominated by male workers and employees. 12% of all people 
working there have a migrant background. And 7% are severely disabled persons. In many cases, 
these people have been injured doing their job in the steelworks. Most of them have been assigned 
new fields of activity.  
 
 

                                                 
10 The data is surveyed by Stahl-Zentrum, which is a combination of employers organisations and researching 
institutes. IISI and Eurostat also offer statistical data for the steel industry, but these numbers here are more detailed 
regarding the different target groups of the project.  
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Benchmarking – facts on staff structure 2004/05
(Distribution of employees and labourers according to age categories)

source: Stahl-Zentrum, Düsseldorf

0

5

10

15

20

Percentage of employees
on staff

0 0 1 2 4 6 5 5 3 1

Percentage of workers
on staff

0 3 4 8 12 13 12 12 7 1

under
20

20 to 
under

25

25 to 
under

30

30 to 
under

35 

35 to 
under

40

40 to 
under

45

45 to 
under

50

50 to 
under

55

55 to 
under

60

60 to 
65

 
 
 
This table on ageing structure already indicates that there is only a small group of workers / 
employees below 35. The majority is aged 35 to 55. Hard physical work makes a good percentage 
of the workers go into retirement early, so there are not too many workers who have passed age 
55 (cutbacks using instruments of early retirement schemes such as from the company, the state 
and ECSC). Still, compared to other economic branches, steel industry staff is considerably older 
than average. As far as the future development is concerned, the outcome of the conflict between 
physical tribute to be paid for hard work (early retirement) on the one hand and political efforts of 
the CDU/SPD-coalition in Germany to extend the official retirement age from 65 to 67 is unclear. 
 
 

employees

28,5% workers

33,4%

skilled
workers

38,1%

Benchmarking – facts on staff structure 2004/05
(Percentages – without apprentices)

source: Stahl-Zentrum, Düsseldorf
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Benchmarking – facts on staff structure 2004/05
(Percentage of skilled workers among all workers, according to age categories)

source: Stahl-Zentrum, Düsseldorf
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The percentage of skilled workers among all workers is basically stable. Only the age groups of 20-
30 and 60-65 show a considerably lower percentage of skilled workers.  
 

foreign employees;
374; 1% 

German employees;
14.212; 27%

foreign workers; 5.962;
11% 

German workers; 31.441; 
61% 

Benchmarking – facts on staff structure 2004/05
(Proportion of foreigners – 51.989 workers and employees)

source: Stahl-Zentrum, Düsseldorf

 
 
 
As said before, there are roughly 12% of workers and employees in the steel industry who have a 
migration background. When differentiated by the category “worker/employee”, it becomes clear 
that of those 12% only a fractional amount has employee status. The vast majority is found among 
the workers. 
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Benchmarking – facts on staff structure 2004/05
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source: Stahl-Zentrum, Düsseldorf
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61.4% of those people with a migration background who are working in the steel industry have 
come from Turkey. Either they have come to Germany personally, or their parents / grandparents 
have. Most of them belong to the “Second Generation” or “Third Generation”, which means that 
they are descendants from the Turkish who have come to Germany in the 1960s in large numbers 
when the industries desperately needed manpower, especially for work which did not require 
extensive qualifications. 
 
These first historical and socio-demographic insights into the current state of the German steel 
industry are the basis for the following discussion of equal opportunities policy measures.  
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Equal opportunities in the German steel industry 
 
There are a large number of legal actions, treaties and initiatives which influence the equal 
opportunities policy in the German steel industry. These can be attributed to different levels and 
joint actors. There are regulations directly focusing or influencing the equal opportunities policy on 
the European and the national level. Secondly, there are initiatives and research programs which 
deal with equal opportunities issues regarding employment and the job market as such. And finally, 
collaborations and initiatives will be presented which are directly focusing the German steel 
industry. A number of these different approaches will be dealt with in the following chapter. Of 
course, those approaches directly related to the German steel industry are considered most 
important in this respect. 
 
 
1. Employment policy and equal opportunities policy in Europe 
 
On the European level, equal opportunities policy is a central guideline of European employment 
policy which extended its influence on the national agenda over the years. Regarding employment 
policy, there have been a number of solitary measures on the European level up to the Amsterdam 
treaty in 1997 and the initiation of the Luxembourg process. Until then, European employment 
policy was more or less restricted to structural policy, social and educational policy. Today, 
employment policy is a topic for the national as well as the European agenda, closely connected by 
the open method of co-ordination and the use of National Action Plans (NAP).  
 
After the European Council in June 1997, the following passage was added to the treaty 
establishing the European community: „Member States and the Community shall, in accordance 
with this title, work towards developing a coordinated strategy for employment and particularly for 
promoting a skilled, trained and adaptable workforce and labour markets responsive to economic 
change with a view to achieving the objectives defined in Article 2 of the treaty on European Union 
and in Article 2 of this treaty.” After this, annual reports and reviews were implemented that 
influence the guidelines of European employment policy. Every member state must annually 
describe the national implementation of these guidelines (NAP). The European council can also 
foster collaborative measures between member states and support national employment measures 
through its own initiatives.  
 
In the Amsterdam treaty again, equal opportunities policy was defined as a central objective. Of 
course, European equal opportunities policy covers more than employment policy, and it also 
covers more than gender-related political measures. Starting in the late 1950s, equal opportunities 
policy measures became more and more important. Over the years, an increasing number of bills 
were put through which addressed different aspects of equal opportunities policy: equal 
opportunities in employment and vocational training, social security, protection of pregnant women 
and young mothers, parents’ vacation, fathers’ rights etc. On the European level, a number of 
committees and task forces is concerned with these issues: the Committee on Women's Rights 
and Gender Equality of the European Parliament, the Group of Commissioners on Equal 
Opportunities, the Advisory Committee on Equal Opportunities for Men and Women. During the 
last ten years, gender mainstreaming has become the most important approach in promoting equal 

http://www.europarl.eu.int/committees/femm_home.htm
http://www.europarl.eu.int/committees/femm_home.htm
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opportunities, which is clearly shown in the 6th framework program and especially in the 
Community Initiative EQUAL.  
 
A first example: In consequence of the Lisbon summit, strategies for gender equality, and EU 
decisions to combat discrimination, the „Great Place to Work Europe“ – Award has been initiated 
by the EU. The evaluation the award is based on relies on a company ranking developed in the 80s 
by US-Americans Robert Levering und Milton Moskowitz. Using their method, the top 100 
employers within the EU identified. The award’s common goal is to raise job quality standards, and 
to increase knowledge and awareness of the winners’ best practice concepts. Additionally, three 
employers are being awarded for the promotion of life-long learning, gender equality, and diversity 
management.11  
 
 
2. The national level of equal opportunities policy  
 

National Action Plan 2004 
 
In 2003 the decision was made to monitor the national implementation of European guidelines in 
employment policy over three years. The National Action Plan for Germany in 2004 has to be 
interpreted in the context of this time frame. It is pre-structured by three overarching objectives: full 
employment, job quality and productivity, strengthening social cohesion and integration. These 
central objectives are supposed to be fulfilled by ten guidelines which are the object of the review 
procedure in the NAP. 
 
Equal opportunities policy is affected by a number of guidelines. The following guidelines 5, 6 and 
7 are directly related to equal opportunities policy and will therefore be described in this context: 
 

5. Increase labour supply and promote active ageing; 
6. Gender equality; 
7. Promote the integration of and combat discrimination against people at a disadvantage 
in the labour market. 

 
(5) According to the NAP, it is a major challenge for Germany to raise the employment rate for 
older workers (aged 55-64). The employment rate of persons aged between 55 and 64 actually 
rose in 2003. Recent measures were the “Pension Insurance Sustainability Act” (raises the earliest 
age at which people can normally draw a pension from 60 to 63) and the “Job AQTIV Act” (offering 
skills upgrading measures and facilitating older persons’ reintegration into the workforce. A number 
of initiatives, like INQA – New Quality of Labour, are also acknowledged. 
 
(6) There has been an increase in the employment rate of women in recent years, and with 55,8% 
of 2003 the requirement defined by the European Council of Stockholm has already been fulfilled. 
The NAP acknowledges the dual approach of gender mainstreaming and specific promotion of 
women. Several measures and initiatives are introduced. The German equal opportunities policy 
                                                 
11 Cf. www.eu100best.org/de/index.html; www.greatplacetowork.com; conference «Corporate 
Sustainability» in Rotterdam, June 2002. 
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especially focuses on the balance between work and family life (e.g. childcare facilities). The NAP 
points out the importance of having a strategy re held a public hearing of the fractions on March 7th 
2005. The Antidiskriminierungsgesefor finding the right balance between work and family life and 
encourages companies and trade unions to participate.  
 
(7) The NAP points out the difficulties for particular groups of persons to access the labour market 
(early school leavers, young foreigners, and people with severe disabilities). It concludes that 
tailored assistance is needed in addition to a general economic and employment policy. In 
Germany, there are measures  
 

• to reduce the number of people who drop out of school early, 
• to promote the integration of immigrants into the labour market,  
• to promote the employment of persons with severe disabilities. 

 
 

Recent legislative measures to promote equal opportunities 
 
Apart from the legislative measures mentioned in the National Action Plan, in December 2004 the 
concept for another major legislative act called “Antidiskriminierungsgesetz” (Anti-Discrimination 
Act) has been presented by the factions of SPD and Bündnis90 / Die Grünen, who formed the 
governmental coalition until November 2005. It was supposed to support the implementation of 
anti-discrimination guidelines of the EU and ban discrimination in labour and social law. The central 
objective is to protect citizens from unjustified disadvantages and exclusion due to gender, age, 
social and ethnical origin, religion or world-view, disability, or sexual identity.12 
 
The committee of the Bundestag responsible hetz was supposed to translate the relevant EU 
guidelines into German law through a single legislative act. Civil law, labour law, civil service law, 
and social law are affected, only the protection of soldiers against discrimination is dealt with in a 
separate bill.  
 
The focus of EU guidelines, and therefore also the focus of the Antidiskriminierungsgesetz draft, is 
on protection from being discriminated against at the workplace. 
 
In order to be able to tackle discriminations at the workplace effectively, a normative ban on 
discrimination at the workplace has been formulated which comprises all discrimination 
characteristics from Art. 13 EU-treaty (gender, race or ethnical origin, religion and world-views, 
age, disabilities, or sexual identity). The German lawgiver is bound to this catalogue of 
characteristics.  
 
Social partners, employers, employees and trade unions are to cooperate in averting and 
abolishing discriminations. Here the draft corresponds with the EU guidelines. Not every differential 
treatment is therefore a forbidden discrimination. The guidelines allow having an age limit for hiring 
                                                 
12 Due to the results of the German election in September 2005 and the Grand Coalition which has been formed by 
CDU and SPD, the future of the Antidiskriminierungsgesetz is unclear. Very probably, the current concept will not 
remain unchanged. 
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when there are specific training requirements at the workplace or if there is a minimum time of 
employment necessary before retirement. Also, tailored promotional measures to compensate 
disadvantages (promotion of women, measures for disabled persons) are still allowed.  
 
The Antidiskriminierungsgesetz draft provides federal government with an authority responsible for 
all discriminative characteristics. Furthermore, this authority is supposed to support persons who 
are being discriminated against in claiming their rights by providing information, consultation, and 
mediation, conducting scientific studies, delivering reports to the Bundestag, formulating 
suggestions to abolish or avoid discrimination, and having a public relations agenda. Setting up 
such an institution exceeds EU guidelines.  
 
The Antidiskriminierungsgesetz was welcomed by trade unions and dismissed by employers’ 
associations. These claim that the ADG inhibits the chances to hire people. On June 17th 2005 the 
Deutsche Bundestag has passed the bill against severe opposition. The Bundesrat, dominated by 
oppositional parties CDU and FDP, has delayed the bill for after the September election. On April 
28th 2005 the European Court of Justice pointed out that Germany has violated EU contracts by not 
implementing the agreements on protection from discrimination in time. The following legislative 
measures do not cover the EU guidelines requirements entirely. In January 2006, Bündnis’90/Die 
Grünen has introduced the bill once more. 
 
 
„Gesetz zur Durchsetzung der Gleichstellung von Frauen und Männern”  
(Enforcement of equal opportunities for men and women) 
 
This bill serves equal opportunities of men and women and is supposed to inhibit future gender-
based discrimination. It addresses all employers in the federal administration. On the basis of this 
bill, women are being promoted – positive discrimination - in order to reduce unequal opportunities. 
Additionally, there is the goal to promote work-life-balance and compatibility of family and work. 
The needs of disabled women are being adressed explicitely.  
 
Measures to promote equal opportunities of men and women comprise fields like job 
advertisements, interviews for a job, hiring decisions, occupational careers and grants of 
apprenticeship training positions, qualification, advanced training, and equal opportunities plans.  
 
 
“Gleichstellungsstatistikverordnung“  
(regulation of equal opportunities statistics in departments of state) 
 
Federal institutions are obliged to provide statistical information on their employees. Criteria are:  
 

• sex 
• kind, extent and duration of employment  
• job / tariff classification  
• executive functions, advancement, career  
• participation in advanced training courses  

http://www.bmfsfj.de/Kategorien/gesetze,did=3466.html
http://www.bmfsfj.de/Kategorien/gesetze,did=6330.html


 44

• assignment of executive functions in the period under review compared to 
corresponding applications  

• total numbers of employers assessments compared to the numbers of employers who 
received high grades  

• number of persons who applied for a job or who have been nominated as federal 
judge  

 
 
“Gesetz zum Schutz der Beschäftigten vor sexueller Belästigung am Arbeitsplatz“  
(protection of employees from sexual harassment at the workplace 
 
Here the overall goal is to protect women’s and men’s dignity by preventing sexual harassment at 
the workplace. Again, this applies to employees in federal institutions, the employers are obliged to 
implement a number of preemptive actions. Sexual harassment is a violation of contractual duties 
and a malfeasance.  
 
 
Other legislative actions which have been taken during the last years are: 
 

“Gesetz zur Vermeidung und Bewältigung von Schwangerschaftskonflikten“  
(prevention and coverage of conflicts due to pregnancy) 
 
“Gesetz zur Hilfe für Frauen bei Schwangerschaftsabbrüchen in besonderen Fällen“ 
(supporting women in case of abortions, under special circumstances) 
 
“Gesetz über die Berufung und Entsendung von Frauen und Männern in Gremien im 
Einflussbereich des Bundes”  
(regulation concerning the appointment of men and women to boards and committees 
under the influence of state) 
 
„Das Gewaltschutzgesetz”  
(regulation of violence prevention) 
 
“Gesetz zur Regelung der Rechtsverhältnisse der Prostituierten, Prostitutionsgesetz“ 
(regulation of legal relationships in the field of prostitution)  

 
 

Example: Initiative „Alliance for the Family” 
 
There is a special focus of German equal opportunities policy on work-life-balance. In 2003, the 
Federal Ministry for Family Affairs, Senior Citizens, Women and Youth in cooperation with the 
Bertelsmann Foundation founded the initiative „Alliance for the family – Balancing family and 
working life“. (cf. www.lokale-buendnisse-fuer-familie). This broad alliance as a cooperation of 

http://www.bmfsfj.de/Kategorien/gesetze,did=4376.html
http://www.bmfsfj.de/Kategorien/gesetze,did=20748.html
http://www.bmfsfj.de/Kategorien/gesetze,did=20746.html
http://www.bmfsfj.de/Kategorien/gesetze,did=4264.html
http://www.bmfsfj.de/Kategorien/gesetze,did=4264.html
http://www.bmfsfj.de/Kategorien/gesetze,did=4890.html
http://www.bmfsfj.de/Kategorien/gesetze,did=4136.html
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politics, economy, and culture seeks to integrate other, separate projects and strategic 
cooperations. It addresses business managers, workers’ councils, and trade unions.  
 
The alliance’s goals are: 
 

• to sensitise the public, 
• to distribute arguments and good practice examples, 
• to initiate and support measures in companies and communal institutions.  

 
Central fields of action are: 
 

• corporate culture: family-friendly organisation of work, hours of work, personnel 
development, 

• women in executive positions, 
• family-supporting services. 

 
Activities are: 
 

• International benchmarking, research and analysis of good and best practice, 
• Seminars and congresses for HR executives, 
• Company award „Erfolgsfaktor Familie 2005“ (success factor ‘family’ 2005) 
• work-life-balance information database for SMEs, personal consultation, hotline, and 

distribution of checklists,  
• development of advanced training materials for multiplicators,  
• initiation and support of „local family-oriented networks“ with partners from the economy, 

communal institutions, chambers, associations, and churches; here a service bureau 
provides support in the phase of founding, networking, and the development of public 
relations. 

 
Tariff partners give the following assessments on family-friendly initiatives (cf. Bundesministerium 
für Familie, Senioren, Frauen und Jugend und Institut der deutschen Wirtschaft Köln (2005): 
Familienfreundliche Regelungen in Tarifverträgen und Betriebsvereinbarungen. Beispiele guter 
Praxis): 
 
A number of measures in tariff contracts and employer / works council agreements have proven 
very helpful, some of which have already been extended: Qualification and interim replacements 
during parental leave, childcare support, flexible working hours, teleworking. As far as flexible 
working hours are concerned, especially year-based time bank hours have proven successful. This 
could be further developed to a time bank account based on the whole working life. Doing this, 
there would be the chance to integrate long-term company leaves (sabbaticals).  
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Some interim measures have been abolished because of the organisational or financial 
investments necessary. Also, many people draw on extended parental leaves only because of 
insufficient childcare services.  
 
On the other hand, there are many SMEs who do ot have explicit family-oriented programs or 
employers / works council agreements but who still take family-friendly measures without being 
obliged to do so. Often there is a company guideline or it is simply seen as a task to ease 
organisational processes.  

Programs to support disadvantaged persons 
 
Unemployment among young persons is high on the agenda of German politics. Among those 
young people unemployed, migrants are affected in particular. Therefore, many support programs 
define migrants as an important target group.  
 
The Federal Ministry of Education and Research has initiated the program „Kompetenzen fördern – 
Berufliche Qualifizierung für Zielgruppen mit besonderem Förderbedarf“ (promoting competences – 
vocational training for target groups with special promotional needs, 2001-2006). The ministry 
covers 50 % of the 60 mio. €, the other half is provided by the ESF. A central aim within the 
program is to improve chances for migrants to receive vocational training. So the program 
addresses local and regional networks young people with migrational backgrounds can use to gain 
access to vocational training. The program also targets public opinion on vocational training for 
migrants and enhances regional cooperation of relevant actors in this regard.  
 
Youth migration services promote the integration of young migrants (aged 12-27) into society by 
addressing language competences, performance at school and job orientation and encouraging 
young people to take part in social, cultural, als political life.  
 
Despite a broad range of offers made by the Jugendberufshilfe (occupational services for young 
people) there is still a large number of men and women who cannot profit from the existing 
measures. Those are especially young persons who have no school leaving certificate, immigrants 
with language deficits, young people with drugs-related problems or with problematic family 
backgrounds.  
 
The program „School – Economy/Working Life“, financed by the Federal Ministry of Education and 
Research and ESF, is dedicated to the development of innovative, sustainable and trabsferable 
measures to promote working life orientation and to decrease unemployment of young persons. 
Those young people are supposed to get insights into working life while they are still at school, and 
they should be motivated to apply for vocational training and to ignore gender-specific roles when 
choosing a job. Companies are motivated to offer them first practical experiences. Innovative 
projects offer help especially to disadvantaged pupils in order to improve their chances for a 
successful start into working life.  
 
The XENOS program integrates and finances projects which help to decrease discrimination and 
exclusion on the job market on the one hand and projects against intolerance and racism on the 
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other hand. Grants are limited to measures in the range of employment policy, covering also 
vocational and further training, consultation, orientation and socio-pedagogical approaches.  
 

Support of severely disabled persons 
 
The most recent legislation concerning severely disabled persons complements and completes the 
set of bills in this field, together with instruments in labour market policy (Arbeitsförderungsgesetz) 
and the other rehabilitational and reintegrational services to support employment in this target 
group. It is supposed to help severely disabled persons get an appropriate job or vocational 
training and to diminish disability-related disadvantages at the workplace. Therefore, a range of 
instruments are being provided: the duty of employers to provide jobs for disabled persons (or, 
otherwise, to make payments when they do not), intensified employment and qualificational 
promotion, special dismissal protection, and representation of disabled persons’ interests in the 
company.  
 
The employers’ obligation to employ a certain percentage of disabled persons or to make 
payments when failing to do so is a central element. Every employer (private and public sector), 
regardless of branch or sector, has to provide 6% of his total jobs for severely disabled persons. 
Here Germany plays a leading role in Europe in guaranteeing jobs for severely disabled persons.  
 
Following this quota, on April 23rd 2004 the Coalition of SPD and Bündnis 90 / Die Grünen passed 
the “bill for the promotion of qualifications and employment of severely disabled persons”. The 
basics are 
 
• the promotion of young severely disabled persons’ qualifications,  
• to improve employment chances on the job market, especially in SMEs,  
• to secure disabled persons’ employment,  
• to foster integrational services.  
 
Following the European year of people with disabilities, companies like ThyssenKrupp and 
Volkswagen increased their engagement in integrational matters concerning disabled persons. 
They intensified qualificational services for executives and signed declarations on promoting the 
integration of disabled persons.  
 

Awards for equal opportunities policies in the economy, science, and politics  
 
On a national level, companies and institutions can be awarded with the title “Total E-Quality – 
equal opportunities for men and women at the workplace”. The Total E-Quality Germany 
association seeks to sustainably support gender-related equal opportunities in the economy, 
science, and politics. The title is being awarded for best practice in personnel policy. The Total E-
Quality companies can use the title in marketing and public relations. In May 2002, there were 
more than 60 Total E-Quality companies and institutions in Germany (with a minimum of 15 
employees) coming from all sectors (cf. www.total-e-quality.de). 
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Equal opportunities policy – Examples from the German steel industry 
 
In the German steel industry there are numerous examples for projects and field work, positions 
and statements related to equal opportunities policy. That being said, it is important to stress that 
equal opportunities policy is not a comprehensive and integrated approach to provide different 
groups with equal opportunities at the workplace. There are a number of target groups at the 
center of discussions or projects done by different players, and some of those will be presented in 
this chapter. But separated approaches remain separated as long as there is no systematic 
handling of these matters. For the time being, equal opportunities policy in the German steel 
industry is a summary of gender mainstreaming, ageing workforce topics, and integration-oriented 
politics for migrants and disabled people. As long as there are no or only weak ties between these 
fields, equal opportunities policy will remain more or less a construct.  
 
This is the general conclusion which can be drawn from the research done for the report, and it is 
important to say that at the beginning of the chapter on equal opportunities policy in the steel 
sector. Because on that basis different elements related to equal opportunities policy can be 
presented without giving the impression that there would already be a clear and coherent strategy 
behind them.  
 
So equality and diversity issues are not coped with and communicated integratively. Of course, this 
first observation alone is not reason enough to say that equal opportunities policy is not existant. 
Some examples show that there are strong efforts to integrate minority groups and provide them 
with equal opportunities. Apart from a pure enumeration of examples, there are some facts which 
show further potential of equal opportunities, because organisations cope with these topics and 
scientific work or projects (cooperations of, for example, trade unions with researchers) seem to be 
designed to bundle separate efforts. The following examples show that there are quite different 
approaches in equal opportunities policy, an organisation which is working on different equality and 
diversity issues (1), trade union initiatives (2), and projects on the company level (3).  

AEMA Consortium 
 
As the NAP clearly points out, national equal opportunities policy can benefit greatly from initiatives 
of companies, trade unions and private/public organisations. The best example of an organisation 
which copes with equal opportunities policy as a whole is the “Arbeitsgemeinschaft der Engeren 
Mitarbeiter der Arbeitsdirektoren”13 (AEMA, Consortium of the labour directors’ associated staff 
members) of the Hans Böckler Foundation (HBS).  
 
In 1964, the AEMA was founded by 38 staff members in key positions working together with the 
labour directors of steel companies. So members of the group are executives from the labour 
directors’ assigned departments. Today, the group has more than 180 members from companies in 
the steel, energy, tele-communications, and service sector.  

                                                 
13 Source: intermediary results of the consortium, HBS conference 2005. 
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The AEMA objectives are: 
 

• promoting and distributing the idea of workers’ participation 
• developing solutions and instruments for a participatory personnel policy and personnel 

management  
• directly supporting the labour directors  
• opening up own collaborative fields of work  
• oganising continous and open dialogue on challenges, objectives, and results of practical 

participation  
• developing near-term solutions using professional competences of AEMA members  
• pinpointing and creating conceptual solutions for the different fields of participation 

 
Characteristics of the labour directors’ and their executives’ personnel policy are equal rights of 
labour and capital, and of owners’ and workers’ interests. On conferences and in task forces AEMA 
is working to propagate and further develop a subject-oriented corporate and personnel policy.  
 
A number of committees is working on separate fields of equal opportunities policy, and AEMA as 
a whole is the orgsanisational bracket which binds them together. Two examples are the 
committees “Ageing work force – Personnel work and demographic change” and “health promotion 
and motivation at the workplace”. The ageig workforce committee directly addresses the fifth 
guideline of the National Action Plan – “Increase labour supply and promote active ageing”.  
 
The committee names the following facts and objectives: 
 

• In the future, people will have to work a couple of years longer before they can go into 
retirement 

• At the same time many jobs require the workers to be better qualified because the half 
period of relevant knowledge becomes shorter and shorter 

• Workers have to compensate their deficits in qualification even at an advanced age 
• There will be a higher demand in terms of motivation when people have to work until they 

are 65 
 
Based on surveys in Salzgitter, TKS and EKO the committee concludes that the motivation for 
advanced training does not decrease when people grow older. Older workers and employees want 
to participate in advanced education, and they do. But many employees from different age brackets 
have not attended advanced training for years and years. Withdrawal from learning is no 
categorical or collective problem, but it can pose severe problems for the individual. The committee 
comes to the conclusion that this si no reason to feel relieved, but quite contrary indicates that new 
concepts have to be developed that take into account individual burdens and case management. 
 
In order to provide older workers with appropriate qualification measures, companies should 
acknowledge the following: 
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• Older persons have their own ways and strategies of learning 
• Therefore it becomes absolutely necessary to provide individualised learning 

arrangements, sometimes learning groups with persons from all ages, sometimes 
homogenous groups, depending on the current objective 

• Those withdrawn from learning should first be motivated to start learning again 
 
The approach is supposed to be implemented in a number of companies involved in the 
consortium. In these companies, the new concept of lifelong learning in the steel industry is 
supposed to avoid indiscriminate distribution of training resources and abstract seminars, but 
rather establish a system of frequent qualificationary adjustment and focused training. A continous 
monitoring will also be implemented to recognise problem cases. By 
 

• facilitating horizontal job rotation or job enrichment to reduce stress, 
• providing new perspectives through career opportunities in skilled work, older employees 

as mentors, trainers and advisors, 
• assembling teams consisting of persons from different age brackets with distinct role 

distribution or 
• age-related allocation of specific jobs and tasks (examples: Salzgitter flat steel, Deka-

Bank, EKO Stahl) 
 
the partners intend to increase individual motivation on the job, flexibility and resilience. So this is 
an example of a concrete and elaborated approach to promote equal opportunities.  
 
Another work group of the AEMA committee focuses on “health promotion and motivation at the 
workplace”. One of its central hypotheses is that health management systems maintained by 
companies in the steel industry are not sufficient for upcoming problems and structural changes 
affecting both the industry and workforces. The committees have begun to work on their agenda 
and presented intermediary results and work papers in March 2005.  
 
This consortium seems to have the potential to contribute to an application-oriented equal 
opportunities policy in the German steel industry and at the same time provide the following 
National Action Plan with positive input. Its development should be reviewed regularly.  
 

Trade union level 
 
Diversity, in an organisational context, only means that there are employees from different origins, 
with heterogeneous backgrounds and mental as well as physical abilities. “Managing Diversity” 
now implies a planned, strategic handling of this heterogeneities.  
 
Many projects within the steel industry bear some characteristics to become associated with 
Managing Diversity. Yet again, only some of them go beyond gender, age, disability, or ethnicity 
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questions. Even projects which integrate several issues (like, in the following example, gender and 
age topics) do not consequently use “equal opportunities policy” or “managing diversity” terms.  
 
On the trade union level, equal opportunities activities are  
 

• projects,  
• networks,  
• learning materials, and 
• specimen of employer / works council agreements (“Musterbetriebsvereinbarungen”) 

 
A good example for an equal opportunities-related project is “Gute Arbeit” (“Good Labour”), an IG 
Metall project in the steel and automobile industry. It seeks to shape labour in a way that promotes 
workers health and life quality. At the same time, it focuses on the basic conditions of labour and 
demands good compatibility of work and family as well as employability until retirement. The 
project’s central objective is to contribute to a humanisation of the world of work. This is attained by 
making good examples public and by supporting employees and their representatives in shaping 
working conditions. The offerings for them comprise 
 

• information on health-related issues in the world of work, 
• consultation in activities on the company level to influence labour organisation, 
• materials and guides for representatives (especially trade unionists), 
• exchange of experiences, 
• seminars and workshops. 

 
Other examples on the trade union level are the networks for people with disabilities, women, 
young people, or migrants, organised by the relevant departments of IG Metall. On the internet, 
users have access to (for example in the network for people with disabilities) information on further 
education, politics related to people with disabilities, integrational projects, other network members, 
literature, and trade union contact points. The trade union has also developed its own position on 
the political and legal initiatives and anti-discriminatory guidelines discussed in the Bundestag. 
Finally, some attention is paid to information sheets, working materials, brochures and learning 
aids which are written and designed for different target groups. In 2003, IG Metall has published a 
brochure in the “Gesünder @rbeiten”-series (“healthier work”) on mobbing / bullying: 
“Counteracting mobbing – An IG Metall guideline”. 
 

Company level 
 
Out of all projects and materials related to equal opportunities on the company level, the following 
three have been chosen because they show good practice and they focus on different target 
groups.  
 
NETAB – Ageing workforce management in the automobile industry and their suppliers as a 
future objective for trade unions and works council members 
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In the NETAB-project (2002-2005), financed by ESF, sector-specific concepts have been 
developed for managing ageing workforces from an employee-oriented perspective. The central 
topic was workers qualification and adaptation of labour for employees aged 45 and above.  
 
Extensive process optimisations in areas like strand casting, rolling mills and finalisation plants 
have led to new qualification requirements. Difficult working conditions especially affect those 
employees who face changing performance requirements, those who look out for new fields of 
work (in cooperation with the personnel or HR department). The NETAB measures integrate 
information and communication technologies courses with empathy and social competence 
seminars to help the target group starting anew in new fields of work and among younger 
colleagues.  
 
Preventive qualification: In a rolling mill employees aged around 45 have been prepared and 
qualified for new tasks on the job. Experiences from this measure have been evaluated for future 
qualifications. Consultation of colleagues who have become less efficient because of abrasion 
have been supported systematically, they have been accompanied in the exploration of new fields 
of work and prepared for less stressful tasks. Multiplicators have been qualified, especially by 
sensitising foremen for ageing-oriented work loads and tasks. Project partners were the steel plant 
Georgsmarienhütte, Volkswagen, research institutes, regional administrations, and social partners. 
 
Take heart, show courage!  
 
In May 2002 the “trusted body” („Vertrauenskörper“, the group of all employee representatives) of 
Thyssen Krupp Stahl TKS decided to actively combat conflicts based on cultural and ethnical 
differences. So the representatives agreed to increase working on integration and intercultural 
issues. They wanted to take a stand against actual and latent xenophobia and take practical 
measures. In cooperation with several partners (Otto-Brenner-Foundation, IG Metall, XENOS-
project) a pilot project was started. 
 
An important factor of the project has been the qualification of workplace representatives to 
become cultural mediators. Therefore, the existing competences of elected IG Metall workplace 
representatives have been enlarged in order to become competent contacts and partners within 
the workforce. They are supposed to (help) deal with and moderate intercultural and other conflicts. 
In total, they are supposed to initiate a dialogue on conflicts and conflict management in the whole 
company.  
 
30 representatives from different plants, different origins, and different age brackets have started a 
mediator training in October 2002. Products and events: Flyers, brochures, basic seminars, 
advanced seminars, supervision, implementation, and certifictation. Foreignness does not have to 
lead to fear and isolation; foreignness can lead to curiosity and enrich one’s own culture. This has 
been the project’s motto.  
 
Work and family life project 
 
Stahlwerk Bremen GmbH, a steelwork in northern Germany which belongs to S.A. Arcelor, has 
been a successful partner in the joint project „Beruf und Familie“ (work and family life”). In this 
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nationwide acclaimed pre-operating project companies and public institutions cooperate to 
increase and simplify the compatibility of different areas of life, especially working and family life. A 
central objective is to sustainably integrate the results into the company and city culture. 
 
The implementation has been scientifically evaluated. the audit certificate “Beruf & Familie” is a 
supra-regional instrument for personnel policy. In the auditing process, the status quo of the 
company is being assessed. A project group within the company is supposed to work out potentials 
for further development and initialises a process to improve the situation. Main topics are  
 

• working hours 
• working location 
• working processes and contents 
• information and communication 
• personnel development 
• childcare 
• services for the families  

 
In November 2004, Stahlwerke Bremen received the basic certificate.  
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VET regulations and the German steel industry 
 
1. Germany’s vocational education and training system 
 
Germany’s vocational education system is a dual system of company training “on the job” and 
vocational school. The dual system is by far the largest occupational area within secondary sector 
II – two thirds of each age group learn an occupation requiring such formal training. A high 
percentage of the graduates from the dual system later work as skilled employees (and can make 
use of vocational further training).14 
 
Demography concerning vocational and educational training (secondary sector II) shows that only 
a few pupils enter the sector at age 15. Later, over 80% of all 17-year-old and 18-year-old young 
men and women attend secondary sector II schools. Among people between 19 and 21, more 
young women than young men are involved in this education – many young men perform military 
of substitutional civil service. In older age groups, the percentage of men is higher. Generally, there 
are multiple pathways for young people leading into the dual system. Some complete the 
secondary stage of grammar schools, some attend a vocational full-time school and naturally begin 
their training later than others. There are growing percentages of full-time vocational pupils seen 
among some older age groups. This represents growing numbers of older people in specialised 
technical colleges (vocational further training). 
 
Basic elements and responsibilities within the dual system 
 
The dual system does not have any formal admission prerequisites. The system seeks to teach 
theory and practice, and to impart structured knowledge and active competence, in their respective 
contexts. Under a framework agreement of vocational schools from 1991, about two thirds of 
instruction should be vocationally oriented, and one third should provide general education or be 
applicable to a broad range of occupations. At least twelve hours of instruction are provided per 
week. The vocational part of the instruction is based on the framework curricula of the KMK 
(“Kultusministerkonferenz”)15. More recent framework curricula are divided by learning areas (= 
instruction units derived from the main tasks within a relevant occupation).  
 
The guiding and coordinating ministry on the federal level is the Federal Ministry of Education and 
Research (BMBF). In the board of the Federal Institute for Vocational Training (BIBB), 
representatives of employers, the unions, the Länder and the Federal Government work together 
on an equal basis. The Länder Governments are responsible at the Länder level for general and 
vocational schools. Länder committees advise the respective governments on vocational training 
issues.  
 

                                                 
14 Information and data on vocational training in Germany: Federal Ministry of Education and Research BMBF (2003): 
Germany’s Vocational Education at a Glance. Bonn. 
15 The KMK, founded in 1948, is a national body of Länder ministers and senators responsible for education and 
training, higher education and research and cultural affairs. In the KMK, the Länder work to achieve the necessary 
measure of commonality in those areas. 
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On the regional level, the autonomous organisations within the economy, especially the chambers 
of industry and commerce and the crafts chambers, have competencies. E.g., they are responsible 
for advising and monitoring companies offering training within their districts.  
 
Following the Works Council Constitution Act (“Betriebsverfassungsgesetz”), the employees’ works 
councils have rights of participation in planning and carrying out vocational training and in hiring 
instructors.  
 
Companies and vocational schools have a joint educational responsibility. Trainees spend one or 
two days in vocational school and three or four days in their company. Vocational schools provide 
specialised classes according to the fields of work the pupils are in. The state coordinates 
framework regulations for training in companies and training in vocational schools.  
 
Vocational training should prepare people for specific occupations, to be pursued immediately after 
the completion of training, but it should also prepare young people for further training. So the 
groups of qualifications one must acquire contain both elements that are typical for the specific 
occupation, and components like willingness to learn or personality development. The system’s 
central aim is to promote employability in a changing workplace. For this reason, state-accredited 
occupations requiring formal training and federal regulations on examinations are designed in 
cooperation with the social partners.  
 
About 500.000 companies in Germany offer training. According to the Vocational Training Act, 
these companies must meet certain suitability criteria, with respect to company type and facilities, 
to be certified for offering training. Certifications can be revoked if a company has repeatedly 
violated the Vocational Training Act.  
 
The distribution of trainees into the specific training areas shows that about one half of all trainees 
is receiving vocational education and training in the area of industry and commerce. Skilled trades 
are on second place with about 35%, followed by liberal professions (9%) and agriculture (2%)16. 
The average duration of training is 37.7 months, the planned duration of training, depending on the 
occupation concerned, ranges from 2 to 3.5 years. The average actual duration of training my in 
fact be about 35.5 months, because the regular training periods tend to be shortened. 
 
Gender differences in occupations requiring formal training 
 
Young male trainees are not distributed evenly among the 345 recognised occupations requiring 
formal training. About one third of all young men learn one of the following ten occupations, most of 
which are in industrial-technical areas and skilled trades.17 
 

• Motor vehicle mechanic 
• Painter and lacquerer 
• Electrical fitter 

                                                 
16 Based on data from the year 2000. 
17 Again, all information is based on data from 2000. The list probably has changed in the meantime, e.g. with more 
young men training for IT specialist.  
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• Joiner 
• Business specialist, retail trade 
• Cook 
• Business specialist, wholesale and foreign trade 
• Mechanical engineer, metal structures 
• Bricklayer 
• Information technology specialist 

 
Of course, this does not directly reflect career interests of young men, but is also a result to 
balance the available number of training places. Young people’s career interests also vary by type 
of school-leaving certificate. The most popular occupation for graduates of secondary-modern 
schools (Hauptschule) is motor vehicle mechanic, the most popular occupations for graduates of 
secondary schools (Realschule) are business specialist in retail trade, commercial clerk and 
physician’s assistant, the most popular occupations for school-leavers with a university entrance 
certificate are banker, business specialist industrial production and sales, and business specialist 
wholesale and foreign trade. 
 
The distribution of young women among the different occupations is quite different, and the 
percentage of female trainees in the ten most popular occupations is considerably higher than the 
corresponding percentage of young men. Occupations in the retail sector make the largest group. 
The top ten occupations for young women are: 
 

• Commercial clerk 
• Business specialist, retail trade 
• Hairdresser 
• Physician’s assistant 
• Dentist’s employee 
• Business specialist, industrial production and sales 
• Specialist salesperson, food trade 
• Banker 
• Hotel specialist 
• Salesperson 

 
Many initiatives have been undertaken with the aim of achieving a better balance netween young 
men and women. Success in overcoming conventional ideas of occupatons’ suitability for young 
people has not been too successful, however.  
 
Trainees with a migration background 
 
About 7% of all trainees have a migration background, 41% of those are women. For years, the 
percentage of these men and women among all trainees has been declining. This may partially be 
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a result of migration policy regulations, partially a result of changes in naturalisation policies (when 
more young people can acquire German citizenship).  
 
41% of foreign trainees are Turkish. Nearly 40% of all young foreigners in each age group undergo 
training in the dual system, which is considerably lower than the corresponding percentage for 
young Germans.  
 
Programs have been established to help increase young foreigners’ rate of participation in training. 
The support provided to disadvantaged people under the code of social law (SGB III) plays a 
significant role in this context. The Federal Ministry of Education and Research BMBF has 
established the program “Promoting competence – vocational qualification for target groups with 
special support requirements”, aimed at enhancing the support structures for such groups. Among 
migrants, the ten most popular occupations requiring formal training are:  
 

• Business specialist, retail trade 
• Hairdresser 
• Motor vehicle mechanic 
• Physician’s assistant 
• Commercial clerk 
• Painter and lacquerer 
• Dentist’s employee 
• Electrical fitter 
• Business specialist, wholesale and foreign trade 
• Salesperson 

 
 
Reform of the vocational education system in 2005 
 
On April 1st 2005 the Reform Act of the Vocational Education System came into force (reform of the 
“Berufsbildungsgesetz”, BBIG). The new law seeks to improve access to apprenticeship and a 
higher quality of vocational training for all young people – no matter what their social and regional 
background might be.  
  
The new vocational training and education law focuses on the following elements:  
 

• Certification of vocational training skills; After the Reform of BBIG the federal 
states are requested to grant graduates of full-time vocational school training 
courses access to examinations administered by the chambers. Moreover the 
federal states are obliged to create standards for crediting previously acquired 
vocational school qualifications. Furthermore, this reform allows examinations at 
vocational training courses to be linked with continuative school graduations. 
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• Innovation through regional cooperation; After the Reform of BBIG new forms of 
cooperation between operational and academic vocational training are possible. 
The intention is to improve training quality, to use the training capacity at best and 
adapt it to the economical structural change. Connections between schools and 
companies with the schools’ responsibilities are now possible. With this new 
combination of full-time vocational institutes and companies, 

• a lack of operational apprenticeship positions in some regions can be better dealt 
with 

 companies may find new motivation to participate in vocational training 
 new needs of qualification (e.g. in new branches) can be met even if 

operational capacities are not sufficient yet 
 knowledge sharing becomes easier in many professions  

 
• modernisation of professions and implementation of new professions; a 

diversification of job specifics and durations of training (two till three years) 
ensures that young people are offered professional training matching their needs. 
Moreover, the new act modifies rules for professional training examinations and 
the certification of pre-qualifications.  

 
• European Networking; phases of vocational training abroad are now 

acknowledged as a part of the dual system. With a credit point system vocational 
qualifications are put more in line with EU standards  

 
 

2. Vocational training in the German steel industry 
 
In 1999 the Hans-Böckler-Foundation announced a “paradigm shift” of vocational education in the 
steel industry. New challenges were contributing to this paradigm shift: 
 

• serious cutbacks with negative impact on apprenticeship volume 
• cumulation of work with negative effects for qualification phases 
• increase of multi-functional labour against the background of more or less 

monostructural professions 
• Changes in the age structure of the  workforces 
• Less trainees being offered a job in the company  
• Increasing demand of modern professions, but decreasing attractiveness of the 

steel industry  
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The steel industry reacted by returning to vocational training structures which corresponded more 
with the industry’s needs; vocational training numbers are being oriented towards total workforce 
numbers, which means that there is a quota of 4-6% of trainees in the whole workforce. Such 
demand-oriented vocational training grants the trainees a better chance to become employed once 
they have passed all exams. Furthermore, the steel industry focused more on the long-term 
experience of elder employees and ways of establishing knowledge transfer from elder to younger 
workers.  
 
As of today, the steel industry points out that there will be a severe lack of skilled workers no later 
than 2011. In 2004, nearly 5000 young people started their vocational education in the steel 
industry, 60% of them in Northrhine-Westphalia.  
 
See below some statistics of vocational trainees in the steel industry: 
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New appointments for vocational training
in 2004
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Preparatory training of 
mechanical / industrial trainees
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Preparatory training of
commercial trainees

70 = 29%

3 = 1%
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Fachoberschulreife (Exam preparing for technical schools)
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Regarding equal opportunities policy in the German steel industry’s vocational training system, 
there are basically two prominent target groups: migrants and young women. Apart from that, some 
companies like ThyssenKrupp Steel started projects to support the vocational education of 
severely disabled people. 
 
Some companies take part in the National Pact for Vocational Education and Future Skilled 
Workers (Nationaler Pakt für Ausbildung und Fachkräftenachwuchs). They provide places of 
employment with a low threshold of vocational qualification. The members of VDEh Association18 
claimed the enlargement of qualifying options for young people with different learning standards. 
So in 2004 they offered 58 places of “low-threshold-qualification” (“Einstiegsqualifizierung für 
Jugendliche”, EQJ) within this National Pact. 53 places were taken by young trainees. With EQJ, 
young people searching for vocational training can be provided with components of traditional 
apprenticeship. These components are certificated by the Chamber of Trade and Commerce (IHK). 
The certification qualifies the components as a part of a regular apprenticeship. The EQJ is limited 
from 6 to 12 months. In the course of the EQJ implementation, vocational operation fields are 
created. For example, the steel industry offered places in fields like “foundry technology” and 
“electric-powered wiring”. Still, despite this effort, high-level demands in the steel industry make it 
difficult for the branch to participate in EQJ with higher commitment (Martin Kunkel, 23.02.06). 
 
A lot of companies organise activities in the field of vocational preparation (practical trainings for 
pupils, vocational information days, employment markets, visitations, cooperational agreements 
with schools). Moreover, steel companies in all German regions are partners in the “Jugend 
forscht” program (regional youth research competition). 

                                                 
18 VDEh, founded in 1860, is promoting mechanical, engineering-related, and scientific cooperation of engineers in 
order to further develop steel (production) technology.  
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Measures for young women 
 
„Our need of skilled employees in the future will only be satisfied if we inspire and motivate more 
young women for technical professions in the steel business”, says Martin Kunkel, coordinator of 
“Labour and Social Affairs” department in the Stahl-Zentrum Düsseldorf.19  
 
The companies that are members of the VDEh steel association participated to a high degree in 
the “Girls’ Day” project once a year. During the Girls’ Day (a project of the Federal Ministry of 
Family and Education), female pupils aged 13-15 have the opportunity to get to know technical 
professions. In the steel companies, for example, the girls can observe the structure of material 
steel under the microscope, follow the way of steel production, ask questions and become familiar 
with this technical field of employment. Georg Frommeyer Professor at the Max-Planck-Institute of 
Ferrous Research, says: “We show female pupils how exciting steel research might be also for 
women. For example, out of 100 scientific employees at the Max-Planck-Institute of Ferrous 
Research, a quarter is female. Apart from Girls’ Day, VDEh steel association offers own visitation 
days for pupils of secondary schools, especially for inspiring girls. An example for this is the event 
“Steel-Campus” (Steel-Center Düsseldorf). This event is supported by the CD-ROM “Steel-Show” 
that provides five modules with information on steel and provide an interactive examination of steps 
in the steel production.  

Measures for Migrants 
 
Motivated by the project „culture mediators“,ThyssenKrupp Steel decided to start own activities to 
better use the potential of young migrants. Following that decision, ThyssenKrupp Steel Duisburg 
played an important role in the “Future Congress” titled “Migrants – an advantage for employers”20 
in cooperation with the consultation network “Pro Qualification” and the regional centers for the 
promotion of migrant families’ children and youth in Northrhine-Westfalia (“Regionale Arbeitsstellen 
zur Förderung von Kindern und Jugendlichen aus Zuwandererfamilien (RAA) in NRW”).  
 
The event was supported by the Ministry for Generations, Family, Women and Integration of 
Northrhine-Westfalia, the Chamber of Trade and Commerce, and the and Chamber for Handicraft 
in the Cologne region. Klaus Bailer, Head of the Personal Service and Education Department, 
says: “We are a global player, so the potentials of young migrants are very important for us.” 
ThyssenKrupp is also very engaged in the program “chance.nrw” of the federal state of North-
Rhine-Westphalia. The program’s central objective is, again, the improvement of the vocational 
situation of migrants. ThyssenKrupp Steel Duisburg initiated a vocational basic and further 
education day for migrants. In a special operational agreement ThyssenKrupp extended the range 
of options for basic and further vocational education for migrants. ThyssenKrupp Steel Duisburg 
was awarded for its commitment to support vocational qualification of migrants. 
 
 

                                                 
19 Short telephone interview with Martin Kunkel on February 23rd 2006.  
20 The title already hints at the “Managing Diversity” dimension of the event. Migrants’ interests and employers’ 
interests are not seen as contradictory factors, but as a resource for synergies. 
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Conclusion 
 
Diversity, in the first place, means in this organisational context that there are employees from 
different origins, with heterogeneous backgrounds and mental as well as physical abilities. 
“Managing Diversity” as well as “Equal Opportunities Policy” now implies a planned, strategic 
handling of this heterogeneity for a certain purpose. On the basis of the structural background in 
Germany (legislation and regulation, socio-demography, European intervention and others), 
several examples of equal opportunities-related initiatives in the German steel industry have been 
presented: supra-organisational initiatives, trade union projects, and projects on the company level.  
 
A lot of projects within the steel industry bear characteristics that connect them to Managing 
Diversity and equal opportunities. Yet, there is obviously no coherent strategic concept that goes 
beyond gender, age, disability, or ethnicity questions. The dominant constraints are differentiated 
(ageing workforce, gender mainstreaming, migration and integration policy), which is an advantage 
as well as a disadvantage. A topic like ageing workforce is easier to define and to promote than an 
equal opportunities concept which integrates several issues and therefore has to stay vague in a 
couple of respects. Again, this does not mean that there is no equal opportunities policy in the 
German steel industry. There is, but it is being communicated over a number of more differentiated 
topics described above.  
 
These constraints meet a very specific industry. The steel sector in Germany used to be highly 
hierarchical and fragmented regarding the different groups of employees. There has always been a 
strict division between blue and white collar workers. And even within the blue collar group, there 
has been another division between skilled and unskilled workers. For decades there has been a 
high percentage of migrant workers, and only very few women were employed. At the same time, 
the steel industry has always known strong advocates for (male) workers’ participation, namely 
works councils and unions.21 For decades these elements have led to a distinct situation of labour 
relations which combined traditional forms of internal equality (high level of participation, strong 
unions, good standing and valuing of the workforce) with the exclusion of external diversity (closed-
shop principle, traditional structures with clearly-defined barriers).  
 
Due to the concurrency of equal opportunities issues in many sectors, and especially in the steel 
industry, it would make sense to integrate them into an equal opportunities policy even further, and 
communicate this policy with force. The different target groups seem to have recurrent and 
overlapping issues: equal opportunities regarding access to executive positions, fighting 
discriminations at the workplace, work-life-balance, further education options, and awareness of 
these issues among “the majority” at the workplace. What is particularly interesting is that 
Managing Diversity and equal opportunities policy are only vaguely related to an economic 
reasoning, although using all target groups’ strengths and competences is an important competitive 
factor for the companies as well as the national steel sector itself.  
 

                                                 
21 Background of this situation of high workers’ participation is the Codetermination Act in the Steel and Coal Sector 
from 1951 and the Codetermination Act from 1976 which predefined the specific concept called “Sozialpartnerschaft” 
(close negotiations between management and workers representatives, to avoid escalations and militancy).  
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So there seem to be at least two possible ways to further strengthen those projects around equal 
opportunities policy in the German steel industry: (1) a strategic integration of the different fields of 
equal opportunities (like in the IG Metall project “Gute Arbeit”, or, on a supra-organisational level, 
the AEMA consortium, and also some company guidelines22 which did not make it into the 
examples because they are not really “Germany-specific”) and (2) a further enrichment of 
legislative and normative arguments with economic factors.  
 
 
 

                                                 
22 Many companies in the steel sector have a code of ethics, CSR guidelines or other principles of 
commitment. An example would be Arcelor’s subscription to the ten principles of Global Compact, 
see http://www.arcelor.com/index.php?lang=en&page=199.  
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The Greek Steel Industry  
 
In Greece the first steps taken towards the production of steel were during the mid 40ies. 
Nevertheless, a substantial development initiated after 1960 when there were created new plants 
while the old ones had been modernized after their restruction and the necessity for the 
implementation of new methods of production. 
 
 Until the beginning of the 20th century, the production of steel in Greece developed at the ports of 
Syros, Volos and Piraeus, serving mainly the demand of shipping companies for anchors, chains 
and whatever other spare parts necessary for the repair of ships. All other steel products required 
by the Greek market, were imported from the industrially developed European and American 
countries.  
 
The domestic iron and steel industry essentially developed in the 1970's on the back of strongly 
protectionist regime. The sector has nevertheless contracted due to the formation of the 
European single market, the gradual phasing out of protective duties, the low prices of 
imports and the lack of steady government support. The main problems of metallurgy in 
general, as they are recorded in the study of IISI are condensed in the high cost of electric energy, 
as the sector is very energy-consuming, the dependence from sources of raw material that at the 
bigger part are imported, the insufficiency of capital and in the small size of the domestic market. 
This last problem is owed to a large extent in the non-existence of sectors that can absorb big 
quantities of metallurgic products. 
 
In recent years the local steel industry has partially recovered via of investments exceptionally 
approved by the EU, the restructuring of enterprises such as Sovel and Hellenic Steel, and a series 
of legislative measures aimed at limiting imports.The sector's major shortcomings- structural 
weakness and modernization lag compared with the European industry average- stem from the 
domestic market's lack of automobile or machinery constructors. 
 
Concentration is heavy around Hellenic Steel, Halivourgiki, Sidenor, Thessaly Steel and 
Hellenic Steel Mills and Sovel. In recent years the sector has seen a considerable increase in net 
profit due to the growth of the construction business and the rise in international steel prices. 
 
The main products of the steel industry in Greece are hot rolling, cold rolling, crude steel, and bars 
of armed concrete. Some 70% of annual demand for steel products issues from the building, civil 
engineering and metal construction markets, which means that the country have created added 
demand and better future prospects for the industry.(the Olympic Games held in Greece have 
greatly contributed to this positive trend of  domestic demand). 
 
Greek industries have furthermore enhanced their activities via additions to their output capacity, 
increased exports, heftier investment and a squeeze in their overall debt. 
Their major aims include the full automation of the production process, the increase of their 
flexibility, a limiting protection and the production of specialist, high added value products. 
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Greece is among the 64 countries that for the year 2002 accounted for the 98% of the world crude 
steel production, though it possess a rather low rank amongst them. 
 
 

  February  January  February  % Change   2 months     
  2005  2005  2004  Feb-05/04   2005  2004  % change 

Austria  566  646  536  5.6   1 212  1 087  11.6 

Belgium  960 e 1 060  985  -2.5   2 020  1 980  2.0 

Czech Republic  520  587 r 563  -7.7   1 107  1 183  -6.4 

Finland  403  447  398  1.2   850  832  2.2 

France  1 611  1 836  1 682  -4.2   3 447  3 464  -0.5 

F.R. Germany  3 677  3 968 r 3 730  -1.4   7 645  7 638  0.1 

Greece  145 e 160 e 101  43.6   305  265  15.1 

Hungary  141  155 r 191  -26.2   296  357  -17.1 

Italy  2 461  2 482  2 387  3.1   4 943  4 613  7.2 

Luxembourg  200 e 131  245  -18.5   331  417  -20.5 

Netherlands  554  648  538  3.0   1 202  1 123  7.1 

Poland  740 e 820  827  -10.5   1 560  1 707  -8.6 

Slovakia  381  406  344  10.6   787  668  17.8 

Slovenia  47  46  40  16.0   93  80  15.0 

Spain  1 130 e 1 250  1 190  -5.1   2 380  2 490  -4.4 

Sweden  476  552  462  3.1   1 028  986  4.2 

United Kingdom  1 000  1 138 r 1 062  -5.8   2 138  2 179  -1.9 

European Union (25)  15 106  16 440  15 376  -1.8   31 546  31 270  0.9 

   

 

 

Greece’s Ranking among E.U countries (source:IISI) 
e - estimated 

r - revised 



 70

 
Annual data on Iron and Steel products 2003  

Product Description  Quantity of Production 
Unit kg Quantity of Sales Unit kg Value in Euro 

 Crude steel 
Production 1.700.903.017 590.858.060 129.217.117

Hot rolled wire rod    208.530.694 111.210.135 35.351.817

Concrete reinforcing 
bars      1.545.589.553 1.529.185.801 352.661.604

 
 

Product 
Description Annual Iron and Steel Data 2004 Unit kg 

 Crude steel 
Production 
27103122 1.966.192.287 

Hot rolled wire rod 

340.057.221 

Concrete 
reinforcing bars   

1.511.964.366 
 

Product 
Description Annual Iron and Steel Data 2004 Unit kg 

 Crude steel 
Production  (Jan-05) 208.844.579 

Hot rolled wire rod 

                                (Jan-05)  26.619.076 

Concrete 
reinforcing bars   

(Jan-05) 168.078.505 
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Regarding employment, Greece remains in small levels showing a decline in number during the 
ages 1975-2002, placing itself just before Ireland and Denmark in rank among the countries of the 
European Union, as it is shown at the following table. 
 
 
(In thousands) 1975 1980-85 1990-95 2000-2003 

Greece 
0 4 3 2 

Denmark   3 2 1 1 
Ireland 0 1 0 0 
 
 
In order to examine whether we are referring to a diversified or rather uniform industry regarding 
employment, we can extract some useful information from the tables that the Greek Research 
Center regarding Matters of Equality (ΚΕΘΙ), has provided. 
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Labour market - employment - employment rates by gender 

OECD FACTBOOK 2005 – ISBN 92-64-01869-7 – © OECD 2005 

 
MEN 

  

                                         WOMEN

1990  73,4 37,5 
1991  72,3 34,9 
1992  72,3 36,2 
1993  71,7 36,4 
1994  72,2 37,1 
1995  72,2 38 
1996  72,6 38,5 
1997  71,9 39,1 
1998  71,6 40,3 
1999  70,9 40,7 
2000  71,3 41,3 
2001  70,9 41,2 
2002  71,7 42,7 
2003  72,5 44 
. 
 Employment participation by sex, as shown in the diagram, is characterized by three 
developments: First, the participation rate of men increases over the 5 year period by 1.6 
percentage points (from 70.9 to 72.5 per cent). Second, the rate of increase is double for women 
as compared to men. Finally, the differences in starting points are obvious: Three out of four men 
work whereas only one in two women do. Five years was evidently not sufficient to alter this basic 
differentiation meaningfully. 
 
As it can be seen, the general dissemination of labour force is far from uniform, since the overall 
majority of employees are men, leaving 35% -approximately-to women workers. The employment 
rates though show a rather positive incline regarding women employment, with positive rates 
throughout the last decade, implying a tendency towards balance between the two genders 
 
 

3rd QUARTER OF 2002  SECTOR OF ECONOMIC ACTIVITY (STAKOD 
91)  NO. OF PERSONS EMPLOYED  PERCENTAGE (%)  

METAL PRODUCTS       52,214     1.3    

ORES OTHER THAN 
NON-METALLIC ORES      30,406     0.8    

BASIC METALS       12,487     0.3    
 
The number of persons employed in the sector of metallurgy in general, reaches almost 7% of the 
total working force in Greece, showing a rather small percentage of participation in this field of 
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industry. The number is even smaller referring to the persons employed only in the subsector of 
steel industry, reaching 4% of the total persons employed in all sectors, but 64% of the total labour 
force employed in metallurgy in general. 
 
Number of employees for 2000 in selected sectors (2nd   half) 
 
 
  
 
 
 
 
 
 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
Taking into account mainly the field of mining and extrusion plants (steel production participates in 
a great proportion in the manufacturing industry, but the figures as shown above are a gross 
approximation for all the subsectors of this category, and could be misleading if we would take only 

Non 
educate
d 

TOTAL TOTAL MSc/ 
postgraduat
e 

BSc Universit
y 
students 

Technical 
Schools 

Highschool 
Graduates 
(6years) 

Second
ary/ 
Elemen
tary 
school 

Mines& 
Extrusion 
Plants 

16.458 
  

0 1.164 0 1.800 5.501 7.992 0 

Manufactur
ing plants  
 
 

556.963 1.983 39.082 174 65.249 169.956 278.328 2.190 

Non 
educate
d 

MEN 
TOTAL MSc/ 

postgraduat
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BSc university 
students 

Technical 
Schools 

Highschool 
Graduates 
(6years) 

Second
ary/ 
Elemen
tary 
school 

Mines& 
Extrusion 
Plants 

15.462 
  

0 922 0 1.511 5.199 7.829 0 

Manufactur
ing plants  
 
 

387.057 1.357 27.382 174 42.486 122.782 191.930 948 

Non 
educate
d 

WOME
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TOTAL MSc/ 
postgraduat
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BSc university 
students 

Technical 
Schools 

Highschool 
Graduates 
(6years) 

Second
ary/ 
Elemen
tary 
school 

Mines& 
Extrusion 
Plants 

996  0 242 0 289 302 163 0 

Manufactur
ing  plants  
 
 

169.906 627 11.700 0 22.763 47.175 86.398 1.243 
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these figures as a base for evaluation) it is seen that the labour body is dominated by the men, 
leaving only 6% for women employees.  
 
The main core of the workforce comes from a rather low educational background (if we choose to 
evaluate it solely on the basis of educational levels) with 81% of the total employees being 
secondary school or high school graduates. This is a prevailing figure even for the general sector 
of secondary production. 
 
Employees of both genders present the same analogy with the difference that regarding women 
employees, the levels of concentration even though are still high around highscool level of 
education, there seems to be a greater part employed holding a university degree in comparison to 
the male employees. One reason could be that women are not employed usually as workers but as 
office clerks, so they  are mainly occupied in fields of activities that require higher education. 
 
Number of employees regarding sex and position in company (same period) 
 
 
 TOTAL 

 
Employer 
 

Self-employed 
 

Employee 
 

Family business 
 

Mines& 
Extruding Plants 
 

16.458 740 

 
109 

 
15.609 

 
0 

 
Manufacturing 
plants  
 

556.963 

 
56.308 

 
71.684 

 
397.457 

 
31.514 

 

MEN 
 

     

Mines& 
Extruding Plants 
 

15.462 

 
672 

 
109 

 
14.680 

 
0 

 
Manufacturing plants  
 387.057 

 
48.100 

 
56.582 

 
270.068 

 
12.307 

 

WOMEN 
 

     

Mines& 
Extruding Plants 
 

996 68 

 
0 

 
928 

 
0 

 
Manufacturing  plants  
 169.906 

 
8.208 

 
15.102 

 
127.388 

 
19.207 
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The above figures can show that in this sector of industry, the majority of the persons involved 
work as employees-same for men as for women-with the men having participation in one more 
position, that of the self-employed, where in women there is none in this field. 
 

Leading companies in the sector of steel industry 
 
SIDENOR 
 
SIDENOR holds the leading position in the Greek Steel Industry having been active in the 
production of steel products for more than 40 years. The company's total annual production 
capacity exceeds 2.500.000 tons. This position has been reached through its focus on customer 
satisfaction, its continuous technological improvement and the impeccable operation of its unit.  

SIDENOR is well known for its commitment to the development of its personnel, product quality, 
productivity and technological superiority. Thanks to its dynamic policy, it attracts and maintains 
highly qualified, productive and dedicated staff and executives. The production flexibility of the 
SIDENOR plant and the extensive sales and storage network organized by the company in Greece 
and abroad, enhance the Company's customer service profile 

Human resources (per section of company) 

  Own personnel 3rd party 
personnel total 

management 66   66 
financial 29  29 
commercial 47  47 
Quality control 6 5 11 
production 155 182 337 
STOMANA 9  9 
total 312 187 499 

Products 

1. Hot-rolled concrete reinforcing steel 

Standards: ELOT 971 S500s 
DIN 488 BSt500S 
QUALITY MANAGEMENT SYSTEM ISO 9002 
ELOT 959 S220 
DIN 488 BSt22/34GU 
  
Form - Diameters: S500s Rebars 8-40mm 
Coils 6-16mm 
S220 Rebars 8-20mm 
Coils 6-12  
  
Length - Tolerance: L12m, L14m 
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0 / +100mm 
Other lengths can be met upon request  
  
Packing - Weight: Bundles Weight Rebars: 2,00MT per bundle  
Coils: 1,25 - 1,45MT per coil  
  
Prefabricated Concrete Reinforcing Mesh 
Cross wires: concrete reinforcing S500s steel according to ELOT 971 & Din 488 
Longitudinal wires: SAE 1010 wire rod according to ASTM A510M  
  
Tailor-made Concrete Reinforcing Mesh  
  
Standard wire mesh: T92, T131, T139, T188, T196, T377, O92 
Cross and longitudinal wires: S500s ELOT 971 produced from cold rolled wire quality SAE 1010 
Form - Diameter: Sheets width 2,15m 
Sheets length: 5,00m or 6,00m 
Packaging - Weight: Sheet stacks - depending on type. 

 
2. Merchant Bars 

Angles: 20X3mm up to 50X6mm - Stomana range: 60X6mm up to 100X12 
Acc to DIN 1028, Length: 6 - 12m  
  
Flats: 20X8mm up to 140X20mm - Stomana range: 80X40mm up to 180X90 
Acc to DIN 1017, Length: 6m  
  
Squares: 10X10mm up to 35X35mm  
Acc to DIN 1014, Length: 6m  
  
Rounds: diameter 10- 40mm - Stomana range: 40-120mm 
Acc to DIN 1013, Length: 6m  
  
IPE: 100 and 120mm 
Acc to DIN 1025, Length: 6-12m  
  
UPN: 30X15mm - Stomana range: 80 up to 140mm 
Acc to DIN 1026, Length: 6-12m  
  
Steel grade: St37-2 (S235JRG2). For round products, other steel grades upon request.  
Weight: 2,5 tn per bundle (Approximately) 

  

3. Special Products (Stomana) 

Mining Profiles (THN) cross section 21.02cm2 / 26.65 cm2 / 37 cm2 
31mm 4 acc. DIN 21544  
  
Railway connections 
C30 acc. DIN 17200 
  
Ploughshare blades 
C50 acc. DIN 17200  
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Grinding balls 
Rockwell hardness (43 - 57)  
  
Bright steels round bars:  
Peeled, drawn and Ground 15-100mm - EN10277-8 
Delivery condition: as rolled or annealed.  
Quality inspected for surface or internal defects. Tolerances up to H8. 
S235JRG2, S355J2G3, C45, C35, C22, other grades upon request. 
 
4. Flat Products 

 
5. ERW steel tubes - Hollow sections 

Rectangular and square HS: 30X30mm up to 400X400mm 
Acc to DIN 59411, EN 10219-2,  
  
Tubes: ½-6 inches 
Acc to DIN 2440, DIN 2441, DIN2458, ISO 65, BS 1387, NF A49-145, EN10217, ASTM A120, ASTM A53,  
  
Galvanized tubes: ½-4 inches 
Acc to DIN 2444, EN10204, DIN 2440, DIN 2441, DIN2458, ISO 65, BS 1387, NF A49-145, EN10217, ASTM A120, 
ASTM A53 
  
Cold formed profiles: self-coloured or pre-galvanized  

 
6.Semi-Finished Products   

Billets: cross section (mm) 125x125, 130x130, 140x140, 160x160 
EN 10025, ASTM- 616,  
  
Blooms: cross section (mm) 200x200, 250x350 (STOMANA) 
EN 10025, ASTM- 616  
  
Slabs: cross section (mm) 220x1500 (STOMANA) 
EN 10025, LR-A, GL-A, ASTM A36  

 7.Wire Products 

 
Wire rod 
ASTM A510M, 5,5 -16mm, SAE1006, SAE1008, SAE1010 
  
Drawn Wires: black, 1,5-5mm, DIN 177, Hard: or soft (annealed)  
  
  
Drawn Wires: galvanized, 1,5-5mm 

Hot Rolled (quarto) plates: 8-40mm up to 12m long, 1,5-2m wide (Stomana) 
EN 10025, ASTM A36  
  
Shipbuilding plates: 8-25mm cut, 25-40 mill edges, 1,5-2m wide 
ABS, LR-A, GL-A (STOMANA) 
  
Narrow strip: up to 405mm, 2-8mm thick  
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Soft or semi-hard: - DIN1548 
Heavily Galvanized: - BS443, BS1442  
  
Welded galvanized fencing mesh: 
Sheets, with wire 2-4mm 
Rolls, with wire 1,5-3mm  
  
Welding electrodes 
DIN 1913, DIN 8529,DIN 8575, DIN 8555, DIN 8556, DIN 8573, DIN 1733/1732, DIN 1736 
AWS: SFA 5.1-5.5-5.13-5.4-5.15-5.6-5.11 
ISO 2560, ISO 3580, ISO 3581  
  
Welding wires  
DIN 8559, AWS:SFA 5.18 
  

    

 

 

 

Sales Distribution Network 
 
 
 
 
 

Greece Abroad 
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THESSALY STEEL 
 
PROFILE 
 
Halyvourgia Thessalias S.A. is one of the four fully integrated reinforcing steel bars production 
plants in Greece and is among the 50 top industrial firms. It was founded in 1963 under the title 
"Halyvourgia Volou" and was renamed to "Halyvourgia Thessalias SA" in 1974.  
 
SALES 
 
The Company has approximately 25% share in the domestic market and exports a significant part 
of its production. Total sales for F.Y 2002 were around 100 million Euros. 
 
PERSONNEL  
 
Halyvourgia Thessalias believes in and pays special attention to its 400 hundred employees and 
their capabilities.  
  
PLANTS 
 
Halyvourgia Thessalias is constantly trying to respond to the new challenges of the market by 
improving its structure as well as its technology. Therefore, it invests in its human resources, its 
new technologies and its plants. Today, industrial plants occupy a total area of 400,000m2 and 
warehouses of 50,000m2 

• Electric Furnace (Ε.Α.F)- Ladle Furnace  
• Oxygen Production Unit  
• Continuous Casting  
• Scrap Shredder Unit  
• Warehouse for manufacturing wire mesh for pillars and columns:  
 

o Steel wire mesh  
o Wire-Rods  
o Merchant bars  

 
PRODUCTION  
 
The Company produces weldable bars and rods for steel reinforced concrete of 8-50mm 
diameter, wire rod, and merchant bars. Its annual production capacity amounts to 600,000 tons 
approximately. 
 
The products ’ quality is certified by:  
 

• ΕΛΟΤ 971 (Greece)  
• DIN 488 (Germany)  
• EDUARDO TORROJA (Spain)  
• Italian Standards of University of Brescia   

 

http://www.halyvourgia.gr/products-en.htm
http://www.halyvourgia.gr/products-en.htm
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INVESTMENTS 
 
In the years between 1997 and 2002 the company invested in plant modernization and automation 
of the production processes more than 55 million Euros. 
  
NEW PLANTS  
 
The new Halyvourgia Thessalias plants in Volos have been commissioned and are in full 
production operation. The new scrap-melting furnace incorporates modern technologies as it uses 
the fusion gases to preheat the scrap inside the furnace, thus saving on energy and making the 
whole process environmentally friendlier. 
 
SALES & DISTRIBUTION NETWORK  
 
In order to serve its customers in the best possible way, Halyvourgia Thessalias has built a sales 
network that covers continental Greece as well as the islands. The central warehouses are located 
next to the Volos Plant and have a 50,000 tonnes of steel capacity. Additional steel warehouses 
are located in Inofita-Viotia. 
   
CUSTOMERS - MAJOR PROJECTS-EXPORTS 
 
Halyvourgia Thessalias SA collaborates with major construction contractors in Greece offering 
steel products for projects in Greece, such as the Egnatia National Road, the Athens Metro, the 
Athens International Airport in Spata, as well as abroad, in Spain, Cyprus, Middle East, and the 
Balkans.  

 

 

 

Hellenic Steel 
mills

Thessaly 
Steel-Hellenic 

Steel

Xalivourgiki

Sidenor-Sovel

 

Market share per Company 
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*Thessaly Steel has recently merged with Hellenic Steel, and Sovel is Sidenor’s subsidiary. 
 
 
 
 
 

Hellenic Steel mills 16%
Thessaly Steel-Hellenic Steel 20%
Xalivourgiki 12%
Sidenor-Sovel 52%
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GREEK POLICY TOWARDS EMPLOYMENT OPPORTUNITIES 
 
 
The National Action Plan for Employment (NAPEmpl) 2003 is, in effect, a strategic plan of 
action covering the entire period from 2003 to 2006, following the decision of the Council of Labour 
and Social Affairs. The NAPEmpl 2003 was compiled on the basis of the new structure dictated by 
the second generation of National Action Plans. It focuses on 3 overarching objectives and 10 
specific guidelines. 
 
The results of action in the area of employment and unemployment of women lag in terms of 
pace of improvement. More efficient targeting of policies is required to approach the objective of a 
labour market friendly to women. The picture of limited employment participation and elevated 
participation in unemployment is a reflection of a historical legacy that cannot change overnight. 
Employment participation remains low, yet we observe mass entry into the labour market. The high 
unemployment rate is a reflection of this fast entry. 
 
There remain three entry obstacles in three fields: 
 

First, in the issue of inadequate career planning. 
Second, in overcoming by women the inheritance of a culture of submission. 
Third, in the problems, which still exist in harmonizing stereotypes and obligations between the 
sexes. 

 
Response in the form of policy initiative: 
 

• Guide to implementation of equality 
• Introduction of individualized counseling for women in the regional action plans in the 

context of KPA. 
• Acceleration of the rate of setting up services for infant care (to 3 years) through the 

examination of international good practice, such as child minding at home as well as 
through contracts with private crèches. 

• A quota of 60% for women in training programmes and in subsidised employment. 
• Network of community services (both as job opportunities for women – who make up 60% 

of those recruited – and as a necessary condition for women’s participation in 
employment). 

• Integrated interventions for 7 thousand women in the OP Employment-Training 
• Incentives for the hiring of women 
• Priority for part-time employment jobs for the supply of social services 
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Gender equality 
 
Policies for women can be divided into the following categories: 
 
Promotion of employment and entrepreneurship. This category includes new job 
programmes for women, intended to provide work experience and promote the employment of 
unemployed women aged 18-65. It provides 5,000 jobs and lasts for 21 months. There are also 
women’s entrepreneurship programmes. 
 
Also, as part of the Operational Programme Information Society, 
 
a. Programmes to provide vocational experience (Stage) in IT and Communications skills for 
unemployed graduates, with a special stage for facilitating entry of women into the ICT labour 
market 
b. Actions to promote tele-working, with priority given to business plans which will help an increase 
in employment in regions experiencing difficulty of access to productive centres, and to vulnerable 
population groups and women. 
Finally, the Ministry of Education’s Operational Programme ‘Education and Initial Vocational 
Training 2000-2006’ (3rd CSF) includes actions, which have incorporated the dimension of equality 
(such as the Day-Long School) 
� 
 
Reconciling work and family life. Measures include 
 
1) Child and Infant Care Centres, subject under Law 2880/2001 to the supervision of 
the municipalities and communes. 
2) 180 family care centres, run by the 1st tier local authorities. 
3) Programme of cash maternity allowances to working women who cannot claim these benefits 
from an insurance fund or are uninsured, and also do not have a satisfactory standard of living. 
Programme of subsidies for single-parent families, prepared by theChild Welfare Department of the 
EOKF (National Organization for Community Care). 
4) Children’s Country Camps (EOKF and Social Welfare Department of the local 
prefecture) 
5) Children’s Creative Activity Centres. 
6) ΚAPI (Open Care Centres for the Elderly) and ΚIFI (Day Protection Centres for the 
Elderly) The KIFI are part of the Regional Operational Programmes of the 3rd CSF. 
7) Another action forming part of the Regional Operational Programmes of the 3rd CSF 
is the Help at Home programme. 
8) Operational Programme ‘Health-Welfare’ 2000-2006. Measure: Institutions for 
Social Support and Reintegration of Disabled Individuals. 
9) Sheltered Housing. 
10) Centres for Support and Training for Individuals with Special Needs 
(ΚΕΚΥΚΑΜΕΑ). These services are run by the EOKF. 
11) Creative Activity Centres for Children with Special Needs. 
Other actions established under the Operational Programme ‘Employment and Vocational 
Training 2000-2006’ include: 
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a. Provision of support, preparatory and accompanying measures for promotion of 
equality of opportunity for individuals threatened with social exclusion.  

b. Promotion into employment of individuals from vulnerable social groups. 
c. Improvement and/or expansion of infrastructures and support for operation of units 

and services assisting children, the elderly and other groups requiring special 
care, as well as support services for women.  

d. Integrated interventions for women (the most recent policy initiatives for increasing 
participation of women in paid employment and decreasing unemployment rate 
among women were described in the context of Guideline no. 1). 

 
In the Community Initiative EQUAL. Measure:  
 
Reconciling work and family life:  
 

a. Promotion of new models of work organization to reconcile demands of job and 
family.  

b. Implementation of measures to eliminate stereotypes concerning the role of the 
two sexes in the family. Measure: Encouraging ending of vocational segregation.  

 
Actions: 

a. Strengthening mechanisms to incorporate principle of equality in the workplace. 
b. Encouraging employment of women in new sectors of the economy. 

 
Also, managed by the Ministry of Internal Affairs:  
 

‘National Action Programme for Gender Equality 2001-2006’, 
‘Guide to Implementation of Gender Equality Policies in Planning and Evaluation of 
Operational Programme Actions under the 3rd CSF and the Community Initiatives’ 

 
RESEARCH CENTRE FOR EQUAL OPPORTUNITIES 2003 
 
The Implementation Guide for gender equality policies in the 3rd CSF projects is essentially a tool 
for the assessment of the kind and degree of inclusion of equality in the Operational Programmes 
making up the 3rd CSF and the Community Initiatives. It is a checklist with 16 evaluation criteria to 
establish the degree to which the dimension of equality is included in each Operational Programme 
on three levels: 
 

1. In the planning phase, 
2. In the implementation and monitoring phase 
3. In the evaluation phase 
 

The methodology adopted includes 4 stages: preparation of evaluation criteria, ranking of criteria, 
production of tables offering analytical evaluation of the current situation for each Programme, and 
feedback. The methodological approach and the checklist prepared by the Research Centre were 
based on a similar assessment of the CSF of the EU member states prepared for the European 
Commission (ASBL Engender 2002b, European Commission 2001b, 2001c, 2002c). Below we 
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present the evaluation criteria in the checklist concerning the inclusion of the dimension of gender 
equality: 
 
Criteria used in assessing planning stage for each Opportunities Programme: 
 

1) Gender equality in theEx ante Evaluation. The first point to be ascertained is whether in 
their ex ante Evaluations the Programmes present data according to gender when 
reporting on the current situation in basic aspects of the labour market. And since this 
reporting is an indication of the objectives and the framework of each Op. Programme, it is 
then ascertained to what degree the anticipated result (objectives) is described in the ex 
ante Analysis.  
 
2) Indicators, which describe in line with the field of action and the focus of each 
Programme the current situation in terms of distribution by gender.  
 
3) Cooperation with Women’s Organizations and Equality Agencies on the planning 
level of the Programme. 
 
4) The Existence of qualitative and quantitative objectives (quantification of objectives of 
policy of Op. Programme in terms of gender equality dimension).  
 
5) Evaluation of the Existence of positive actions in the preparation of the 
Programme . 
 
6) Evaluation of the Existence of actions, which have included the gender equality 
dimension (gender mainstreaming) in the objectives, the table of indicators and the 
Technical Measure Bulletins which describe the identity of the measures in the 
Programme. 
 
 7) The Existence of actions which are presented as having indirect positive impact but for 
which no methods ensuring them are envisaged in the Technical Measure Bulletin of the 
Programme. 
 
 8) The level of budgets for positive actions in favour of women taken by the Programme.  

 
Criteria for evaluation in the implementation and monitoring stages: 

 
 9) The presence of Women’s Organizations and Equality Agencies in the Monitoring 
Commissions and in implementation (as final beneficiaries of the measures) of the 
Programme.  
 
10) Ensuring the balanced participation of men and women in the Monitoring Committees  
 
11) Ensuring the balanced participation of men and women in the Management Authorities 
 
12) The measures to brief women’s organizations, NGOs, etc. on the implementation of 
O.P. actions  



 87

 
13) Ascertaining whether there are selection criteria which promote equality in the 
invitations for the Measures and operations of the O.P..  

 
Evaluation criteria for the control and audit phase (measurability of results of the O.P. actions): 
ascertaining the presence of  

 
14) Output indicators, 
15) Result indicators and  
16) Impact indicators. 

 
 
Inclusion in the labour market of disadvantaged individuals 
 
To quote the National Action Plan for Inclusion 2003 – the strategic choice of meaningful 
promotion of social inclusion is closely linked to facilitating access to employment for groups at 
risk of social exclusion. 
 
More specifically, assisting access to employment is one of the four common Nice 
objectives of the Inclusion action plans, in the sense that increasing employment is a 
significant ‘development reserve’: ‘If the Lisbon objectives are attained, then prospects for 
employment, viability of the pension system and prevention of exclusion will be much brighter’. 
 
There are two critical issues in attaining of this objective: 
 

First, improving the remuneration of employment and the avoidance of ‘inactivity traps’. 
(make work pay). Although the structure of the system of allowances and benefits makes 
this risk less likely than in other countries, there is still scope for improvement in respect of 
services to the employed (e.g. family care), the tax system or non-wage costs. 
Second, turning undeclared labour into regular employment Curbing the extent of 
employment in the black economy leads to an increase in social rights and helps prevent 
disincentives and distortions in the labour market; it also limits non-wage labour costs for 
the whole labour force, especially the low-paid.. 
 

In the endeavor to promote employment, five population groups are key: 
 
1. Women:  

 
The employment of women, and particularly those with children, is an objective of strategic 
significance, both for development and for social reasons. This is because the active involvement 
in employment of more family members is the surest safeguard against the risk of poverty, while 
the acquisition by women of their own social insurance entitlements will forestall future problems. In 
this context the problem of single-parent families – women bringing up children alone – is 
particularly acute, fully justifying the policy of making them a priority. The actions being promoted 
involve: 
 

• Reconciling work and family life – Childcare facilities, family support. 
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• �Special actions for women under the CSF. 
 
2. Older workers 
 
Parallel action to stimulate demand on the part of employers as well as supply. Age is often 
accompanied by health problems and disabilities: Recent survey by the NSSG showed that 84% of 
individuals handicapped in some way by their physical condition do not attempt to seek work. 
Likewise, 35% of individuals over 65 face chronic health problems or disability. Apart from the 
psychological benefits to these individuals of active employment, their reintegration into work in a 
way that does not exacerbate their physical condition would bring numerous social benefits, for 
themselves as for their families. 
 
3. Preparing young people to the labour market 
  
The renewal of skills and identification and exploitation of the potential of the labour force depends 
on the way we handle the entry of young people into the labour market – what qualifications they 
bring with them from the education system, what work they find and how to harness the innate 
energy of the young worker. 
 
4. The disabled 

 
The special survey carried out by the NSSG in 2002 as part of the Labour Force Survey highlighted 
the extent of the problems and obstacles to employment caused by health conditions. The active 
involvement of individuals currently excluded from employment would, here too, have many 
positive effects. Formerly the definition of individuals with disabilities was based on a biological or 
medical model describing disability in terms of anatomical and physical criteria. Emphasis might 
instead be laid on the social inclusion and involvement of the individual both in the workplace and 
the broader social context. In the contemporary definition of a person with disabilities an attempt is 
being made to combine the two models, attaching greater weight to social factors. Programs of 
subsidised employment of OAED combined with the provisions of Law 2643/1998 aid the 
employment chances of the disabled. To overcome the obstacles facing the disabled in the labour 
market, a holistic approach to employment is warranted. The improvement of conditions of access 
to employment is linked to improvement in access in other fields, such as education, public 
transport, the Information Society, etc. In this light, NAPempl actions are founded on two principles: 
 

• Institutional framework guaranteeing equal rights 
• Positive action points. 

 
5. Immigrants.  
 
Economic migrants, especially those from neighboring countries, have played an important role in 
the country’s growth over the last decade. Their involvement, and a drawing of attention to the 
qualitative aspects of their employment, should be more closely linked with prospects for further 
development, so that they do not continue to be seen merely as a pool of cheap labour. 

 
Apart from the quantitative expansion of employment, development objectives can be met through 
the upgrading of human resources and emphasis on human capital. The programmes and 
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actions of the 3rd CSF are designed to upgrade and reorient the skills of the labour force (where 
necessary), making it capable of adjusting to the continually changing conditions of demand. By 
the end of the CSF the labour force should thus be better prepared to contribute to economic and 
social development. It is evident from an enumeration of the areas of strategic significance that 
they share one common denominator, the need to upgrade the quality of state intervention – 
Quality in Social Policy. This is the key issue in the endeavor to restore the status and prestige of 
the welfare state. [NAPincl 2003-5, page 16 passim]. 
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The Main features of the Italian Steel Industry. 
 
 
 
The main data concerning the Italian Steel Industry is presented below:  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources FEDERACCIAI-EUROFER-IISI 
 
Italy produced 29.112 Mt in 2005 (+ 2.2% on 2004) and also the apparent consumption raised. Italy 
is a net steel importer specially of flat products and its apparent consumption is higher than 35 
Mt/y. 
 
There are quality problems related to imported steel. Those products are mainly utilised in the 
construction sector with possible consequences on the stability and safety of buildings. 
 
Different from the most part of Italian manufacturing sector which are declining, the steel industry 
has shown improvement, both in production and turnover in the last period maintaining the 
employment level substantially unchanged. What has changed is the composition of the workforce, 
with thousands of young people employed in substitution of workers anticipating their retirement 
due to an Italian law on occupational exposure to asbestos. 
 
In the last decade, the Italian state owned steel enterprises have been privatised and took over by 
both emerging Italian private companies and foreign groups. Nowadays the Italian steel industry is 
completely privatised. At the same time, the Italian steel industry has also undergone to a 
substantial process of concentration and reduction of productive sites for the closures of little and 
medium steelworks. 
 

B i l a n c i o  a c c i a i o

M .t .   a c c i a i o  g r e zzo 2 0 0 0 2 0 0 1 2 0 0 2 2 0 0 3 2 0 0 4

P r o d u zio n e 2 6 .8 2 6 .5 2 6 .3 2 6 .8 2 8 .5
I m p o r t a zio n i 1 8 .9 1 9 .6 1 8 .6 2 0 .0 2 1 .4
E s p o r t a z io n i 1 3 .3 1 3 .9 1 2 .8 1 3 .0 1 5 .1
C o n s u m o  a p p a r e n t e  (P + I -E ) 3 2 .4 3 2 .2 3 2 .0 3 3 .9 3 4 .8

E x p o r t -I m p o r t -5 .6 -5 .6 -5 .7 -7 .0 -6 .3

I / C 5 8 .3 % 6 0 .8 % 5 7 .9 % 5 9 .1 % 6 1 .5 %

E / P 4 9 .6 % 5 2 .4 % 4 8 .8 % 4 8 .3 % 5 3 .0 %
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The flat steel products facilities (Taranto, Novi Ligure) of the ILVA Group has been taken over by 
the Riva Group that also got in the past the steelwork of Genoa Cornigliano. The multinational 
group Techint, based in Argentina, bought Dalmine (now Tenaris) and the German group 
ThyssenKrupp now control 100% of the Acciai Speciali Terni, the main Italian producer of flat 
stainless steel products. 
 
Also the Lucchini, Marzorati and Duferco groups participated to the privatisation process taking 
over steelworks respectively in Piombino, Lovere, Trieste, Cogne and San Giovannio Valdarno. 
 
There are more than 40 steelworks in operation in Italy. Four among them are integrated 
steelworks (Taranto, Piombino, Genoa, Trieste) while all the others adopt the Electric Arc Furnace 
technology. The integrated steelwork in Genoa is going to be closed following the agreement 
recently reached among the Riva Group, trade unions local and national authorities. The most part 
of the steelworks are located in northern Italy with important exceptions of Taranto, Piombino and 
Terni. 
 

The Main Italian Steel Companies 
 
The main steel companies are: 
 
Riva:  Total production of about 16 Mt/y of crude steel of which more then 10 Mt/y 
produced in Italy and the rest produced in Germany, France, Belgium, Spain, Greece and Tunisia. 
The main steelwork in Italy is located in Taranto with the total production of about 10 Mt/y of flat 
products and big diameter tubes. 
 
Lucchini: The group’ total production was about 4 Mt/y (long products, wire rod, rails, and 
other materials for the railways). Due to financial problems, 60% of the Lucchini group has been 
taken by the Russian company Severstal while the steelwork in Warsaw has been incorporated by 
Arcelor. 
 
TK AST: Producers of Stainless steel flat product owned by ThyssenKrupp Stainless, 
subsidiary of  ThyssenKrupp AG. Total production is about 1,5 Mt/y in the two sites of Terni and 
Torino. The electrical steel production has been discontinued in September 2005 after the 
agreement between company and trade unions in February 2005. 
 
Duferco: Multinational group, originally a trader, based in Lugano (Switzerland) with 
steelworks in Italy, Belgium, USA, South Africa, Russia, Hungary and France. 
 
Tenaris: Multinational group leader in the production of seamless tubes based in Argentina. 
The Italian steelworks are based in Dalmine, Costa Volpino, Arcore and Piombino. The group has 
production sites all over the world  (Argentina, Brazil, Venezuela, Mexico, Japan, Canada) but it is 
more and more involved also in the production of carbon steel flat products. 
 
Arvedi: Producer of flat products (about 900,000 t/y) through the new ISP technology invented and 
applied in the Cremona’s steelwork. 
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Arcelor: Biggest European Steel producer, second at world level, own the steelwork of  
Magona d’Italia in Piombino for the production of cold rolled, galvanised and pre-painted flat 
products and service centres in northern Italy. 
 
Some of the groups listed above have more then one steelworks in Italy. 
 
There are also other minor groups, mainly producers of carbon steel long products, with production 
varying from 0.5 to 2.0 Mt/y. Some of them, as Feralpi and Beltrame, have steelworks in other 
European countries. Other companies like Valbruna (Vicenza, Bolzano) and Marzorati (Cogne) are 
important producers of stainless steel long products. 
 

Develpments and problems 
 
The Italian steel industry has been very competitive in the last years due to its high flexibility, 
management capacity and cost reduction. Also new technologies have been developed and 
applied in Italy, were important plant constructor (Danieli, Techint, Paul Wurth) are based, 
particularly those concerning continuous casting and the EAF. 
 
Furthermore, the Centro Sviluppo Material, one of the main European research centres for 
industrial research, contributed to develop both new processes and new steel qualities in close 
cooperation with the main steel producers and customers following the path of the sustainable 
development. 
 
These improvements partially compensated the higher cost of energy (about 30% higher then the 
European average) and transports of raw materials (scrap, iron ores) and products that suffers of 
the structural weakness of the Italian transport network. 
 
Two important aspects have still to be solved: 
 

• The working conditions and the number of accidents; 
• The environmental impact of the steelworks and their relationship with territories and 

communities. 
 
The accident index and the number of fatalities are growing in the last period also due to the wide 
changes in the workforce that has been employed without an appropriate training and to 
organisational problems. 
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Also the relationship between steelworks, mainly the integrated ones, and local communities are 
worsening. The level of conflict reached in Taranto, Piombino, Genoa and Trieste are not 
comparable with those existing in other European countries. In certain cases, the conflicts have 
been resolved with agreements and investment to reduce the environmental impact while in other 
sites discussions are still going on. 
 
Looking to the structure of the Italian steel industry conflict related to environmental impact should 
be less then in other European countries: In Fact: 

• Italy produces about 40% of steel via integrated route and about 60% via EAF route while, 
on the contrary, the EU steel industry produces in the average 60% from the integrated 
route and 40% via EAF and certain big steel producers, like Germany, are also more 
unbalanced towards the integrated route, that is more problematic from the point of view of 
the environmental impact.  Furthermore, the Italian integrated steelworks are all located in 
coastal areas; 

• Although the Italian steelworks are located near or within urban areas, in other European 
and non European countries big steel producers (e.g. Germany, Japan) steelworks are 
located in very highly populated areas. 

 
 
The Italian steel industry must face and solve these problems in the short term and in the same 
time remaining competitive in the steel market. The young workforce of the Italian steel industry is 
a major factor of competitiveness in the future compared with the situation of other European 
countries. But these factor will be fully utilised through an appropriate and continuous training 
avoiding the short sighted trend to consider only to cost reduction and to low quality occupational 
policy based mainly on the destabilisation of the labour market and temporary works. 
 

Employment 
 
Actually, about 40.000 employees are directly employed in the steel companies without considering 
those belonging to subcontracting enterprises and to the treatment of the steel products (For 
instance the tube producers). 
 
Annexe I shows a table containing up dated statistical information concerning employment in the 
Italian steel industry indicating total employment with some specifications on the number of women 
and the number of employees working under particular temporary contracts (Co.Co.Co. and 
interim). The total number of temporary contracts is not shown but is certainly bigger then the total 
of the two categories indicated before. The source of data is ISTAT, the Italian statistical institute. 
 
Women are only the 3.6 % of the total employment and the most of them are employed in the 
administrative or in staff activities while in the last years more and more women graduated in 
engineering are employed by the Italian steel companies. 
 
In the early eighties Terni steelworks experimented the employment of women working in teams 
directly on the exercise of the production plants, working in shifts as their male colleagues. 
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Although a few of them are still working in the some position, the experiment remained the only 
one in whole Italian steel industry and also one of the few in the former European community. 
 
Information concerning to the breakdown of data related to age and seniority at country level are 
not available as far as data concerning other groups of people as immigrants and disabled people. 
We will try to get information on these aspects starting from data available at company level. 
 
Although the number of employees has been substantially stable since 1995, when a major 
restructuring plan have been implemented in parallel with the privatisation of the state owned steel 
industry with the expulsion of about 15.000 workers, the composition of the workforce in the Italian 
steel industry is deeply chanced in the same period. 
 
An Italian law (272/92) adopted by the Italian parliament at the beginning of nineties subsequent to 
the transposition of the EEC directive on asbestos, allowed benefits to all the workers exposed to 
asbestos during their working life for more the 10 years before 1992, no matter the sector of 
activity. 
 
Asbestos has bees widely used in the steel production cycle for many purposes due to the high 
temperature processes in and all the steel workers exposed to this dangerous material for a long 
time has been allowed to retire before the normal age and seniority. 
 
This fact created the need, and the opportunity, for the steel companies to employ young people 
for the first time after more the 20 years. In a few year the composition of the age distribution 
among the workforce in the Italian steel industry dramatically changed and nowadays the most part 
of the workers are young and generally highly educated persons. 

 
 
 

Table 1: Tenaris Dalmine  - Data on employment. Breakdown by age 
 

Age 
< 25 26 - 35 36 - 40 41 - 45 46 - 50 51 - 55 >55 

Total 
Top M. 0 7 18 16 17 27 21 106 
Mid M. 0 58 46 25 40 33 14 216 
White C 11 308 71 82 137 92 22 723 
Blue C 159 487 192 318 487 392 60 2.095 
Total 170 860 327 441 681 544 117 3.140 

 
 
 
Table number 1 shows the breakdown by age and by professional level of a single steel work in 
Tenaris Dalmine in northern Italy. This distribution in just an example and cannot be assumed as a 
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general picture although it clearly put in evidence the consequences of the deep changes afore 
mentioned. 
 
This quick change had immediate bad consequences for the steel companies due to the lack of 
time to transfer the know how from retiring workers to the new employed ones. Both quantitative 
and qualitative levels of the steel production lowered and recovered only after a relatively long 
period when the newcomer had been adequately trained. 
 
On the contrary, the steel companies had a big advantage because they employed the new people 
through temporary contracts, interim contracts and all the flexible contracts allowed by the Italian 
low regulating the labour market, being the wages of these workers lower, in many cases the half, 
than those of the retiring ones. 
 
On table number 2 these effects are more visible and the concentration of people in the class with 
less the 5 years of seniority is clearly shown. 
 
 

Table 2: Tenaris Dalmine - Data on employment. Breakdown by seniority 
 
Seniority <= 5 6 - 10 11 - 15 16 - 20 21 - 25 26 - 30 31 - 35 >35 

Total 
Top M. 26 24 13 5 9 12 14 3 106 
Mid M. 61 39 17 14 18 31 12 4 216 
White C 253 118 55 59 95 97 40 6 723 
Blue C 722 217 88 131 475 288 165 9 2.095 
Total 1062 418 173 209 597 428 231 22 3.140 

 
 
In this picture is also indicative of the consequences of the dramatic changes in the Italian, as far 
as the European, steel industry in the last decades due to restructuring processes that practically 
eliminated the higher ages and seniorities as consequences of pre-retirement and other ways of 
reducing redundant employment. 
 
The Italian case with its specific and particular characteristic represent an exception in the 
European union where all the main steel companies are confronted in the next years with the need 
to recruit new people in order to replace the retiring people. 
 
This short term need will enhance to need of suitable instruments to face new equality and diversity 
problems due to the foreseeable recourse to the young, women, immigrants to solve the shortage 
of people aiming to work in the industrial sectors and in the steel sector in particular. 
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ANNEXE  
 
Totale dipendenti 

 

Cod. e Descr. Classe Economica 
 

Dipendenti 

2710 - Produzione di ferro, di acciaio e di ferroleghe (CECA) 38.969 
Totale: 38.969 

 
Totale dipendenti donne 

 

Cod. e Descr. Classe Economica 
 

Dipendenti Femmine 

2710 - Produzione di ferro, di acciaio e di ferroleghe (CECA) 1.396 
Totale: 1.396 

 
Totale indipendenti  

 

Cod. e Descr. Classe Economica 
 

Dipendenti Indipendenti 

2710 - Produzione di ferro, di acciaio e di ferroleghe (CECA) 82 
Totale: 82 

 
Totale indipendenti donne 

 

Cod. e Descr. Classe Economica 
 

Dipendenti Indipendenti 
Femmine 

2710 - Produzione di ferro, di acciaio e di ferroleghe (CECA) 8 
Totale: 8 

 
Totale addetti 

http://193.204.90.17/cis/dwcis/jsp/drillReport.jsp?mifv=&entry=r10&fromID=231&downToID=232&filterValue=2710+-+Produzione+di+ferro%2C+di+acciaio+e+di+ferroleghe+%28CECA%29
http://193.204.90.17/cis/dwcis/jsp/drillReport.jsp?mifv=&entry=r10&fromID=231&downToID=232&filterValue=2710+-+Produzione+di+ferro%2C+di+acciaio+e+di+ferroleghe+%28CECA%29
http://193.204.90.17/cis/dwcis/jsp/drillReport.jsp?mifv=&entry=r10&fromID=231&downToID=232&filterValue=2710+-+Produzione+di+ferro%2C+di+acciaio+e+di+ferroleghe+%28CECA%29
http://193.204.90.17/cis/dwcis/jsp/drillReport.jsp?mifv=&entry=r10&fromID=231&downToID=232&filterValue=2710+-+Produzione+di+ferro%2C+di+acciaio+e+di+ferroleghe+%28CECA%29
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Cod. e Descr. Classe Economica 
 

Dipendenti Addetti 

2710 - Produzione di ferro, di acciaio e di ferroleghe (CECA) 39.051 
Totale: 39.051 

 
Totale addetti donne 

 

Cod. e Descr. Classe Economica 
 

Dipendenti Addetti Femmine 

2710 - Produzione di ferro, di acciaio e di ferroleghe (CECA) 1.404 
Totale: 1.404 

 
 
Totale Co.Co.Co. 

 

Cod. e Descr. Classe Economica 
 

Dipendenti Co.Co.Co. 

2710 - Produzione di ferro, di acciaio e di ferroleghe (CECA) 186 
Totale: 186 

 
Totale interinali 

 

Cod. e Descr. Classe Economica 
 

Dipendenti Interinali 

2710 - Produzione di ferro, di acciaio e di ferroleghe (CECA) 234 
Totale: 234 

Source: ISTAT 
 

http://193.204.90.17/cis/dwcis/jsp/drillReport.jsp?mifv=&entry=r10&fromID=231&downToID=232&filterValue=2710+-+Produzione+di+ferro%2C+di+acciaio+e+di+ferroleghe+%28CECA%29
http://193.204.90.17/cis/dwcis/jsp/drillReport.jsp?mifv=&entry=r10&fromID=231&downToID=232&filterValue=2710+-+Produzione+di+ferro%2C+di+acciaio+e+di+ferroleghe+%28CECA%29
http://193.204.90.17/cis/dwcis/jsp/drillReport.jsp?mifv=&entry=r10&fromID=231&downToID=232&filterValue=2710+-+Produzione+di+ferro%2C+di+acciaio+e+di+ferroleghe+%28CECA%29
http://193.204.90.17/cis/dwcis/jsp/drillReport.jsp?mifv=&entry=r10&fromID=231&downToID=232&filterValue=2710+-+Produzione+di+ferro%2C+di+acciaio+e+di+ferroleghe+%28CECA%29
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United Kingdom 
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Introduction 
 
This report presents a profile of the UK steel industry, with particular reference to equal 
opportunities policy and Vocational Education and Training (VET) arrangements. First the report 
sets out the wider context of the UK steel industry. It covers the production profile of the industry 
and an account of the UK steel workforce. The legal arrangements that apply with regard to Equal 
Opportunities are then presented, including the National Action Plan for the UK. The report 
concludes with a brief survey of the VET arrangements for the UK, drawing out the implications for 
the steel industry.  

UK Steel Industry Profile  
 
1. The British steel industry 

 
Steel production has a long history of major importance to the British economy. It is also an 
industry that has been subject to long-term decline, with periodic moments of dramatic and sharp 
contraction, particularly in the early 1980s and at the beginning of the 21st Century. The industry 
has gone through periods of major change, in terms of ownership, location and employment. One 
result is that the industry is now dominated by one producer, Corus plc. Another is that the industry 
is organised on a regional basis, with large integrated plants on few sites, in Wales and North-east 
England. Further, it is an industry that has experienced a major decline in employment, with 
implications for the composition of the workforce.  
 
Historically, the steel industry has undergone major changes. It began as a dispersed and 
fragmented industry, based on raw material sites. The outcome was a large number of small and 
relatively isolated plants. In 1967, the then Labour government nationalised the 14 largest firms 
(approximately 90% of the UK steel-making capacity) to form the British Steel Corporation. The 
British Steel Corporation remained in public ownership until 1988, when it was privatised to form 
British Steel plc (Blyton, 2000). On 6 October 1999, British Steel plc merged with Koninklijke 
Hoogovens, a Dutch steel producer, to create Corus plc. The headquarters of the company is 
located in London and comprises a set of Business Units, which are located worldwide. Its shares 
are listed in London, New York and Amsterdam. The new company is global, and in 2005 was the 
third largest steel producer in Europe, and ninth in the world (International Iron and Steel Institute 
(IISI) 2006)23. In 2007 Corus plc was acquired by the Tata Group.   
 
One feature of the UK steel industry more generally, is its regional concentration. In 2005 the 
location of steel production plants was as follows:  
                                                 
23 Corus is the third largest steel producer in Europe after Mittal and Arcelor. However, whilst Mittal is registered in the 
Netherlands, its origins lay in south-east Asia. More particularly, the company is global in a way that other major steel 
companies are not. It has unmatchable geographic and product diversity and has operations across four continents 
and 16 countries world-wide The steel industry is highly regional with regard to trade, but it is open to debate that – in 
its operations – Mittal fits this pattern and could be regarded as a European producer/company, Further Mittal and 
Arcelor merged to create the world’s largest steel company in 2006, which made Corus the second largest producer in 
Europe.    
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Figure 1: Location of Steel Production Plants in the UK in 2005 
 

 

Key:  

 In tegra ted  p lan ts :  combined s tee lmak ing  and ro l l ing  mi l l s .  

 O ther  ro l l ing  mi l l s .  

 Coat ing  p lan ts .  

 Wi re  p lan ts .  

 Tube mi l l s .  
 
Note: a large number of smaller plants are not shown. 
 
Source: Iron and Steel Statistics Bureau: http://www.uksteel.org.uk/wherefaqs.htm 
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This concentration of the steel producing plants is complemented by a long term pattern of 
employment contraction in the UK steel industry. In 1980, there were 112,000 employees in the UK 
steel industry, and only 22,000 by 2003, a decline of 80% (IISI 2004). 
 
These trends are placed in a European and world context in Table One:  
 
 
Table One: Employment in the Steel industry, 1980 – 2003 
 

1980 1985 1990 1995 2000 2001 2002 2003
Austria 39 34 21 13 12 12 12 12
Belgium 45 35 26 24 20 21 19 18
Denmark 2 2 1 1 1 1 1 1
Finland 15 10 10 9 9 9 9 9
France 105 76 46 39 37 37 37 37
FR Germany (1) 197 151 125 93 77 76 74 72
Greece 4 4 3 3 2 2 2 2
Ireland 1 1 1 0 0
Italy 100 67 56 42 39 38 37 39
Luxembourg 15 13 9 6 4 4 4 4
Netherlands 21 19 17 13 12 11 11 11
Portugal 7 6 4 3 2 1 1 1
Spain 81 54 36 25 22 22 23 23
Sweden 48 31 26 21 20 19 19 19
United Kingdom 112 59 51 38 27 26 21 22
European Union 792 561 434 330 284 280 270 269
Serbia and 
Montenegro (2) n/a 69 17 15 10 9 9

Canada 61 69 53 56 58 56 58 58
United States 399 238 204 171 151 140 125 121
Brazil 132 133 115 78 65 65 64 68
South Africa 70 65 54 39 24 20 19 18
Japan 380 349 305 252 197 186 176 170
South Korea n/a n/a n/a 67 57 57 57 57
Australia n/a 30 22 21 20 19 21
Total of above 1834 1414 1264 1032 872 834 797 790

Employment in the steel industry 1980 - 2003
thousand at end of year

(source: IISI, 2004)
 
(1) – includes former German Democratic Republic after 1990 
(2) – Yugoslavia 1980-1990 
 
 
Employment within the UK steel industry is marked by the decline in absolute numbers. The 
employment profile of the UK steel industry should be assessed within the context of steel 
production and consumption increasing markedly. While there has been an absolute decline in 
steel employment, the productivity of these workers has increased significantly. In the period 1987 
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– 2004, crude steel production has increased, while numbers employed has continued to decline 
(see Table Two).  
 
 
Table Two: UK crude steel production and numbers employed: 1987 – 2004  
 
 

 
 
Employees  as  engaged on  ac t i v i t i es  as  de f ined by  the  former  European Coa l  and S tee l  
Communi ty  (ECSC) .  
 
Source :  ISSB( I ron  and  Stee l  S ta t is t i cs  Bureau)  
 
 
The productivity rate of steel industry employees has increased overall between 1978 – 2004, with 
declines in 1966 and from 2001 – 2002. The latter period was a moment of economic recession for 
the UK steel industry. During this period, Corus (as the major steel producer in the UK) faced 
severe reorganisation problems, following the merger that established the company, as well as an 
adverse exchange rate between the Pound (sterling) and the Euro (Michie, 2001). Table 3 
highlights how productivity has increased almost year-on-year since 1978 (showing Crude steel 
output per head of ECSC employee.). 
 
 

http://www.uksteel.org.uk/ecsc.htm


 104

Table Three: UK steel industry productivity -  1978 – 2004 
 

 

Source :  ISSB( I ron  and  Stee l  S ta t is t i cs  Bureau) .   

The UK industry still remains a significant world contributor to world steel production, despite a 
decline in recent years. Tables Four, Five and Six show the methods of steel production and types 
of steel production in the UK by tonnage.  
 
The UK remains a steel producing country that is reliant on Basic Oxygen Steelmaking processes.  
 
Table Four: Crude steel  production by process: 1984 -  2004 

 
Note :  BOS =  Bas ic  Oxygen Stee lmak ing ;  EAF =  E lec t r i c  Arc  Furnace.  
Source :  ISSB ( I ron  and S tee l  S ta t i s t i cs  Bureau)  
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Table Five: The UK Steel Industry, a Statistical Portrait (‘000 metric tonnes) 
 
 Ranking 

in the 
World, 
1994 

1994 1995 1996 1997 1998 1999 2000 2001 2002 2003 Ranking 
in the 
World, 
2003 

Production 
of Crude 
Steel 

 
17286 17604 17992 18501 17315 16298 15155 13543 11667 13268  

Exports of 
semi-
Finished and 
Finished 
Steel 
Products 

 8 829 8 896 9 336 9 371 8 332 7 880 7 810 6 851 6 639 7 332  

Imports of 
Finished and 
Semi-
Finished 
Steel 
Products 

 6 036 6 866 6 255 6 640 7 500 6 980 7 728 8 109 8 882 8 053  

Apparent 
Consumption 
of Steel  

 14520 15090 14880 15590 16570 15580 15300 15260 14220 13940  

 
Source: International Iron and Steel Institute (2004) Steel Statistical Yearbook, 2004 Brussels: Committee on 
Economic Affairs.  
 
 
In relation to this profile, it should be noted that most trade by European companies is within 
Europe, and this is also the case for the United Kingdom (see World Steel Trade by Area, 2004, 
IISI, 2005, p 11). However, within this profile, crude steel production in the UK is declining. The UK 
is no longer a major crude steel producer. Rather, imports are increasing into the UK, indicating the 
different specialties of steel production across Europe. There appears to be a refocusing of steel 
production in Europe, targeting specific markets, in a way that was less common in the past. In 
addition, in the UK apparent consumption is declining, reflecting the changing place of steel in the 
national economy.  
 
These patters become more evident when the types of steel production in the UK over time are 
examined (Table Six). Table Six makes evident that in terms of output, the only aggregate increase 
over the time period is with welded tubes. In all other areas of production there has been a decline 
in aggregate output. 
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Table Six: Types of Steel Production, 1994 – 2003, metric tonnes 
 
 1994 1995 n1996 1997 1998 1999 2000 2001 2002 2003 
Hot Rolled 
Steel 
Products 

14 669 

 

15 320 15 776 16 223 15 301 14 186 13 003 11 407 10 876 10 396 

Hot Rolled 
Long 
Products 

6 777 

 

7 102 7 048 7 122 6 763 6 217 5 678 5 671 5 024 4 352 

Hot Rolled 
Flat Products 

7 727 

 

8 114 8 625 9 028 8 450 7 969 7 326 5 866 5 852 6 043 

Railway track 
material  

161 210 211 187 213 230 186 178 194 175 

Heavy 
Sections 
(≥mm) 

1 860 

 

1 876 1 941 1 780 1 725 1 703 1 389 1 411 1 346 1 367 

Light Sections 
(≤mm) 

306 286 ... ... ... ... 522 563 522 ... 

Concrete 
Reinforcing 
Bars 

526 514 655 604 517 398 289 334 199 157 

Hot Rolled 
Bars (excl. 
Concrete 
Reinf. Bars) 2* 

1 968 2 227 2 071 2 301 2 204 1 987 1 360 1 227 1 082 1 128 

Wire Rod 2 158 2 292 2 157 2 249 2 094 1 907 1 931 1 829 1 682 1 437 
Electrical 
Sheet and 
Strip 

196 239 218 233 211 184 234 176 155 183 

Tinmill 
Products 

767 786 737 757 757 734 749 604 562 493 

Other metallic 
coated sheet 
and strip 

1 619 

 

1 815 1 878 2 024 

 

2 009 1 938 1 900 1 339 1 365 1 355 

Non-metallic 
coated sheet 
and strip 

407 498 501 518 559 561 566 429 423 442 

Tubes and 
tube fittings 

1 095 1 104 1 320 1 313 1 282 1 143 1 015 1 091 942 1 065 

Seamless 
Tubes 

165 104 103 73 88 76 63 68 64 59 

Welded 
Tubes 

930 1 000 1 217 1 240 1 194 1 067 951 1 023 878 1 006 

 
Notes:  1 Not available 
 
2 Including light sections * - except 2000-02 
 
Source: International Iron and Steel Institute (2004) Steel Statistical Yearbook, 2004 Brussels: Committee on 
Economic Affairs, p. 51, 53, 55, 57, 58, 60, 61, 63, 65, 67, 68, 70, 72, 73, 75, and 76  
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This is an industry where the total employment in the UK steel industry is just under 20 per cent of 
what it was in 1980. Apart from Portugal, with a relatively small presence in terms of steel 
production, this is the largest decline in steel employment in Europe. It is an industry where worker 
productivity has increased massively but where output is declining in almost all areas of production. 
In this context, the composition of the workforce is changing. First, the age profile is in the process 
of changing, as recruitment and replacement of the current workforce takes place. Second, and as 
part of this process of change, the foundation for an increasing pattern of female employment into 
the industry has been laid.  
 
 
2. Employment Profile 
 
The UK steel industry (broadly defined) has gone through a decade of restructuring and 
recomposition of its workforce (1995 – 2005). In what follows, these changes are disaggregated via 
a consideration of the occupational structure of the industry, followed by an account of the socio-
demographic profile (gender, age and ethnicity), patterns of trade union membership, education 
and training, and the terms and conditions of employment.  
 
To develop an account of these processes, British Labour Force survey data is drawn upon to 
examine the broad patterning of the British steel workface during the past decade. This data refers 
to the steel industry as defines by the Standard Industrial Classification (SIC) categories for 1980 
and 2003: 
  

 27.10: Basic Iron, steel, ferro-alloys manufacturing 
 27.21:  Cast iron tubes manufacturing 
 27.22: Steel tubes manufacturing 
 27.31: Cold drawing 
 27.32 Cold rolling (narrow strip) 
 27.33: Cold forming and folding 
 27.34: Wire drawing 
 27.35: Other 1st processed iron and steel 

 
All figures reported in the tables are weighted and grossed out (Earnings-related figures are 
weighted by income matrix). The surveys presented in the tables were conducted during the 
autumn period of 1995, 2000 and 2005, providing sequenced snapshots of the industry. The data 
cover only main jobs in the steel industry.  
 
Occupations 
 
The steel industry workforce is distinguished by distribution across the occupational structure for 
the industry, as indicated in Table Seven.  
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Table Seven: Occupational Structure for the Steel Workforce, 1995, 2000, 2000 
 

 

Managers 
and Senior 
Officials 

Professional 
occupations 

Associate 
Professional 
and Technical 

Administrative 
and Secretarial 

Skilled Trades 
Occupations 

Personal 
Service 
Occupations 

Sales and 
Customer 
Service 
Occupations 

Process, 
Plant and 
Machine 
Operatives 

Elementary 
Occupations Total 

2005 
Steel N= 5576 3269 5020 5238 22024 0 0 18287 4382 63796 
 % 8.7 5.1 7.8 8.2 34.5 0 0 28.6 6.8 100.0 
UK  N= 4202074 3568002 4039140 3504834 3192050 2189884 2215545 2134619 3182033 28228181 
 %  14.8 12.6 14.3 12.4 11.3 7.7 7.8 7.5 11.2 100.0 

2000 
Steel N= 9509 3493 5387 7273 18560 0 2174 22384 2817 71597 
 %  13.2 4.8 7.5 10.1 25.9 0 3.0 31.2 3.9 100.0 
UK  N= 4584303 3066189 3034530 4110441 3315877 3106808 2310571 2483700 2118358 28130777 
 %  16.2 10.8 10.7 14.6 11.7 11.0 8.2 8.8 7.5 100.0 

1995 
Steel N= 11245 7197 3874 10270 23890 1540 1834 31419 4712 95981 
 %  11.7 7.4 4.0 10.7 24.8 1.6 1.9 32.7 4.9 100.0 
UK   N= 4174773 2721949 2452808 3898226 3334554 2822167 2061009 2535592 2198767 26199845 
 %  15.9 10.3 9.3 14.8 12.7 10.7 7.8 9.6 8.3 100.0 

Based on SOC 2000 and 2003 
Note: Based on SOC 2000 and 2003 
 
Source: British Labour Force Survey  
 
This workforce appears to have experienced a shift towards skilled trades and occupations as the predominant occupation in the industry, with a smaller decline 
in the operating staff in the industry. In part this may reflect a process of up-skilling and the moves within the steel industry towards forms of team work and 
related patterns of employment within the steel labour process. Over the same period there appears to be a decline in the proportion of staff undertaking 
managerial and professional type work within the industry. Of note, this distribution is markedly different when compared to the UK pattern as a whole.  
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Socio-demographic Profile 
 
Gender 
 
The steel workforce remains a largely male one, with a relatively high age profile. Taking the 
gender composition of the steel workforce first, very few women are employed directly in the 
industry, as indicated in Table Eight.  
 
Table Eight: The Gender Distribution of the Steel Workforce, 1995, 2000, 2005 
  
  1995 2000 2005 
  Male Female Total Male Female Total Male Female Total 

N= 84549 11944 96493 64204 7393 71597 54842 8954 63796 Steel 
% 87.6 12.3 100.0 89.6 10.3 100.0 85.9 14.0 100.0 

UK N= 14479345 11763344 26242689 15526279 12607815 28134094 15142211 13100030 28242241 
 % 55.1 44.8 100.0 55.1 44.8133 100.0 53.6 46.3 100.0 
 
Source: British Labour Force Survey  
 
While there are very few women employed in the industry, there is evidence that the foundation for 
a recomposition on gender grounds is being laid. Increasingly, with the deregulation of the industry 
and its internationalisation, women are being recruited into staff positions, as technical workers, 
and employees in areas such as marketing and commercial activities. In addition, steel companies 
have shown more willingness to consider employing females into apprenticeships and the like, than 
in the past. While the numbers are small at present it can be expected that as a proportion more 
and more women are likely to be recruited into this industry. 
 
Generally, women workers in the metals industry are more likely to appear in the younger age 
bands, constituting between 10 and 20% of the metals manufacturing workforce. Broader evidence 
about the increased employment of women in traditional industries, such as metals, suggest that 
these trends are likely to increase over time (Fonow and Ehrardt, 2001). If this is so, then there are 
likely to be knock-on implications for sub-sets, such as steel.  
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Age 
 
Not only is this a predominantly male workforce, it is an aged one, as indicated by Table Nine.   
 
Table Nine: The Age of the Steel Workforce, 1995, 2000, 2005 
 

 
From 16 to 

24 
From 25 to 

34 From 35 to 44 
From 45 to 

64 65 and Over Total 
2005 

N= 7985 11464 14152 29284 909 63796 
Steel % 12.4 20.6 22.2 45.9 1.4 100.0 

N= 3949982 6073404 7363463 10265342 590050 28242241 
UK %  13.9 21.5 26.1 36.1 2.1 100.0 

2000 
N= 5809 19206 20944 25638 0 71597 

Steel %  8.1 26.8 29.2 35.8 0 100.0 
N= 3986303 7049702 7365945 9290070 442074 28134094 

UK %  14.1 25.0 26.1 33.0 1.5 100.0 
1995 

N= 12804 23049 29063 31186 391 96493 
Steel %  13.2 23.8 30.1 32.3 0.4 100.0 

N= 4001895 7077577 6245894 8479924 437409 26242699 
UK %  15.2 26.9 23.8 32.3 1.6 100.0 

 
Most steelworkers are employed in the age band 45 – 64, a situation that appears to be increasing. 
This suggests that the workforce is likely to be recomposed in the next few years as older workers 
retire and new ones are recruited. This suggest that the way in which older workers are dealt with 
is likely to become more of an issue, while the induction and treatment of younger workers is also 
likely to face steel industry managements over the next few years.  
 
These patterns of employment are reflected in the profile of Corus plc, the major steel producer in the UK.  
 
Table Ten: Company data, 2004 
 
 Male Female Total 
Age Bands No. % of 

age 
band 

% of 
males 

No. % of 
age 
band 

% of 
females 

No.  % of 
total 

% of 
age 
band 

16 – 24 1039 83.7 4.8 203 16.3 11.2 1242 5.3 100.0 
25 – 34 3205 84.0 14.7 611 16.0 34.0 3816 16.2 100.0 
35 – 44 7672 93.9 35.1 501 6.1 28.0 8173 34.6 100.0 
45 – 54 7697 95.5 35.3 365 4.5 20.1 8062 34.1 100.0 
55+ 2192 94.9 10.0 118 5.1 6.6 2310 9.8 100.0 
Total 21805 92.4 99.9 1798 7.6 99.9 23603 100.0  
 
Source: Corus (SAP HR 31/12/04) 
 
As indicated the age profile of the workforce is one where the mean/median band is in the age 
band 35 – 44. However, male workers are on average older than the female employees. 
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Significantly, there are a higher proportion of female workers in the lower age bands compared with 
the higher ones. This suggests that it is likely that the gender composition of the workforce will 
begin to change in important ways over the next few years. 
 
Race, Ethnicity and Migrant Workers 
 
The steel industry workforce is disproportionately white, when compared with the UK workforce as 
a whole, as indicate din Table Eleven. 
 
Table Eleven: The Ethnic Composition of the Steel Workforce, 1995, 2000, 2005 
 
  1995 2000 2005 
  White Other

s 
Total White Other

s 
Total 

White  Others Total 
N
= 93550 2744 96294 70321 1276 71597 62821 975 63796 

Stee
l 

% 97.1 2.9 100.0 98.2 1.7 100.0 98.5 1.5 100.0 
UK N

= 
2447611

6 
112034

1 
2559645

7 
2654580

3 
158278

4 
2812858

7 
2611587

8 
211642

1 
2823229

9 
 % 

95.6 4.4 100.0 94.3 5.6 100.0 92.5 
7.49645

3 100.0 
 
There are very few non-white workers in the UK steel industry, fewer than for the UK industry as a 
whole. In the UK, a migrant workforce or workforce that comprises ethnic minorities is conspicuous 
mainly by its absence. This suggests that the patterns of recruitment from localities close by steel 
workplaces, has the effect of reinforcing the ethnic distributions within the industry.  
 

Education/Training 
 
In line with the occupational distribution, and the patterns of employment in terms of age, this is a 
relatively poorly qualified workforce (Table Twelve).  
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Table Twelve: Education by Highest Qualification, 1995, 2000, 2005 
 

  
Degree or 
equivalent 

Higher 
education 

GCE A 
Level or 
equiv 

GCSE grades A-
C or equiv 

Other 
qualifications 

No 
qualification Don't know Total 

2005 
Steel N= 6778 5217 22728 14271 6223 8579 0 63796 
 %  10.6 8.1 35.6 22.3 9.7 13.4 0 100.0 
UK N= 5982835 2732341 6948202 6336788 3407429 2627150 207496 28242241 
 %  21.1 9.6 24.6 22.4 12.0 9.3 0.7 100.0 

2000 
Steel N= 3954 9631 25379 10261 12788 8707 877 71597 
 %  5.5 13.4 35.4 14.3 17.8 12.1 1.2 100.0 
UK N= 4990667 2707974 7036006 6157521 3807919 3216364 208553 28125004 
 %  17.7 9.6 25.0 21.8 13.5 11.4 0.7 100.0 

1995 
Steel N= 8210 8040 32584 15216 16025 16418  96493 
 %  8.5 8.3 33.7 15.7 16.6 17.0  100.0 
UK N= 3765768 2416652 6385107 5377578 4054989 4147573  26147667 
 %  14.4 9.2 24.4 20.5 15.5 15.8  100.0 
 
Source: British Labour Force Survey 
 
The bulk of the steel workforce has a secondary school education and no more. In relation to the UK workforce as a whole, this is a relatively low 
qualified workforce. It remains the case, that much of the training and skills acquisition by this workforce is in-house, and often on the job (learning-
by-doing) (Stroud and Fairbrother, forthcoming).  
 
It is more likely that these workers would be offered training by their employers, on a disproportionate basis when compared with the UK workforce, 
particularly in the period around 1995 and probably earlier (Table Thirteen). 
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Table Thirteen: Training Profiles, 1995, 2000. 2005 
 
Education/Training Offered by Employer 
  1995 2000 2005 
  Yes Never 

offered 
Total Yes,  Never 

offered 
Total Yes,  Never 

offered 
Total 

N= 4433 1624 6054 29440 20913 50353 30888 21181 52069 Steel 
% 73.2 26.8 100.0 58.4 41.5 100.0 59.3 40.6 100.0 

UK N= 1509501 908641 2418142 9145661 7803928 16949589 9788925 7057178 16846103 
 % 62.4 37.6 100.0 53.9 46.0 100.0 58.1 41.8 100.0 
 
Source: British Labour Force Survey 
 
It is clear moreover, that qualifications are not part of the training programme. Whilst steelworkers 
are clearly undertaking training, the qualification profile remains low. These patterns confirm 
observations elsewhere (Stroud and Fairbrother, forthcoming). 
 

Trade Union Membership 
 
This workforce is a unionised one, as indicated in Table Fourteen.  
 
Table Fourteen: Trade Union Membership in the Steel Industry, 1995, 2000, 2005 
 
  1995 2000 2005 
  

Member 
Not 
Member Total Member 

Not 
Member Total Member 

Not 
Member Total 

N= 49057 44641 93698 33594 34351 67945 25177 32736 57913 Steel 
% 52.3 47.6 100.0 49.4 50.5 100.0 43.4 56.5 100.0 

UK N= 7177547 17705165 24882712 7111237 19169494 26280731 6676520 18818895 25495415 
 % 28.8 71.1 100.0 27.0 72.9 100.0 26.1 73.8 100.0 
 
Source: British Labour Force Survey 
 
While union membership in the industry remains high, it is also an industry that is experiencing the 
declines in union membership that characterise employment more generally. 
 
One of the concerns of trade unions is the negotiation of terms and conditions of employment, the 
next aspect that is considered.  

Terms and Conditions of Employment 
 
The terms and conditions of employment further add to the picture of the steel workforce. The 
corollary of these patterns is that this is an industry that is not only male and aged, but also one 
that has relatively little part-time employment.  
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Table Fifteen: Part-time Employment in the Steel Industry, 1995, 2000, 2005 
 
  1995 2000 2005 
  Full-time Part-time* Total Full-time Part-time Total Full-time Part-time Total 

N= 93036 3032 96068 70371 1226 71597 57709 6087 63796 Steel 
% 96.8 3.1 100.0 98.2 1.7 100.0 90.4 9.5 100.0 

UK N= 19744868 6310249 26055117 21168454 6960390 28128844 21099119 7122666 28221785 
 % 75.7 24.2 100.0 75.2 24.7 100.0 74.7 25.2 100.0 
*Self-definition 
 
Source: British Labour Force Survey 
 
While part-time employment was relatively low, the pattern of temporary employment in the industry was more in line with the UK patterns.  
 
Table Sixteen: Temporary Employment within the Steel Workforce, 1995. 2000, 2005 
 
  1995 2000 2005 
  Permanent Temporary* Total Permanent Temporary* Total Permanent Temporary* Total 

N= 88298 6250 94548 67209 2584 69793 60070 2607 62677 Steel 
% 93.3 6.6 100.0 96.2 3.7 100.0 95.8 4.1 100.0 

UK N= 20653604 1658474 22312078 22872154 1714598 24586752 23042453 1398123 24440576 
 % 92.5 7.4 100.0 93.0 6.9 100.0 94.2 5.7 100.0 
*Not permanent in some way (Self-definition) 
 
Source: British Labour Force Survey  
 
This profile suggests that the broad moves in employment towards flexible workforces, is also reflected in the steel industry. Certainly, the early 
1980s was marked by a shift from permanent to fixed term contract employment at the UK’s major steel plant (then British Steel plc., now Corus) 
(see Fevre 1987). 
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Nonetheless this is an aged, male workforce, employed as full-time workers, with a high level of 
overtime work. The implications of these arrangements are reflected in pay levels (Tables 
Seventeen and Eighteen).  
 
Table Seventeen: Average Gross Weekly and Hourly Earnings (£) 
 
 1995 2000 2005 

 

 

Gross 
weekly 

pay 

Gross 
hourly 
pay  

Gross 
weekly 

pay 

Gross 
hourly 
pay  

Gross 
weekly 

pay 

Gross 
hourly 
pay 

Mean 303.72 11.07 Mean 401.20 9.47 Mean 415.35 9.98 
N= 63289 63289 N= 66093 66093 N= 67214 67214 

Steel 
Std. 
Deviation 113.97 17.20 

Std. 
Deviation 165.85 3.63 

Std. 
Deviation 167.31 3.811787 

Mean 257.32 7.14 Mean 323.67 8.80 Mean 388.20 10.70 UK 
N= 22569089 22535548 N= 24756676 24611419 N= 24453812 24294528 

 Std. 
Deviation 199.51 7.23 

Std. 
Deviation 256.36 6.43 

Std. 
Deviation 294.70 6.98 

Steel/UK 
(Means) 

  
1.18 

 
1.55 

  
1.23 

 
1.07 

  
1.06 

 
0.99 

 
Source: British Labour Force Survey 
 
When compared with the pay distribution for the UK workforce as a whole, the steel industry 
workforce earn more in terms of gross weekly pay and gross hourly pay. Within this pattern, it 
would appear that nearly 92% of the workforce in 2005, received average weekly gross earnings of 
£191.10 or more.  
 
Table Eighteen: Lower-paid workers in Steel 2005 
 

  
Less than half average 
gross weekly earnings*  

Half average gross weekly 
earnings and over Total 

Steel N= 5403 61811 67214 
 % 8.0 91.9 100.0 
UK N= 5925618 18528194 24453812 
 %  24.2 75.7 100.0 

*Half average weekly gross earnings was £194.1 in 2005 
 
Source: British Labour Force Survey 
 
Hours of work, however, are relatively high, as measured by hours worked, hours with paid 
overtime, and unpaid overtime (Table Nineteen).  
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Table Nineteen: Weekly Working Hours, 1995, 2000, 2005 
 

   

Usual hours 
excluding 
overtime 

Usual hours 
of paid 
overtime 

Usual hours 
of unpaid 
overtime 

Usual hours 
including 
overtime 

2005 
Steel Mean 39.0 7.9 1.5 46.9 
 N 27321 27321 27321 27321 
 Std. Deviation 3.15 13.09 3.55 7.10 
UK Mean 35.9 5.0 4.9 43.2 
 N 10612014 10612014 10612014 10612014 
 Std. Deviation 10.82 14.69 12.80 14.31 

2000 
Steel Mean 40.1 7.0 2.1 46.8 
 N 44776 44776 44776 44776 
 Std. Deviation 7.067 14.72 10.20 9.98 
UK Mean 35.9 5.0 4.36 43.2 
 N 12652629 12652629 12652629 12652629 
 Std. Deviation 10.64 13.39 11.58 14.06 

1995 
Steel Mean 39.0 6.4 2.2 46.6 
 N 63080.3 63080.3 63080.3 63080.3 
 Std. Deviation 2.85 9.9 8.68 7.561 
UK Mean 35.7 4.1 3.41 42.6 
 N 12490449 12490449 12490449 12490449 
 Std. Deviation 9.58 8.79 8.24 12.83 

 
Source: British Labour Force Survey  
 
Table Twenty: Workers prefer shorter hours than at present: 2005 
 

  Yes No Don't know Total 
N= 30115 29300 0 59415 

Steel %  50.6 49.3 0 100.0 
N= 10942816 13475666 326797 24745279 

UK %  44.2 54.4 1.3 100.0 
 
Source: British Labour Force Survey 
 
Overall, in 2005 workers would prefer shorter working hours, although if this meant lower pay then 
they were not keen (Table Twenty and Twenty-One).  
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Table Twenty-One: Shorter hours even if less pay? 
 

  Yes No Don't know Total 
2005 

Steel N= 5371 23918 826 30115 
 %  17.8 79.4 2.7 100.0 
UK N= 2740131 7839892 362793 10942816 
 %  25.0 71.6 3.3 100.0 

2000 
Steel N= 0 1488 0 1488 
 %  0 100.0 0 100.0 
UK N= 180438 306939 23913 511290 
 %  35.2 60.0 4.6 100.0 

 
Source: British Labour Force Survey 
 
This response suggests that this is an industry where workers have acquired a standard of living 
that is dependent upon long hours of working and the pay arrangements that often surround this 
situation. It also suggests that the unions have been successful in securing this type of 
arrangement, clearly at a cost to the workforce.  
 

3. Summary 
 
The steel industry remains significant to the UK economy in a number of different ways. The UK is 
home to one of the largest steel producing companies in the world, Corus. The company is one of 
few that is beginning to shift its steel production beyond its traditionally regional confines, to 
become a chief operator in an internationalised and rapidly globalising industry. Indeed, Corus 
dominates steel production activity in the UK (and the Netherlands), and a number of localities in 
the UK thrive and depend on the steel production being situated within their community. Llanwern, 
Port Talbot, Scunthorpe, Shotten, Teeside and Trostre and are all significant sites of Corus 
employment24. Where Corus has closed sites, most recently at Ebbw Vale in South Wales, the 
impact has been devastating to the local and wider community. 
 
Corus took a new strategic direction in 2003, the Corus Way, and recovered from a position of 
great weakness at the turn of the century. It could however, be argued that this recovery is less to 
do with the Corus Way and more to do with the exponential growth in demand emanating from 
China, and increasingly India. Corus supplies a number of sectors, including aerospace, 
automotive, construction, engineering, rail, yellow and white goods and numerous others. To serve 
these sectors, the company focuses mainly on producing carbon products and organises into four 
divisions: strip products, long products, distribution, and aluminium. Whilst most of the markets it 
serves remain within Europe, it has a world-wide presence – both in terms of sales and business 
interests. The UK is also a site of stainless steel production. The merger of Finnish based 
Outokumpu Oyj with Avesta Sheffield (partly owned by Corus) to form AvestaPolarit resulted in the 
                                                 
24 Teeside Corus has recently moved from being an internal supplier of steel to an international seller. In this respect, 
the plant seeks to operate on a self-sustaining basis.  
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world’s second largest stainless steel producer. The company employs 8,700 people across a 
number of countries, including the UK, and produces 1.7 million tonnes of stainless slab per 
annum. The purchase of Allied Steel and Wire by the Spain based company Celsa in 2003 marks 
too, the UK steel industry as a site of inward investment and acquisition.  
 
The steel industry is a largely cyclical industry and mirrors wider trends of increased and 
decreased consumption of goods and services. However, it is evident from the data provided in this 
report that  
 
The steel industry is one that is largely male, aged, and white. This is a workforce that is relatively 
lowly qualified, but where training is offered by employers and where learning is likely to be in-
house and on the job. It is a highly unionised workforce, where the unions have been successful in 
obtaining a relatively high level of pay, for manual work, but at a cost in terms of hours of work, and 
overtime done.  
 

3. Equal Opportunities in the UK steel industry 
 
 
1. Employment and equal opportunities policies in Europe 
 
At the European level, equal opportunities policy has become a core feature of European 
employment policy, with implications on national policies and practices. Up until 1997, when the 
Amsterdam Treaty was passed, there were discrete directives and related measures aimed at 
employment and equal opportunities. The forms this took were in relation to social, educational and 
related policies. With the passage of the Treaty and the beginning of the Luxembourg process, 
employment policy became a core focus in the EU. For member states, this was associated with 
formulation and development of National Action Plans (NAP).  
 
After the European Council in June 1997, the following passage was added to the treaty 
establishing the European community: Member States and the Community shall, in accordance 
with this title, work towards developing a coordinated strategy for employment and particularly for 
promoting a skilled, trained and adaptable workforce and labour markets responsive to economic 
change with a view to achieving the objectives defined in Article 2 of the treaty on European Union 
and in Article 2 of this treaty.” After this, annual reports and reviews were implemented that 
influence the guidelines of European employment policy. Every member state must annually 
describe the national implementation of these guidelines (NAP). The European council can also 
foster collaborative measures between member states and support national employment measures 
through its own initiatives.  
 
Equal opportunities policy is a core objective of the Amsterdam Treaty. While there is a long history 
relating to the development of European equal opportunities policies, these initiatives are drawn 
together in recent years, with a focus on gender mainstreaming and related measures (see Parken, 
2007).  
 
In March 2000, these themes are drawn together under the rubric of the decision at the Lisbon 
European Council to a ten year programme of economic reform. The aim is to make the EU: 
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The most competitive and dynamic knowledge-based economy in the world, capable of sustainable 
economic growth with more and better jobs and greater social cohesion (Department of Works and 
Pensions, 2004: ii) 
 
The National Action Plans come out of this background and these commitments. 
 
2. The national level of equal opportunities policy  
 

National Action Plan 2004 
 
The National Action Plan for the UK is informed by the findings of the Employment Task Forced, which 
was chaired by Wim Kok. It reported in November 2003. This report  prioritised:  
 

• Increasing the adaptability of workers and enterprises 
• Attracting more people to enter and remain on the labour market 
• Investing more and more effectively in human capital and lifelong learning 
• Ensuring effective implementation of reforms trough better governance (Department of Work 

and Pensions, 2004: 1) 
 
The UK economy is marked by:  
 
An overall employment rate of 74.7% (79.2% form men and 69.8% for women) 
An overall unemployment rate of 5.0% (5.6% for men and 4.4% FOR WOMEN) 
 
As with the NAP 2003, the new NAP set a series of strategic goals for the UK economy. They are:  
 

• Medium term targets, for 2006, include: increasing the employment rate and reducing the 
unemployment rate; increasing the employment rates of disadvantaged areas and groups; 
increasing availability of quality childcare; and reducing the proportion of children in 
workless households. 

 
• Longer term targets, by 2010, cover: a higher percentage of people in employment than ever 

before; an increase to 70% in the proportion of lone parents in work; an increase in attendance 
at university or further education; and halving child poverty, on the way to eradicating it within 
20 years. This strategy, with a clear focus on childcare, child poverty and lone parents – has 
high relevance for women at risk of becoming detached from the labour market. (Department 
of Work and Pensions, 2004: 2) 

 
Within this framework, it is important to note that there are specific arrangements and policies for 
Scotland and Wales.  
 
In the period since the NAP 2003, the UK committed itself to the development of  skills strategies 
(White Paper, July 2003: [www.dfes.gov.uk/skillsstrategy) . The Skills Strategy is primarily a 
strategy for England, reflecting the devolution of responsibility for education and training to 
Scotland, Wales & Northern Ireland. Equally there have been developments in the way labour 
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market policies are delivered. In Building on New Deal 
(http://www.dwp.gov.uk/publications/dwp/2004/buildingonnewdeal/mainreport.pdf) the government 
announced its plans to devolve more responsibility for the allocation of resources to local Jobcentre 
Plus (employment and benefits centres).  
 
The NAP 2004 reports on the progress that the UK government has had in meeting specific targets 
related to Guideline 3: ‘Address the Change and Promote Adaptability and Mobility in the Labour 
Market’; Guideline 4: ‘Promote Development of Human Capital and Lifelong Learning’; Guideline 6: 
‘Gender Equality’; and Guideline 7: ‘Promote the Integration of and Combat the Discrimination Against 
People at a Disadvantage in the Labour Market. While other guidelines also relate to the steel industry, 
and particularly the steel communities, they are less directly focused. In developing these programmes 
the UK government, works closely with the devolved governments. It also promotes partnership type 
arrangements between national level of policy development and implementation, and more regionally-
based bodies.  
 
Equal Opportunities in the UK 
 
Legislative and related requirements covering equal opportunities and questions relating to 
diversity in the workforce have a long history in the UK. These regulations and laws derive from UK 
legislation and EU directives and rules. UK legislation and statutory instruments derive in the main 
from the Westminster Parliament, although the devolved governments (Scotland, Northern Ireland 
and Wales) also have limited law making capacities. With the signing of the Treaty of Rome in 
1972, the UK accepted some limitation to the sovereignty of the UK and its P parliament. These 
arrangements have implications for the transposition of EU equality directives. In addition the 
enactment of the Human Rights Act 1998 has an impact on the content of UK legislation. Anti-
discrimination legislation is enforced solely through the civil courts. (Cohen, 2005) 
 
The UK has a relatively complex and comprehensive legislative base for equal opportunities 
policies. These policies have been developed in the context of political debates and assertive union 
intervention in the debates.  
 
The areas covered by legislation and associated statutory bodies are:   
 
1. Equal Opportunities  
 
The two relevant founding pieces of legislation are the Sex Discrimination Act (SDA), 1975 and the 
Equal Pay Act (EPA), 1975. Each act has been amended a number of time since they came into 
force. The SDA makes it unlawful to discriminate on the grounds of sex. Specifically, sex 
discrimination is not allowed in employment, education, advertising or when providing housing, 
goods, services or facilities. It is unlawful to discriminate because someone is married, in 
employment or advertisements for jobs. It is also unlawful to discriminate in the employment field 
on the grounds of gender reassignment, or pregnancy and maternity. Harassment in employment, 
vocational training and further education is also specifically prohibited. The EPA says women must 
be paid the same as men when they are doing equal work and vice-versa.  
 
The Equal Opportunities Commission was created by Parliament in 1976. It has three main tasks: 
 

http://www.dwp.gov.uk/publications/dwp/2004/buildingonnewdeal/mainreport.pdf
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• working to end sex discrimination  
• promoting equal opportunities for women and men  
• reviewing and suggesting improvements to the Sex Discrimination Act and the Equal Pay 

Act. The EOC does not deal with discrimination on the basis of race, age, disability or 
other grounds.  

 
2. Race and Ethnicity 
 
The legislation relating discrimination on the grounds of race, colour, nationality (including 
citizenship), or ethnic or national origin dates from the Race Relations Act 1976. The amended 
Act also imposes positive duties on many public authorities to promote racial equality. It applies to:  

• jobs  
• training  
• housing  
• education  
• the provision of goods, facilities and services 

It is also unlawful for public bodies to discriminate while carrying out any of their functions.  
 
The amendments impose further duties on public bodies. The Race Relations (Amendment) Act 
2000 imposes a positive duty on all major public bodies to promote equality of opportunity and 
good race relations. The legislation makes a range of racial incidents criminal offences. It further 
makes the media and the use of racially offensive material subject, The Race Relations Act 1976 
(Amendment) Regulations 2003 implements the the EU Directive on race discrimination, in 
particular including a new definition of indirect discrimination, a freestanding definition of racial 
harassment, and changes to the burden of proof.  
 
The Commission for Racial Equality (CRE) is a statutory organisation established under the terms 
of the Race Relations Act 1976. It has three main duties:  
 

•  to work towards the elimination of racial discrimination;  
•  to promote equality of opportunity and good relations between people from different 

racial groups; and  
•  to monitor the workings of the Race Relations Act 1976, and to make 

recommendations for its improvement.  
The CRE receives an annual grant from the Home Office, but operates independently of 
government. The CRE’s commissioners are appointed by the Home Secretary to serve a four-year 
term.  
3. Disability  
 
The Disability Discrimination Act 1995 (DDA) makes discrimination on the grounds of disability 
unlawful in the following areas:  
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• employment  
• access to goods, facilities and services, and the  
• management, buying or renting of land and property.  

Disability refers to people with sensory disabilities (hearing or visual impairment) or physical 
disabilities, learning disabilities, mental health difficulties, asthma, diabetes or epilepsy along with 
progressive conditions such as aids or multiple sclerosis.  The DDA allows central government to 
set minimum standards to assist disabled people to use public transport more easily, requires 
educational establishments (such as, schools, colleges and universities) to provide information for 
disabled people.  
 
The Disability Rights Commission Act 1999 provided the basis for establishing the Disability Rights 
Commission (DRC). The DRC is an independent body established by central Government to help 
secure civil rights for disabled people. Its statutory duties are:  

• To work to eliminate discrimination against disabled people.  
• To promote equal opportunities for disabled people.  
• To encourage good practice in the treatment of disabled people.  
• To advise central government on the working of disability legislation (the DDA and the 

Disability Rights Commission Act 1999).  

4. Other legislation 
 
Other significant legislation is: 
 

• The Employment Rights Act 1996, as amended by the Employment Relations Act 1999 and the 
Employment Act 2002, which contains the framework for most maternity rights in the UK. The 
details of these rights are set out in the Maternity and Parental Leave, etc. Regulations 1999 
and the Maternity and Parental Leave (Amendment) Regulations 2002.  

• The Part-Time Workers Regulations 2000 makes it unlawful for employers to treat part-time 
workers less favourably than comparable full-time workers in respect of their terms and 
conditions of employment unless such treatment can be objectively justified.  

• In addition the Government has strengthened rights to parental leave and time off for 
dependants and introduced new rights to emergency leave which might be expected to favour 
women employees. From 6 April 2003, parents of children aged under six or disabled children 
aged under 18 have the right to apply to work flexibly and their employers will have a duty to 
consider these requests seriously.  

 

5. Commission for Equality and Human Rights 

In October 2003, the UK Government announced plans for a single equality commission. The 
Commission for Equality and Human Rights (CEHR) will bring together existing equality bodies for 
sex, race and disability and cover new areas of discrimination law including sexual orientation, 
religion and belief, and age. It will also have human rights within its remit. The White Paper 
‘Fairness for All’ was published in May 2004.  
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The remit of the new Commission is the promotion of equality of opportunity and human rights; 
challenging discrimination; and  promoting citizenship and social cohesion. The duties of the new 
commission will include: 

• Encouraging awareness and good practice on equality and diversity  
• Promoting awareness and understanding of human rights  
• Promoting equality of opportunity Working towards eliminating unlawful discrimination a 

harassment  
• Promoting good relations between different communities Keeping discrimination and 

human rights legislation under review  
• Being a source of expertise on equality and human rights  

An Equality Bill was introduced in 2005, outlining distinctive governance arrangements on 
disability. When the Bill reaches Royal Assent some time in 2006 the CEHR will be formally 
constituted.  

6. Enforceent 
 
Enforcement in the case of anti-discrimination incidents involves the following. First, tribunals hear 
all employment-related cases. Second, civil courts (county courts in NI and England and Wales, 
sheriff courts in Scotland) hear other civil claims. The final appeal court is the Judicial Committee of 
the House of Lords. Criminal courts in the UK may hear cases ‘where one of the protected grounds 
is relevant to the alleged offence, for example inciting racial hatred, or offences including 
harassment, assault, criminal damage that are aggravated by hostility on grounds of race, religion 
or belief, sexual orientation or disability’ (Cohen, 2005: 2-3). 
 
7. Assessment 
 
The UK has a long history in relation to legislation around specific aspects of  equal opportunities 
policies. This legislation addresses most of the categories under the EU Equal Treatment and 
Race Equality directives. 
 

Company Approaches 
 
The major steel producing company in the UK, Corus plc, has developed a comprehensive 
approach to equal opportunities and diversity arrangements. The policies cover equal pay, 
discrimination on the grounds of age, race, sex, sexual orientation and religious belief. The policies 
have been drafted in relation to legal requirements and the specific conditions and circumstances 
of Corus plc.  
 
Equal pay 
 
On equal pay, the advice to managers in the company refers to the law, and the requirements 
under this legislation. Reference is made to the claims that are being made in relation to equal pay 
and the grounds for these claims. The Equal Opportunities Code of Practice issued by the Equal 
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Opportunities Commission is summarised and the grounds for a defence by employers is laid out. 
The importance of benchmark comparators is presented, followed by a presentation of successful 
claims, covering ‘like work’, ‘work rated as equivalent’, and ‘work of equal value’. Reference is 
made to ‘recruitment’ practice, ‘job evaluation’, ‘transparency’ in pay systems, the way pay systems 
can ‘perpetuate’ inequalities, ‘performance appraisal’, and ‘equal pay questionnaires’ and ‘equal 
pay reviews’. 
 
Discrimination on the Grounds of Sex/Race 
 
The legislation relating to sex/race discrimination is referred to, as well as some of the case law 
and its implications for employers. Sex/Race discrimination is defined, complemented by both 
direct and indirect types of discrimination in the workplace. Reference is made to pregnancy and 
sex discrimination, supported by examples. Those liable are identified and the time limits and 
related mattes in relation to claims presented.  
 
Age Discrimination 
 
Age discrimination is considered in its own right. Both direct and indirect forms of age 
discrimination are presented. Details in advice and guidance notes are provided of forms of 
discrimination and harassment in relation to age. This coverage is complemented withy details of 
length of service matters, unfair dismissal, redundancy, pensions, working beyond retirement age, 
and related procedures and arrangements.  
 
Sexual Orientation.  
 
The policies relating to sexual orientation arose out of the Employment Equality (Sexual 
Orientation) Regulations that came into force on 1 December 2003. The guidance refers to the 
focus of the regulations, forms of discrimination on the basis of sexual orientation, marital status 
and implications for same sex partners, harassment and victimisation. Reference is made to 
recruitment and retention and company liabilities.  
 
Religion and Belief Provisions 
 
The guidance begins with reference to the importance of dignity at work. While not explicitly 
defined, the advice discusses the range of concerns under the heading of religion and belief, 
referring to legislation and related requirements under the Employment Equality (Religion or Belief) 
Regulations came into power on 2 December 2003. Discrimination, harassment, and victimisation 
is discussed, with example to illustrate the points made. There is specific discussion of the 
implications of the regulations in the workplace, considering dress, food, and observance. 
Recruitment is mentioned as well as observance of holidays and festivals.  
 
Awareness Raising 
 
These advice and briefings in relation to policy are complemented by a company wide approach to 
awareness raising in relation to equal opportunities and particularly diversity. The supporting 
materials for this programme comprise booklets, video material and tutor guidance materials.  
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4. The VET Arrangements in the UK 
 
The philosophy behind the UK VET model is ‘competence’, and in this respect it differs significantly 
from the German and other process led systems. The British system is output orientated, whereby 
‘qualifications are awarded on the basis of demonstrable competencies, irrespective of the type 
and duration of formal initial and further training’ (Heidemann, 2000: 7). 
 
Initial VET Systems 
 
In the UK VET is divided between a number of programmes: full time study for vocational 
qualifications in further education colleges, employer supported training and Modern 
Apprenticeships. Some vocational training is also available at secondary school level. The main 
routes are: 
 

• National Vocational Qualifications 
• General National Vocational Qualifications 
• The Modern Apprenticeship 

 
National Vocational Qualifications (NVQ) and General National Vocational Qualifications (GNVQ) 
form the primary routes of vocational education. The NVQ is job focused and is the primary form of 
vocational education. The GNVQ balances academic and vocational studies. The Modern 
Apprenticeship is a job specific course, and is divided into two self-explanatory levels: Foundation 
and Advanced.  
 
City and Guilds courses provide another means by which initial or further VET qualifications can be 
acquired. The New Deal provides a route by which the young and long-term unemployed might 
access education and training opportunities. 
 
Overall, the majority of students attend courses that take place solely in education/training 
institutions. The rest attend programmes that combine education/training institutions and work 
placement.  
The UK offers a number of entirely work-based programmes. The basic premise behind the British 
system is to credentialise existing skills and competencies and provide vocational qualifications for 
‘learners’. In this respect, it attempts to remove the divide between initial and further education and 
regards individuals as seeking credentialised skills at whatever stage they are in their life. 
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Initial VET Outcomes 
 
The NVQ forms the basis of the British VET system. The NVQ is a credential defined at five 
different levels of requirement. It is assessed in companies or in recognised institutions, certified by 
national independent awarding bodies and the content defined by industry led bodies (which mainly 
comprises companies, and to a more limited extent trade unions). 
 
The Modern Apprenticeship offers certification in a specified skill, usually defined by the labour 
market/employment sector. City and Guilds certificates are nationally assessed vocational 
qualifications, which accredit at a number of levels. The New Deal offer NVQs, City and Guilds and 
other forms of qualifications, depending on the type of arrangements made on acceptance to the 
programme. 
 
Further and Adult VET 
 
The British system is competence led and in this regard there is an emphasis on credentialising 
prior learnt skills. To this end, NVQs (and City and Guilds) also form a central part of adult 
education structures and opportunities. 
 
The majority of work based learning for adults falls under the remit of the Employment Service, with 
decisions made at a local level. Other voluntary organisations, such as the Workers’ Educational 
Association, undertake to encourage continuing education. 
 
Recent Developments 
 
The most recent developments in the UK are the Modern Apprenticeship and the New Deal.  
 

• The Modern Apprenticeship replaced Youth Training in 1995, and was designed to 
increase the number of young people with recognised credentials – and hence a shift 
towards a more credentialised model of VET. 
 
• The New Deal comprises subsidised employment and education and training 
opportunities for the long-term and young unemployed. Its introduction however, enables 
employers to take on young people without providing the same level of training they would 
receive on a Modern Apprenticeship. A Modern Skills Diploma to enhance adults’ business 
skills was introduced in Wales in 2001. It is similar in format to the Advanced Modern 
Apprenticeship, for over 25 year-olds. 
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5. Assessment 
 
The steel industry remains significant to the UK economy. While it remains an industry 
characterised by a workforce that is largely, white, male and aged, it is beginning to undergo 
changes in relation to the composition of the workforce.  
 
The steel industry is highly concentrated with one company, Corus plc (now part of the Tata 
conglomerate) predominate in the UK. Many of the main plants are located in traditional industrial 
communities, which have borne the brunt of the changes that have taken place over the last few 
years. Of note, this company is one of the few in Europe to embrace a diversity awareness 
programme.  
 
The UK has a long history in relation to legislation around specific aspects of  equal opportunities 
policies. This legislation addresses most of the categories under the EU Equal Treatment and 
Race Equality directives. These developments have implications for the British steel industry and 
marked changes in the workforce composition are possible over the next few years.  
 
The UK has a distinctive VET programme of learning, In brief it, offers a number of entirely work-
based programmes. The basic premise behind the British system is to credentialise existing skills 
and competencies and provide vocational qualifications for ‘learners’. The outcomes of these 
programmes have been uneven, with implications for the ways in which the steel industry 
addresses skills needs and requirements.  
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 Czech Republic: A Case Study of Poldi Hütte and Válcovny trub 
Chomutov 

 
 

1. Introduction 
 
The case study conducted in the Czech Republic focused on two companies: Poldi Hütte in 
Kladno, close to Prague and Valcovny trub Chomutov located approximately 100km from Prague. 
 

2. The Companies 
 
Two companies were studied.  
 

Poldi Hütte s.r.o. 
 
POLDI Hütte s.r.o. is a relatively stable company with a history of producing stainless, alloy, tool, rapid and 
heat-resistant steels. It was founded in 1889 and after the Second World War merged with two other works. 
Following the collapse of communism, the company shifted from being a state enterprise to private hands 
and was divided into 19 subsidiaries. Before the division of the company, it employed 21,000 people. 
However, immediately following its privatisation and fragmentation the number of employees was reduced to 
16,500. The plant had employed a large number of Vietnamese and Cuban workers and the majority of 
these workers were repatriated in the cuts to the workforce. Currently, the Poldi site based in Kladno 
employs 329 workers, 23 per cent of which are women. Figures are not collected on ethnic minorities, but 
the residues of significant Vietnamese and Cuban workers remain. Further, the plant employs members of 
the Roma community and workers from the disparate parts of the former Soviet Union work at the plant. 
Indeed, the plant employs 29 contract workers from a Slovakian company. 
 
POLDI Hütte s.r.o. utilises a closed production process, which includes steelworks, forging machines, heat 
processing and finishing on machine tools. In the wake of several unsuccessful previous owners, it was 
acquired German company SCHOLZ AG and SCHOLZ Edelstahl AG in 1999, one of the biggest scrap iron 
traders in Europe. The following operational units are currently included in the structures of POLDI Hütte 
s.r.o.: 
 

• Steelworks with a 25-ton electric arc furnace and a 4x8-ton induction furnace Istol and vacuating 
machine VOD  

• Forge works which include standard hammers, rapid-forging machines SXP 16 and SXL 50 and 
two forging presses Vöst (700 tons) and CKW (1600 tons)  

• Heat processing is ensured by a hardening shop and an annealing shop  
• The final surface treatment is carried out with scouring mills, turning lathes and milling machines  
• The company also possesses a number of band and circular saws for cutting of materials. 

 

http://www.scholz-ag.de/
http://www.scholz-ag.de/
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At present, POLDI Hütte s.r.o. focuses on production of specialist steels and has recently invested in a pan 
furnace and extensive repair of CKW 1600 pressure.  
 

Válcovny trub Chomutov 
 
The factory was built in 1870 and at this time it represented a modern iron works with an extensive product 
range. In 1887, the factory was bought by the Mannesmann company and focused on production on 
seamless steel tubes; a focus which continues to this day. It was privatised following the fall of communism 
when it became state owned, and is now owned by a Czech Republic company. Previous to the current 
ownership, the plant has had three owners and was made bankrupt in 1997 – although production 
continued. The plant directly employs in the region of 365 people; the majority of which are aged 46 years 
plus. Twenty-two per cent of the production workforce is female. The situation with regard to ethnic minority 
and migrant workers is unclear; no figures are recorded but it is clear that Vietnamese and Cuban workers 
have been employed on-site in previous years and that Roma and people from former Soviet Union states 
are employed by the company. 
 

 
 
Photo: Válcovny trub Chomutov 
 
In 1890, the first thin wall steel tube was rolled here using the Pilger process. The plant manufactures high 
quality tubes from carbon, low and high alloyed steels for transport of oil, gas, water and other substances 
and produces tubes for machinery - including tubes for nuclear power plants. Its up-dated manufacturing 
technology is complemented by a Quality Assurance system that guarantees that all products meet quality 
requirements according to valid standards and customers’ requirements. This system is adopted to all 
stages of technological process as well as in supporting activities and it is based on principles of EN ISO 
9001 and API Spec Q1/5L standards. 
 

3. Management Hierarchy and Work Organisation 
 
In both plants, with the end of the Soviet bloc, and the integration of steel production into this broader 
context, employment levels had declined massively. In one plant, there were around 21,000 people 
employed in November 1989 to just over 2000 in 2005. Of the 2000, just 329 were employed in the 
subsidiary production plant, that continues to produce sheet metal (23 % women); the remainder of the plant 
was being dismantled, for ‘scrap’. At the second plant, producing tubes, 6500 employees were employed at 
the plant in 1992, and by 2005 only 2000.  
 
The two plans were privately-owned and both faced uncertain futures. Each had been state enterprises, 
offering both extensive social support facilities, as well as the manufacturing procedures and infrastructure 
associated with either large integrated steel plants or a tube steel manufacturing facility. At a very basic 
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level, the workforce is divided at both plants between blue and white-collar occupations. The blue-collar 
workers – those directly involved in production – comprised an older set of skilled workers. The white-collar 
workforce was also fairly aged and located in management and administrative positions in trading and 
commercial services. With privatisation, the managerial hierarchy was recomposed and reduced, in line with 
the reduction of the workforces overall. Each plant had a newly established human resource division, and 
marketing divisions had been established.  
 
While the production organisation at one plant has remained largely unchanged, the other has been 
reorganised. In 2004 a new young 25 year old production manger was appointed. He reorganised the 
production in the plant. This reorganisation involved the establishment of work teams, and the end of the 
‘foremen’. These first line supervisors were replaced by team leaders, and associated forms of work 
organisation.  
 

4.  Equal Opportunities Policy 
 
Both companies policy on equal opportunities is shaped by national legislation. It not however, that either 
company possess a specific equal opportunities document or policy, rather there are a number of collective 
agreements and codes of labour, at company, sector and national levels, which cover the rights of all 
workers and the work that they do. 
 
The Czech Republic’s constitution provides that all persons are equal before the law, and that no person 
may be discriminated against on the basis of their gender and ethnicity, but there is little or no mention of 
disability, age or sexual orientation.  In addition to the constitution, numerous pieces of Czech Republic 
legislation provide equal opportunities protections for workers. The Annual Report on Equal Opportunities 
for Women and Men in the EU 2002 (EC 2002) suggests that great progress has been made in transposing 
nine EC Directives dealing with gender and equality in the Czech Republic. The Czech Republic has 
moreover, the necessary legislation in place for equality bodies to be established. There is an absence 
however, of government initiatives to raise public awareness of equality issues. National institutional 
structures to promote social dialogue on these matters with social partners now exist. Beyond this the 
Czech Republic has a ‘scattered’ system of anti-discrimination clauses based upon sectors e.g. healthcare, 
education, which produces inconsistency between grounds and measures. 
 

5. Organisation and Responsibility for Equal Opportunities 
 
Both companies work without a specific policy on equal opportunities and in this respect there is no 
‘organisation’ of equal opportunities. Rather, there are a number of collective agreements and codes of 
labour, at company, sector and national levels, which cover the rights of all workers and the work that they 
do. In this respect, all workers are subject to the same employment regulations and treated as equals by 
employers. This is not to say however, that the regulations employers work to treat all workers in an equal 
way. 
 

6. Data/Monitoring Equal Opportunities 
 
The absence of an equal opportunity policy at either company means that there is no system in 
place for the auditing of equal opportunity issues (or a reason to implement this kind of monitoring). 
However, data is collected on occupation, gender, age and education. 
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7. Themes 
 
This section explores equal opportunity issues at Poldi Hütte and Válcovny trub Chomutov, through a 
number of themes: 
 

7.1 Recruitment  
 
Recruitment comes through direct application to the plant and an interview with the Human Resources 
department or a section manager, following an assessment of qualifications. At plants, the recruitment of 
generations of worker remains evident too, with the relatives of the current workforce taking up work at the 
steel plants. One young male worker described his recruitment into the plant as follows:  
 

… my dad works here. I have first trained as a plumber and a heating engineer, and I have been 
working in this job for a year, and what I found was that if a private company takes on a young man 
like me, they never let him earn more that 8,000 CZK per month. This was quite a problem for me, 
so then I approached my dad and asked him whether I could get a job in Poldi. He told me that it 
was a bit different here. And now I have been here for over a year and… I am satisfied here, I like it 
here. (Young worker interview, 2005) 

 
 
Another young male worker described his entry into the plant:  
 

I moved here from Prague, to join my wife, and started working at … the local refrigerating plant. 
And then the owners went bust, and they closed the plant down, and I managed to get a job here 
via my father-in-law [who worked in the plant as an operator] (Young worker, 2005). 

 
A young woman described her employment at the Válcovny trub Chomutov as one that offered opportunities 
to her that would not otherwise be available. She applied in response to an advertisement and was working 
in the export department. Since the plant was part of a German based multinational company she saw her 
employment as opening up opportunities to improve her position.  
 
However, both plants were finding it increasingly difficult to attract young people. Both plants were actively 
trying to attract young people from straight from school, which has led to the development of a streamed 
part of the curriculum at one local school for entrance to the Poldi plant. 

7.2 Career development 
 
At neither plant was there a clear path of career progression evident. Movement through the occupational 
hierarchy appeared to come exclusively with personal preferment and selection. For young workers in 
particular this posed problems. As noted above the young workers, and particularly the male workers, 
secured their employment via family connection and personal acquaintance. In addition, there was limited 
opportunity for training. Most learning was ‘learning by doing’, under the eye of other workers. The exception 
to this process was when employees worked in the commercial and marketing areas. Here there was an 
emphasis on acquiring the skills to meet the demands of the changing business. However, in both plants 
there was little opportunity to learn specific skills and acquire appropriate competences, such as language 
learning.  
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The age profile in both plants was quite high. In addition, the vast majority of employees had worked in 
these plants for most of their working lives. There was little opportunity to acquire and extend skills and 
competencies to meet the requirements of a modern steel plant. Rather, there were limited attempts to 
reorganise work processes, around team working in one case, and to make do.  
 

7.3 Pay and related conditions 
 
The pay at both plants was relatively high, compared with the area averages. Nonetheless, pay was not 
regarded as an issue of major concer by the workforce. As stated by two different workers: :  
 

(1) We don't know anything. We are not allowed to know each other's salaries. 
  
(2) We are not allow to know how much anyone takes home. 
 
(1) [?] If I remember correctly, we even signed that we wouldn't try to find out how much another 

person's salary is.(Production Workers, 2005) 
 
Questions relating to pay were dealt with by union representatives and the human resource division. The 
gernal view was that the wage was reasonable. The local trade union leader observed that:  
 

… we sign fairly decent Collective Agreements. The average wage for last year was almost 20,000 
CZK a month, [and in] the first quarter of this year it has been almost 21,000 CZK … It is about 
2,000 more than average because the average is around 18,000 CZK. (Trade Union Leader, 2005) 

 
However, it is also important to note that these wage levels are in the context of a relatively small workforce, 
especially in relation to work organisation and operation. The same trade union leader observed, that the 
workforce numbers were too low for the work requirements.  
 

The truth is that the number of employees is so small that when people take their holidays, that 
particular production has to stop because it is not possible to take holidays during production 
because the numbers are so to speak "zilch". (Trade Union Leader, 2005) 

 
The reduction of employment had been dramatic and consequently placed limits on production runs and 
output. While in broad outline these pressures were a feature of both plants, the tube steel mill seemed to 
be under less constraint.  
 

7.4 Training 
 
By 2005, training is almost entirely absent at both plants and knowledge is transferred primarily through 
working with experienced colleagues. Training was evident on health and safety and quality assurance, and 
where certificates and licenses are required, for example driving vehicles on-site. Short technical courses 
are conducted on job specific tasks, such as crane driving and load binding.  
 
However, the current absence of training was in stark contrast to an earlier period where many benefited 
from extensive training opportunities.  
 

I was born on November 4, 1957, I finished my apprenticeship in 1976 as a car mechanic and I 
worked as such for 20 years. Then I drove a lorry, then I worked in [inaudible - Terpas?] for 5 1/2 
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years here in Kladno, and at the moment I am in Poldi, I have been here just over 3 years. (Older 
worker, 2005). 

 
All the older workers testified to the extensiveness of training in the earlier period. A number spoke of year 
long learning assignments elsewhere, to gain qualifications and experience. It was also the case that up 
until the earlier 1990s, the company ran its own training school and employed trainers attached to the steel 
plant.  
 
The difference now is that there are no company training programmes. A human resource manager at the 
plant observed:  
 

…vocational qualifications are not offered by plants any more. These days, there are vocational 
colleges, and that is it. These colleges used to have ties with certain plants previously, but that is 
no longer the case. (Human Resource Manager,  2005) 

 
Now, these older workers trained the younger ones, following the principles of learning by watching and 
then doing. As stated:  
 

For example on a crane. Firstly, I show him the controls, what is where, and also the security 
elements. Then you sit with them for a few shifts, or 14 days or 3 weeks, you sit next to him, then 
you let him try it out, and once he has mastered it well, he can start driving himself under 
supervision of someone experienced ...  And then he has to do crane operator's tests under the 
supervision of a crane operator. (Older worker,  2005) 

 
Moreover, previously, a full apprenticeship programme was run, but this does not now run. Similarly since 
the privatisation of the plant other courses have been cut and workers must now source them externally. As 
stated by one young worker:  
 
The impact of the collapse of training shows up in the promotion of workers to staff positions. Previously, 
promotion was in part related to qualifications. As stated:  
 

This was done during the previous regime, it is no longer done. This used to be the "4th qualifying 
level", you see, the 3rd qualifying level means that you have completed vocational training, and 
that was the number 4. That was in order to be able to work with other people, there was 
psychology as one of the subjects. All those who had to have the 4th level, i.e. all the major 
foremen, the first assistant, i.e. deputy, of the furnace man, and so on did this course. All those 
who had to have the higher qualification group. (Former team leader, 2005) 

 
Such formal requirements were no longer required by the company. Nonetheless, a number of externally 
located training opportunities were available to workers. These included computer training and some 
language learning opportunities. Within the company the refresher courses on offer generally focused on 
health and safety requirements, particularly those that were derived from EU regulations.  
 

7.5 Inequalities and discrimination, unfair treatment, harassment, bullying 
 
The approach towards issues concerned with discrimination was opaque. While there was an 
acknowledgement that discriminatory behaviour did occur in workplaces, the response from all, 
management, workers and trade unions was that is did not take place in these plants. As stated by 
one Human Resource Manager:  
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… well, there is no such thing as a separate equality agenda… I daresay that if this 
problem existed, we would deal with it, and as it would be an HR issue, so it would be me 
who would be responsible for it. But I can tell you frankly that I have never come across 
any inequality that would affect any group or minority. I can tell you that we employ 
about… 23 Roma. Other companies like us hardly employ Roma. And I am even prepared 
to… [inaudible, probably take you to them or something similar] I simply don't have a 
problem with it. We have Roma working here, we have Slovaks working here within the 
outsourced activity, here, simply, this problem does not exist. (Manager, 2005) 

 
These sentiments were uttered by others. So one group of women workers said when asked if they 
had ever experienced any harassment or witnessed it:  
 

(1) Not me. 
 

(2) Neither me. 
 

(3) Neither me.  
 

Question: None whatsoever, even if it would not be you who would be harassed? 
 

(4) No. 
 

Question: And you would not be embarrassed to mention it? 
 

(5) No, definitely not. 
 
 
These sentiments in part reflect a hangover from the earlier Soviet period when harassment was 
formally addressed, even if there was an informal level of harassment and discriminatory activity in 
practice. 
 

7.5.1 Gender 
 
These issues, however, become more complex when discussing gender relations. In both plants over 20% 
of the workforce was women. In addition, a number of the senior staff in one of the plants were young 
women, the head of IT and the head of Sales. Thus, these were plants, which had a history of recruiting 
women into the workforce, both as staff workers and production workers, particularly as crane drivers and 
progress chasers.  
 
In relation to recruitment, it was noted that increasingly women were less likely to seek employment in the 
metals sector, when compared with the past. In addition, the Human Resources Manager was frank when 
he said he found recruitment procedures complex and directive:  
 

You ask, what would I do if I had a woman who would come here and wanted to get a job, and she 
has 2 small children, how do I decide? Well, I will decide… and I will tell you openly, … I am not 
even allowed to ask her whether she has any grandma [for babysitting] or someone. I am known 
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for not asking such questions. I will judge on the person's expertise in the field, and I will hire 
whoever seems more suited for the job. Our recruitment procedure is regulated. (Manager, 2005) 

 
Yet he was also prepared to acknowledge dilemmas that he faced in recruitment of women.  
 

Maybe thanks to working in the metallurgical sector, our situation in this respect is simpler 
compared to other companies. I cannot say that women are eager to apply for jobs with us. I would 
like to answer this question frankly, not in general terms: and it is understandable that if I have a 
lady with a belly standing in front of me, and I can see that she is going to be away on maternity 
leave in 3 months' time, and there is a 35-year-old technician next to her with the same 
qualifications and skills, it is clear what my decision will be. I cannot hire anyone for just 3 months. 
(Manager, 2005)  

 
Once employed in the plant, there was a view, by the Human Resource Manager ‘I've never had to deal with 
these [inequality] issues here’. But, this was not a straightforward situation and the women were aware of 
levels of discrimination and different in employment practices and conditions of employment.  
 
Overall, the women expressed a view that there were pay differences between men and women doing the 
same job, although they also gave reasons why this may be so. In the discussion about these issues in one 
of the steel plants, four long-term women employees said they had never had any problems in relation to 
equality between men and women. However, one of the women, a crane driver went on to state that the 
‘women are neglected a bit here… I am not saying all the time’. When asked to explain she said that the pay 
leves were different with women receiving less than the men. As stated by three of the women:  
 

(1) I don't know, for example pay-wise. I would say that women are certainly worse off here, than 
men 

 
(2) Yes, for certain types of work that the women here do, I think it's true.  

 
(3) I agree. At least partially. 

 
Question: In the crane-drivers job, for example. Is a female crane driver's pay lower than the pay of a male 
crane driver? 
 

Yes, if I take my own example. I am on the shop floor, also doing the checking, that is., I am 
despatching the finished goods. A male crane operator has also to drive in a team. That means 
more responsibility, so he has a bit more. And he is in a higher pay category.  

 
This was explained that while the work the job as crane driver was identical, but the team work was used to 
justify the difference. The woman worker was explicit in stating that ‘Well, he drives the same as me. But he 
has more money. His driving works out the same…’  
 
When questioned about this the Human Resource Manager, claimed that it is difficult to compare jobs. With 
reference to the crane operators, he said:  
 

In this plant, it is very difficult to compare in this way. For example if you have a male and a female 
crane operator, it is out of the question [that they would not get equal pay]. They are in the same 
pay category, we are bound by the same regulations towards either of them, so there is no other 
way to evaluate their jobs [than treat them as equal]. (Manager, 2005)  

 
Yet in practice, as noted, the pay levels were different.  



 

 138

 

7.5.2 Ethnicity and migrant work 
 
These two plants were operating in a situation where the workforces had been massively reduced. In these 
circumstances questions relating to ethnicity and racism did not have the saliency that they may have had in 
more stable plants. The reductions took place over a short period of time and relatively suddenly. In these 
circumstances, management took steps to remove non-nationals. As stated:  
 

I also forgot to mention that in 1989 or 1990, just after the revolution, there were 21,000 employees 
in this company and before the division into individual subsidiary companies, the number of 
employees was reduced to 16,500 and that was mainly due to foreign employees leaving during 
the first phase. Those were mostly Vietnamese and Cuban and there were more than 3,000 of 
them. (Manager, 2005) 

 
This expulsion was part of a state policy to return non-national to the countries they came from during the 
Soviet period.  
 

7.5.3 Disability 
 
The company was formally committed to complying with requirements relating to the employment 
and recruitment of disabled workers. However, in practice the disabled workers employed at both 
plants tended to be those who had had an industrial accident at some point in their working lives, 
and who subsequently were reassigned lighter work duties. As stated by one worker:  
 

Well, I came here in 1966, I have done my apprenticeship for 3 years, in the specialisation 
of metalworking/steel working, and then, in 1983, I had an occupational accident, and for 
the next 6 or 7 years I worked at the vacuum furnace, but because of the disarmament, the 
production there was stopped, so I came back here to the steel mill as a high-level forklift 
truck, and gradually, as staff numbers were reduced, I also started doing my present job of 
the "platon foreman", which means that I additionally supply, i.e. I drive the forklift truck, I 
drive the crane, and slinging loads. (Disabled worker, 2005) 

 
However, while there was merit in this approach to employment where injury occurred, there was also a 
dark side to these practices. In one case, a ‘disabled’ worker described how his job had become more and 
more demanding, and despite requests to management, he received no support or relief. He suffered a 
heart attack and has net been in robust health ever since.  

7.5.4 Older Workers 
 
The workforce  at both plants was old, with most of the workforce, male and female coming to the plant 
when they were young, and starting on. At the Poldi plant older workers described their trajectories as 
follows:  
 

So I was born on July 31, 1952, and I was born in what used to be Yugoslavia, in Macedonia, 
which is near Greece. I have  never finished my apprenticeship and I started work… let me think… 
in 1970. Macedonia was in Yugoslavia, and my company sent me here in 1972. I worked in the 
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building industry. On February 2, 1975, I started working here in Poldi and I've been here 
since.(Older male worker, 31 May 2005) 

 
I was born here in Kladno on September 2, 1951. I finished my apprenticeship in 1969, I became a 
blacksmith. And in the same year, in 1969, I started work in Poldi but then it was Koněv. It was the 
same thing [i.e. factory job] then. So in 1969 I became employed here and since then… on and 
off… I have always been here. (Older male worker, 2005) 

 
While unusual, it was also the case that older workers also sought work at Poldi, partly explained by the 
overall decline of the Czech economy following the collapse of the Soviet bloc in the early 1990s. So:  
 

I was born on November 4, 1957, I finished my apprenticeship in 1976 as a car mechanic and I 
worked as such for 20 years. Then I drove a lorry, then I worked in Terpas for five and half years 
here in Kladno, and at the moment I am in Poldi. I have been here just over 3 years. (Older worker, 
2005) 

 
Thus, this was a plant where an older workforce remained. They dealt with the circumstances of work and 
employment with a nostalgia to a more orderly and regularised, and in their views, inclusive past.  

7.5.5 Generational conflict 
 
What was notable is that there appeared to be few tensions between the generations. As one 
young person noted:  
 

The older workers try to see to it that the young ones do just as much work as them… 
there is no…. if what you mean is bullying, then I can say that there definitely is no such 
thing here. (Young Worker, 2005)  

 
This young worker went on to say that there was mutually respectful relation between the generations, 
where young and old could tease each other and rub along together. In part the patterns of recruitment into 
both plants may explain these relations.  
 

7.5.6 Bullying and harassment 
 
The question of harassment and bullying was not an acknowledged feature of working lives in these plants. 
The women at the plant claimed they had never experienced harassment and if it occurred, they would 
know how to deal with it.  
 
The older workers referred back to a ‘golden’ past when questioned about bullying and harassment. As one 
stated:  
 

I personally have not come across it, even though years ago there were huge numbers of 
women working here, now we are only men. I would not recommend to anyone to try to 
entertain themselves at work with sexual harassment. On the other hand, if there are 
women around at the workplace, everyone works better. 
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There was a view that harassment did  not occur, or it was so rare that it did not warrant mention. 
Nonetheless, the older male and female workers were clear that if bullying and harassment did 
take place then they would deal with it via the union. As the same worker from above stated:  
 

I myself would tackle it via the trade unions. I myself am the head of the Committee here, 
so I am approached by people whose manager I am, they tell me their views, and then I 
would voice them within our organisation and then we would handle it through this 
channel, of our local trade unions.  

 
Whether this was a new view of the unions and they place in the plant was unclear.  
 
 
In turn, young workers not only denied that bullying and the like took place, but that they were treated with 
respect by other workers, and in particular the older ones.  
 

(1) Yes, young people are treated quite well here, mostly, there are no… It is OK here, 
generally. 

 
(2) The older workers try to see to it that the young ones do just as much work as them… 

there is no…. if what you mean is bullying, then I can say that there definitely is no such 
thing here. 

 
It is possible that the recruitment practices in these two plants, and the age distribution, reinforced these 
views. In addition, there was little alternative employment in the immediate area for young workers, and 
these two groups of workers had a keen appreciation of that circumstance.  

7.6 Equal Opportunity Issues  
 
As indicated above there was evidence at these plants of wage inequality, between men and 
women, and probably between other categories of employee. However, it was difficult to address 
these features of employment since there was a strong culture of non-transparency about wage 
levels. As stated:  
 
 

(1) We don't know anything. We are not allowed to know each other's salaries.  
 

(2) We are not allow to know how much anyone takes home. 
 

(3) If I remember correctly, we even signed that we wouldn't try to find out how much 
another person's salary is. 

 
Salary levels were not transparent at these plants.  
 

7. 7 Work/Life Balance 
 
The question of work life balance did not come up in these plants. Both plants were pressured in relation to 
their economic viability. In addition, employment was limited in the immediate area, and indeed at one plant 
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alternative work was to be found in Prague, at least an hour away from the plant. In this context, little 
attention was given by these workers to questions relating to work life balance.  

7. 8 Trade Unions and  Social Dialogue 

The metals union, OS KOVO represents those in metalworking industries. It is clear that the trade union was 
much diminished in its power and that trade unions more generally have an association in the Czech 
Republic with the previous communist regime, which was having a detrimental effect on the labour 
movement’s capacity to retain and renew membership. Some older workers and all the younger workers 
alike viewed trade unions as nepotistic organisations with little capacity to prevent job losses or improve 
terms and conditions. Younger workers in particular, saw the trade union movement as irrelevant. 
Membership of trade unions currently stood at 33 per cent.  
 
Nonetheless, the trade unions continued to play a significant role in relation to pay and terms and conditions 
of employment. In gernal this was done via a Works Council, comprised of a management side and a trade 
union one. As one trade union leader described it:  
 

There is a Works Council, and I daresay that we do meet regularly. I have been tasked, and I think 
it is part of my job, that I am authorised to negotiate with the trade unions on behalf of the company 
and to chair these negotiations. After the negotiations, we would then prepare the correct 
documentation for signature by the competent company representatives, i.e. Board of 
Directors/Company Secretary and the Chairman. It is an Agreement that has to be signed. (Trade 
Union Leader, 2005) 

 
The trade union committee in both plants comprised an executive committee, and a set of executive officers. 
The committee was comprised of men and women, representing different sections of the plant according to 
function (eg., crane drivers) and area. The sentiment towards the union by these staff is captured by one 
leader:  
 

 I believe that it is better for a company if trade unions work well in it and if there is a certain 
common platform. No absolute agreement is possible in everything, that's not a realistic 
expectation, but if there is a general consensus, and a will to negotiate, this is beneficial for the 
company. Because we are forced to consider… how we can create the right environment, and a 
happy environment to the satisfaction of our employees. We could even call the trade union council 
a sort of a watchdog, in the good sense of the word, monitoring the situation and noticing any 
shortcomings that may crop up and that the management may not be aware of. I don't know how to 
say it well, but I mean… you don't always notice everything when you are trying to perform your 
duties. 

 
In both plants, the unions were defensive organisations, attempting to secure a future for the workforce and 
the company itself. While at one plant five years earlier there had been strikes as the steel worker operators 
attempted to protect their jobs in the face of cutbacks and possible closure, recently the unions had 
attempted to work closely with the management and the new owners.  
 

8. Assessment and issues for consideration 
 
The first point to note about these two plants is that they had both undergone a major transformation from 
state-owned key strategies industries to rump organisations, with uncertain futures. In both plants, 
management was seeking to map out a future for these plants, although in each case they would not make 
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the decision about the future of these plants. This air of uncertainty was reinforced by the run-down and 
somewhat dilapidated aspect to both plants. It was clear that there had been little investment in either plant 
for some time. The production facilities were dated. Gardens and infrastructure was run-down and in the 
case of the gardens unattended. The comprehensive social facilities of the past stood empty.  
 
Yet, the workforce at both plants was positive in their outlook and while the older workers were nostalgic for 
a more agreeable past, there was little evidence of divisions and differences between sections of the 
workforce. While there was evidence of discrimination and inequality, particularly over pay but also in 
relation to recruitment and promotional prospects, these also appeared to be relatively cohesive workforces. 
In part, this is not surprising since the older workers, male and female had worked in the plants for a long 
time and given the reduced numbers new each other.  
 
The unions in both plants were committed to the continuity of each plant. Both worked closely with 
management in this respect, and thus reproduced some of the close corporatist type relations of the past. 
Nonetheless, they had a keen appreciation that the emergent capitalist world was unlike the Soviet past. 
Still, it was evident that the commitment to the Works Councils had echoes of the past.  
 
Overall, equality and diversity were not at the forefront of concerns at these plants, either for management 
or for workers and their unions (although it should be noted that the union nationally had a comprehensive 
set of policies in place about equality and diversity). There was a limited awareness of the dimensions and 
complex aspects of equality and diversity.  
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France: A Case Study of Arcelor, Fos-sur-Mer 
 
 

1. Introduction 
 
This Report is one of a series of company case study reports produced for the project EDLESI, “Equality 
and Diversity Learning in the European Steel Industry”. The French case study was conducted at the Fos-
sur-Mer plant of ‘Sollac Mediterranée’, one of the French companies belonging to Arcelor. 
  
The Report is organised into five sections:  
 

1. A brief description of the Arcelor company as a whole and its equal opportunities policies.  
2. A description of the Fos site and an overview of the workforce.  
3. Equal opportunities policy at plant level in Fos.  
4. Equal opportunities practice at plant level in Fos.  
5. An overall assessment of equal opportunities within the company and a discussion of issues for 

consideration.   
 

 2. The Company – Arcelor/Sollac Mediterranée 
 

Sollac mediterranée was part of the Usinor Group since 1990, and therefore became part of Arcelor when 
Usinor merged with the ARBED Group (Luxembourg) and Aceralia (Spain) in 2002, creating the biggest 
steel group in the world (overtaken by Mittal Steel in 2005) with 98,000 employees worldwide producing 44 
million tonnes of raw steel annually. The Arcelor Holding is based in Luxembourg. Arcelor is by far the 
largest steel producer in France and is the third biggest steel producer in Germany (6.6 million metric tonnes 
in 2004 compared to ThyssenKrupp 16.5 million and Salzgitter 7 million). Arcelor specialises in high-quality, 
hi-tech products, particularly for the automotive industry. In 2004 Arcelor employed 28,333 people in France. 
Since the case study visit, Arcelor has reluctantly accepted a merger with Mittal Steel to create the world’s 
only steel giant, Arcelor-Mittal. According to Arcelor, the industrial and corporate governance model will be 
based on Arcelor's model and no restructuring plans or employee reduction plans within Arcelor in Europe 
will result from the merger.  

Fos forms the major part of Sollac Mediterranée (with another small plant in St. Chely). Its annual production 
is 4,500,000 tonnes. 
 

Socio-demographics of the Fos plant 
 
The Fos-sur-Mer site of Sollac Mediterranée is the second largest steel production site in France (after 
Dunkirk) with 3,500 workers and 2,000 subcontracted workers. 
 

“There are 3,500 employees on this site. Of these 3,500 employees, there are 2,200 
technicians, 550 managers and engineers and about 400 labourers. 
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- There is one particularity at Fos. And I think this is something you would not see in other 
groups, not in such a significant manner. As a factory, we are a bit younger than some of our 
colleagues and, right from the outset, there has been a willingness to subcontract a certain 
number of jobs, especially jobs in handling, loading, and unloading  
- Labouring, you know. 
- And maintenance, more and more mechanics and electrics. And these subcontractors 
represent a great many of the labourers.” (Trade union (CGT) interviewees) 

 
Women made up 7% of the 3,442 employees in 2004. 40 of these 241 female workers were 
engineers/managers, 70 were ‘technicians’ and 131 were in white collar (admin) jobs. Despite the overall 
small proportion of women in the plant, the proportion of women employees in managerial, technical, non-
administrative jobs is relatively high compared to other countries such as Italy and Germany. Three or four 
women have recently been recruited to shift work. They are the first because it was previously illegal for 
women to work on night shifts. ‘Agent de maitrise’ are workers who are not engineers or managers but are 
team, shift or project leaders. There were 330 ‘agents de maitrise’ at Fos in 2004 but no women amongst 
them. 
 

   Women Men Total 
Engineers/managers 40 515 555 
Team/project leaders  330 330 
Admin   131 53 184 
Technicians/operators 70 2303 2373 

 
In 2005, there were 76 workers of non-French nationality (excluding subcontracted workers). They are 
Spanish, Italian, Moroccan, Algerian, Portuguese, Tunisian and British. 
 

2005  Engineers/managers Other workers Total  
Algerian   0   24  24 
Italian   1   16  17 
Moroccan  0   17  17 
Portuguese  0     5    5 
Spanish   1     8    9 
Tunisian   0     3    3 
UK   1     0    1 
Total   3    73   76 

 
It is illegal to collect data on the number of workers with French nationality from ethnic minorities or of 
migrant origin.  
 
The steel industry in France began in the Lorraine region and in the north of France near Belgium. Later on, 
there were many closures in this region due to its distance from the sea. In the 1970s the government 
decided that the Fos area should be industrialised. To build the plant they took many workers from Lorraine, 
Poland, Italy and Spain. There are many Italians in the region and Fos is surrounded by villages which are 
wholly Italian. There are some North African workers but they are concentrated in the low/no qualification 
jobs (HR department interview). 
 
The age pyramid is described as “very bad” (HR department). The average age is about 48 despite the fact 
that most workers are retired off at 50. 
 

< 25 25-34 35-44 45-49 50+ Total 
110 359 292 389 2292 3442 
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3.2% 10.4% 8.5% 11.3% 66.6% 100% 
   
50% of the workforce will be ‘renewed’ in the next years. 
 

Trade Unions 
 
As in most unionised French companies there are several trade unions represented at Sollac Fos. The two 
most significant are the CFDT and the CGT. Reflecting France as a whole, trade union membership at the 
site amounts to only about 9% of the workforce. It is particularly low amongst younger workers. Trade 
Unions in France are divided along political and religious lines, the CGT being the union with links to the 
Communist party and the CFDT being considered centre-left (by French standards). 
 

3. Equal opportunities Policy at Sollac Mediterranée, Fos-sur-Mer 
 
At company level, Arcelor does not have an equal opportunities policy as such but has “Principles of 
Responsibility”, which state that “Arcelor is committed to: 
 

• Zero accident. No compromise to safety  
• Develop every employee  
• Provide customers with innovative steel solutions  
• Profitably grow  
• Open dialogue and partnership with all the stakeholders  
• Reliability and efficiency in every part of the business  
• Environment protection and saving of scarce resources  
• Innovation to create value and support sustainable development  
• Respect cultural diversity and to reject any discrimination  
• Business ethics 

 
Arcelor subscribes to: 
 

• The principles of the Universal Declaration of Human Rights  
• The principles of the United Nations Global Compact  
• The International Labour Organization Declaration on Fundamental Principles and Rights at Work” 

 
Arcelor has also drafted in 2005 an Ethics Code “in order to incite each manager to ensure diversity in 
his/her teams and to abolish discrimination.” (The Ethics Code has been distributed to every employee in 
the German Stahlwerke Bremen site but this was not the case at the Fos site at the time of our visit). Arcelor 
has also appointed someone (the HR Manager interviewed during our case study visit) to its headquarters in 
Luxembourg to be responsible fulltime for ‘Diversity and Social Dialogue’.  
 

The position to which I have been appointed [at Group level in Luxembourg] will require me to 
work on two aspects. The first, at engineer and executive level, is how to promote more women 
to positions of responsibility. … My second function on this issue of men-women diversity will 
be to try to promote recruitment of women to non-engineering functions. Technicians and 
operators, but that will be more by networking or contacts rather than through a corporate 
policy. (HRM Manager interview) 
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In October 2004, Arcelor was one of the first 40 French companies to sign the employers’ “Charter for 
Diversity in the Enterprise” which states that the company commits itself to: 
 

1. Sensitise and inform their managers and workers involved in recruitment, training and career 
management about the issues of non-discrimination and diversity. 

2. Respect and promote the application of the principle of non-discrimination in all its forms and 
at all stages of human resources management, which are notably recruitment, training, 
advancement or promotion of workers. 

3. Seek to reflect the diversity of French society and notably its cultural and ethnic diversity in our 
workforce at all levels of qualification. 

4. Communicate amongst all of our workers our commitment to non-discrimination and diversity, 
and inform about the practical results of this commitment. 

5. Make the elaboration and implementation of the diversity policy a subject of dialogue with 
workers representatives. 

6. Include in annual reports a descriptive chapter on our commitment to non-discrimination and 
diversity: implementation actions, practices and results. 

 
In addition, Arcelor is the first steel company to sign an international agreement on Corporate Social 
Responsibility with the IMF and the EMF. Article 2.2 states:  
 

ARCELOR undertakes to guarantee equal opportunities in terms of employment, regardless of 
gender, race, origin, age, religion, sexual orientation, marital status, illness, disability, cultural 
or social origin, nationality or political opinion (In accordance with ILO Convention No. 111 
relating to discrimination).  
 
In the context of national recommendations, ARCELOR acknowledges the principle of equality 
of remuneration for work of an equal value in a comparable situation, and undertakes to 
implement it (In accordance with ILO Convention No. 100 on equal remuneration). 

 
Three per cent of the 350 top positions in the Arcelor Group are held by women. At the time of the case 
study visit, a proposal was being discussed for action at Group level to improve women’s chances of career 
progression: 
 

However, we think that we are going to take action to make sure that in all the career 
committees, the places where promotions are decided, there is at least one woman on every 
committee if any are available! So that there is a female view of how promotions are decided, if 
we can do it. It is not certain. (HRM interview) 

 
The law in France states that gender equality must be an element of the compulsory annual collective 
negotiations in companies with more than 500 workers. However, the law does not impose an obligation to 
reach an agreement. By law, companies with more than 200 workers must also have a gender equality 
committee and produce an annual report comparing the situation of men and women in the company. The 
Fos plant does not have a gender equality committee (nor does Sollac Mediterranée) but does produce the 
annual report.  
 
The national inter-sectoral agreement from 2003 on vocational training throughout working life has been 
transposed into an agreement at metals sector level and contains provisions concerning gender equality, 
disabled workers and older workers. The national inter-sectoral agreement from 2004 on gender equality 
has not been transposed into an agreement at metals sector level. 
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French law obliges companies with over 200 employees to establish an Equal Opportunities Committee and 
to include gender equality issues in the obligatory annual negotiations (although there is no obligation to 
reach an agreement). Arcelor did not have such a committee in 2005, nor does the latest national company 
level agreement “Horizon 2008”, include equal opportunities or anti-discrimination issues. “Horizon 2008” 
does, however, contain a chapter on age management, which highlights the loss to the company in terms of 
knowledge and experience as a consequence of early retirement and the importance of adapting working 
conditions and work organisation to older workers. The annual interview should be used to draw up 
individual training plans including the validation of acquired competences for older workers.  
 
1,700 French Arcelor workers per year will go into retirement as from 2005. The “Horizon 2008” agreement 
does not mention this and the trade union CFDT is therefore calling for new negotiations on the subject 
(CFDT press release 01/02/2005). 
 

4.  Organisation and Responsibility for Equal Opportunities 
 

At the time of the case study visit, there was no official equal opportunities policy at Sollac Mediterranée or 
Fos-sur-Mer, but the issue was under discussion:  
  

But as far as ARCELOR is concerned, it really is a first, it is only now starting to be covered 
and expressed and when I heard the initial reactions at Fos – because I am now on both – I 
was struck by the fact that for the moment managers consider it to be very imprudent to 
develop and announce a policy when no-one yet knows how to run it. (HR Manager interview) 

 
We are committed within ARCELOR to having an equal opportunities policy. It has been 
announced and declared, both by our managing director and by the site director. So it is a 
campaign, a policy which is already under way here. (Mature worker, Administrator of Human 
Resources and Social Communication) 

 
Most workers are aware that there is a labour code and national legislation which forbids discrimination on 
various grounds.  
 

5. Data/Monitoring Equal Opportunities 
 
 
Data is collected for the annual report on gender broken down by age, length of service, job category, 
department, hours worked (including overtime), entries and exits to and from the company, absenteeism, 
basic salary and training. Data is also collected on nationality. It is illegal to collect data on ethnicity. 
 
The female workers interviewed mentioned a questionnaire they had received two years running on staff 
satisfaction, which asked what they thought about the recruitment or number of women and disabled people 
and women from ethnic minorities in the company.  
 

6. Themes 
 
This section explores equal opportunity issues through a number of themes: 
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6.1 Recruitment 
 
Jobs at the site are advertised on the internal Arcelor website as well as in job centres and the local press. 
Recruitment procedure at Fos as a totally new recruit (except for management level), involves a series of 
aptitude tests of a technical as well as psychological nature and interviews with HR and the manager 
concerned. The procedure is ‘a bit less strict’ for an Arcelor employee transferring from another plant. 
Several groups mentioned that the psychological tests were particularly decisive: 
 

If you have a good, a good personality, if you have a good CV, if the psychologist say no well 
it’ll be no. (Disabled workers’ interview) 

 
After a long period of job-cuts and non-recruitment in the 1980s, the site began recruiting again in the 
1990s, and now tries to recruit about 150 young people with Bac Pro or BEP (vocational ‘A’ level and 
advanced apprenticeship) qualifications and 30 apprentices per year. Recruiting people over 35 years old is 
considered difficult because there is “too much to learn on the site” (HR interview) unless they come from 
another plant. But the site struggles (in contrast to the Arcelor site in Bremen) to find 150 young people a 
year with the qualifications they want: 
 

Some jobs can’t be filled so now they’re ready to take on anyone, even if they’re not qualified, 
they’ll take on green Martians. (Younger workers’ interview) 

 
Significant numbers of recruits also come from other Arcelor plants in other regions which are closing or 
down-sizing. The company has also tried to attract workers from Belgian plants which are closing but these 
tend to prefer to go to the North of France (HR interview).  
 

I work mainly with the new maitrise [team/project leaders] recruits. Lately 152 people have 
come from a closing site called Lardoise and amongst them, people who are 55 years old.  
  
We don’t just employ school leavers. We try, since we have big problems with the age pyramid 
and the hole in it, we employ young ones although we hadn’t for a long time, I would say as 
much young people as older ones. We are trying, and try to employ people of an average age 
of 30  
 
Who have experience from other companies? 
  
The new people we employ today are taken on to fill the hole in the pyramid. So they are about 
30-35 years old. (Training organisers’ interview) 

 
The younger workers were under the impression that the company had or has a policy of only recruiting 
unemployed people for certain categories of levels of job and that people had even been asked to sign on 
as unemployed so that they could be taken on by the company. 
 
Administrative positions are usually taken by experienced workers coming from technical jobs within the 
plant. Often these are older shop floor workers, but can also be engineers in their thirties (for example the 
HR representative we interviewed): 
 

In, right, in the offices, the administration we can say that the age average is quite high, 
because actually they are the older shop floor workers. … But we rarely employ people in 
admin.   
- We recycle people. Yes I agree with you. (Training organisers’ interview) 

 



 

 149

The site is involved in some projects aimed at interesting girls still at school and female university students 
in technical careers in the steel industry. The biggest problem here is felt to be the attitude of school 
teachers who still guide girls away from technical/industrial careers. Many interviewees remarked on the 
enthusiasm at all levels for recruiting more women to the site: 
 

I know that this year, yes this year, our plant director announced that they wanted to recruit 
more women. That there were more vacancies for women and equality had to be respected, 
there were no jobs, no vacancies, that they could not fill at all levels, even at executive 
committee level. (Mature worker) 
 

These remarks were almost always followed by the qualification that this was extremely difficult as 
applications from women were just not coming in. At the same time, several remarks indicated that the 
traditional preferences for graduates from particular (male-dominated) elite engineering schools are still in 
evidence: 
 

When we consider that at the moment people think that women executives are recruited fairly. 
Which means that currently the response is: we recruit them in proportion to their 
representation, their presence at the colleges where we recruit. This being the case, I am 
convinced that the choice of colleges is based on the fact that they are mainly men’s colleges. 
For example, in France there is a polytechnic for women but I don’t think we have ever 
recruited from there. I have not checked yet so it is just supposition. (HRM interview) 

 
For engineers, when they’re recruiting they look at which school they’ve come from but not the 
type of diploma or the competences they have. They don’t always correspond to the job. 
(Younger workers’ interview) 

 
About 30 apprentices are taken on per year. The apprenticeship lasts two years and normally begins at 17 
years old. Unlike in Germany and the UK, however, the system is not considered as a source of future 
recruits and most are not employed by the company afterwards: 
 

But that’s the apprenticeship – which is linked to a social solidarity system i.e. some people we 
bring to a specific level but they don’t belong to the company, they won’t be employed in the 
company necessarily. But we help them to acquire a specific level. It’s the good citizenship 
side of the company. (Training organisers’ interview) 

 

6.2 Career development 
 
Workers at the Fos site are divided into two categories: Engineer/managers and ‘ETAM’ (‘Employé, 
Technicien, Agent de Maitrise’ i.e. Admin, Technicians/Operators, Team/project/shift leaders). The highest 
levels of responsibility are reserved for engineer/managers (graduates with five years university education). 
For the ETAM, there are five levels of hierarchy (although level 1 has disappeared) and a complicated 
system of coefficients between 170 and 365 (three coefficients per hierarchical level) which indirectly 
determine salaries (see below). This system is for the metals sector nationally and not only for Arcelor or 
Fos. For each coefficient there is a bracket of a minimum and maximum salary.  
 

Level 
ETAM 

2 3 4 5 

Coefficient 170 180 190 215 225 240 255 270 285 305 335 365 
Men 7 23 61 166 253 323 305 284 379 496 267 92 
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Women    1 3 14 28 32 53 43 19 7 
 
Coefficients were mentioned very often whereas the five hierarchical levels were not mentioned and 
therefore seemed less significant. The hierarchical levels seemed to relate to official qualification levels 
whereas coefficients are linked more to length of service. Coefficients are clearly the measure of career 
progression: 
 

Usually, well, usually, every 3 or 4 years there is a form to fill out to see what your skills are 
and when you list these skills, you’re able to move up a coefficient if your superiors have no 
objection. (Younger workers’ interview) 

 
Basically, up to a point, management will give individual pay rises, what is more difficult is 
obtaining a hierarchical coefficient. That is always the preferred approach. Up to a point they 
prefer to pay an increase rather than hurry a career evolution which is stronger through the 
coefficient. For us it is a lot more important, it’s a symbol. … it’s a much stronger political 
gesture to change the coefficient. (CFDT trade union)  
 
Personally, a coefficient… I prefer a coefficient to a pay rise. I don’t know, I have a certain 
pride.  
- Yes and compared with colleagues it looks bad – if they say you are retiring on 240, I don’t 
care about 240. It’s progressing socially. (Disabled workers’ interview) 

 
The average number of years spent at a given coefficient increases as one moves up the scale. Thus for 
example, on average two years are spent at coefficient 190, four years at 225-270, and eight years at 305. 
Every year, however, each worker has a ‘Professional interview’ with his immediate or N+2 superior. As well 
as performance assessment, pay issues and training needs assessment, the annual professional interview 
also includes career planning for the next three years: 
 

…there is a section dedicated to thinking about the forthcoming three years, what will I be in 
three years, and what skills do I need to improve. (Training organisers’ interview) 
 

The career planning part of the interview is more developed for the engineer/managers (five year university 
education): 
 

Once a year, each employee meets his hierarchy. In theory, it’s for everyone. For the 
executives, it’s also once a year, but there is an evolution which is more career orientated. It’s 
obvious. (Training organisers’ interview) 

 
ETAM workers cannot surpass the five level ETAM hierarchy to reach engineer/manager level unless they 
acquire the university engineer qualification. Up to a certain level, therefore, career advancement is based 
on acquired skills and competence. Above that, it is based purely on qualifications. A management potential 
identification system, in so far as one exists, only applies within the five ETAM levels (up to foreman, 
line/team/shift/project manager). For the engineers there is a separate management training programme. 
 

There are courses such as the postgraduate training we do, part of it consists of rendering the 
points, in terms of management, the person’s strong points and the points to improve, but to 
help him. (Training organisers’ interview) 

 
Promotions and transfers are decided on jointly by the heads of departments and the site has career and 
mobility committees to ensure that people are not blocked by managers who do not want to lose them: 
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Of course someone can block, well not really block, in principle of course. But it’s difficult 
because we have means of communication. 
- … 
- …each year we look at all the Bac + 2 [people who have passed their “A levels” and gone 
onto further education for 2 years after] and their evolution. In addition there are team reviews 
ie, we look at the teams, what is their evolution. People are observed in several places so there 
are cross-references.  If at some point, someone at a particular level, for argument’s sake, has 
not moved in 10 years, his line manager will be asked why. It’s fair one way or another. 
 

The career committee comes into play.  
 

- What is actually changing the most is that before, a professional interview was between you 
and your hierarchy. It stayed between you and your hierarchy. Today, part of the professional 
interview is seen by others. Basically if I write, what you said earlier, if I write I would like to 
become mobile within such a section, there is a mobility committee, now they know. Before, if 
my hierarchy, a few years ago, didn’t agree, if I… if each one kept quiet about it, nothing 
changed. That’s what used to happen a few years ago, nobody wanted to see the best leave 
for whatever reasons. Today this does not exist any more because this document is seen 
elsewhere. …and I need to point out another thing, what you said is right, the professional 
interview is done with the hierarchy but one can see the Line Manager + 2.  
- Ah yes. Without vexing the Line Manager. That’s part of the system. (Training organisers’ 
interview) 

 
Career evolution in terms of internal mobility was, however, mentioned as an important problem by the HR 
department and the younger workers. Due to staff shortages, younger workers are often denied the 
opportunity to move to other departments or sections of the plant:  
 

One of our challenges is to develop possibilities for mobility within the plant , particularly for 
young people. (HR interview) 

 
Inside the factory, it is very difficult to move out of a department.  
 

- Yeah, because of the shortage of personnel. 
- I asked to go to your department… you know… they don’t want to let me go. They don’t want 
to. (Younger workers’ interview) 

 

5.3 Pay and related issues 
 
As mentioned above, there is a bracket of a minimum and maximum salary for each coefficient. The system 
is called in French ‘logique de competence’ which means individualised salaries (within the brackets of the 
coefficients) decided on by the manager according to the competences gained during the year.  
 

To each coefficient corresponds a minimum and maximum salary … It means that within the 
same coefficient some employees have up to 30% salary difference. So it’s not manageable, it 
creates conflicts etc…They have fixed quite important gauges within the coefficients. But then 
you get to a ceiling and people can’t earn any more raises because they have those salary 
management rules. (CFDT trade union) 

 
Length of service also plays an important part in salary determination: 
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Pay is not directly linked to the co-efficient. But the company looks at what is the average for 
that co-efficient and age and this indirectly affects pay because everything has to fit. (Manager 
from Belgium) 

 
For a given weighting, we see pay differentials of about 40 to 50%. Management justifies this 
by saying that these differentials only reflect the contrast between young recruits and people 
with a greater length of service. (CGT trade union) 

 
This system is therefore not one of ‘equal pay for equal work’ but equal pay for equal performance with 
other determining factors taken into consideration such as qualifications, experience and length of service. 
The ‘logique de competence’ system was introduced in a collective agreement in 1990 and replaced the 
previous system of ‘logique de poste’, which meant salaries were fixed according to the job title. The system 
has now, however, “reached certain limits”, and “is blocking many people in their career evolution because 
of the outdated system of job classification” (CFDT trade union interview). Team and shift leaders, for 
example, are responsible for up to 30 workers but this HR responsibility was never recognised in the 
previous system. The classification criteria are especially outdated for the younger workers who obtain all 
the necessary competences for a coefficient very quickly but do not have the experience to know what to do 
in a critical situation. A new system of ‘Referential Employment Groups’ (GRE, see below) is therefore being 
introduced which re-evaluates jobs at the site. 
 
 

6.4 Training 
 
Most training at Fos is carried out in the tutoring system. Every new recruit has a tutor (a more experienced 
worker) and a tutor can have more than one tutee: 
 

Right, the training methods are varied: the methods... Some are done internally, at different 
levels as and when; it’s what we call the tutoring, you know what it is. It is meant for either 
newcomers or people who operate in a post or a department, let’s say that tutoring is working 
with a person whom we call a tutor. This enables them to transfer their knowledge, especially 
in steel. This is training that can be recorded in catalogues or training organisations. There 
are, well basically, controls, monitoring evaluation tests, regularly done by the hierarchy, the 
tutors or by other systems. Regular tests about their acquired knowledge, about what they’ve 
learned, their skills.” 
- It is continuous training on the ground, directly at the working tool.  
(Training organisers’ interview) 

 
Tutoring is not monitored in terms of hours, but the outcomes (in terms of acquired knowledge, skills and 
competences) are regularly assessed:  
 

It’s complicated because tutoring… there is a whole part of tutoring which is not… that we 
don’t monitor. We monitor the results but not the acquisition. 
 … 
The formal part of this system is the attainment of the objectives. We control all the… how can 
we say, the knowledge he must know, it’s called the knowledge, the competence. All the skills, 
so we monitor that in a continuous way. .. Little by little he’s learning and when he knows, we 
control his knowledge and he acquires a, well it’s not really that, let’s say, an added value. .. 
You can say that he knows and is capable of replacing the person with whom he was. 
(Training organisers’ interview) 
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Tutoring normally lasts about five years. After that it is usually no longer necessary except for specific 
reasons such as acquiring a qualification later in the career: 
 

We have previously set up tutoring with a view to a degree. We’ve had someone who was 
going to do a BAC or a BEP of furnace operator or steel worker and in this case there was a 
tutor to mentor him. This could be a young or older employee. On a punctual basis you can find 
yourself with a tutor. (Training organisers’ interview) 

 
Team-working and increasing demands for polyvalence amongst employees are seen as strongly 
influencing the development of the tutoring system: 
 

But there might be another thing to add which will help you understand too, it’s that we have 
less and less vertical jobs. Basically there is increased adaptability, that’s to say that we have 
one job but know about the other job too. Automatically everyone shares part of his 
competency. This organisation works in such a way that everyone becomes trainer at some 
point or is trained. That’s also an evolution. (Training organisers’ interview) 
 

The tutoring system is informal and, according to one of the trade unions, there tutor has no official 
recognition: 
 

There should be official recognition of the tutoring scheme, to give it legal status. So that the 
experience is also a fulfilling one for the person who is passing on their know-how. (CGT) 

 
Whilst all of the mature workers interviewed had had good experiences of the tutoring system and felt that it 
worked very well, the younger workers interviewed were generally less positive. The young workers 
interviewed agreed that the mentor they were assigned was not always the best person for this job and 
there was quite a lot of dissatisfaction with the way the mentoring scheme works: 
 

Well, when you’re just hired you arrive on the first day. Our boss, he looks at us, you’re already 
a bit scared, it’s the first day, and he says to us “Right, there are 2 or 3 employees over there”.  
Well, someone chooses, sorry, the shift boss chooses, a person who’s the “you will be the 
support for the new employee who’s over there”. Nobody asks you anything, nobody waits a 
while to see if there’s any feedback. That’s how you get the person who is your backer. 

 
We need older workers to learn from their savoir-faire, but some can pass it on better than 
others. 

 
Another form of knowledge transfer is the training which is done in groups internally by experts in a specific 
field. This usually takes the form of classroom lectures. Online learning is another form of on-site training 
which is increasingly being used in Fos. 
 
The site does not have any full-time trainers. In each service someone is designated to take care of training 
matters but not employed specifically for that on a full-time basis. External training providers deliver training 
either on site or on their own premises. By law, all workers are entitled to 20 hours formal training per year 
and all companies must invest a minimum percentage of the total brute wage costs in training and have a 
training plan. The Fos site goes much further than the legal requirements in the amount it invests in training 
(training organisers’ interview).  
 
A new system of job profiles (‘Referential Employment Groups’) is being elaborated which list the 
knowledge, skills and competences which need to be acquired for each job. The acquisition of these 
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competences is constantly evaluated and there is an annual personal interview for all workers to assess 
their training needs.  
 

Because with training there’s a procedure, a policy and a strategy. Basically in relation with 
other issues in Fos, or ARCELOR I think, everyone has access to training. In other words 
everyone can ask for training.  
 
- Anyway there’s an obligation to have so many hours of training per individual.  
 
- That’s right there’s an obligation, a legislation, everything. There’s legislation for training and 
on top of that within the procedure, during a person’s annual interview with his hierarchy. So 
each time you have one per year, you fill in, each individual details what will be his needs in 
terms of training. It’s not like that normally but let’s say, normally it’s about what competences 
need to be applied to the task and what is needed to achieve it. But that’s requested by the 
individual, each person does it. The procedure starts there. (Training organisers’ interview) 

 
At the time of the case study visit, training never took place outside of working hours at Fos, although the 
latest Arcelor collective agreement for France, “Horizon 2008”, allows for this. 
 
In contrast to the workers at the site in Bremen, the younger workers in Fos did not have a clear idea of 
what training was available to them: 
 

…people don’t know what training there is and that you could ask.  … I mean, when you go on 
a course outside the factory you pick up leaflets from the training institute there, to see what 
they do in the way of training. 
 
Ah, but you’re talking about the outside, I’m talking about here in the factory. Here, you haven’t 
got a list or catalogue of training courses that you can get. You could ask, I would like to do this 
or that training but that’s not part of your job. 

 
The younger workers especially liked the external training courses but were not as satisfied as the 
managers and older workers with the amount of training provided by the company. They felt that cost and 
staff shortages often led to training requests being refused: 
 

We need a bit more training though. 
 

There are different types of training that are difficult to get because they cost a lot. 
 
- At the start, I was asked what I would like to do, what training, at my job interview, what 
training I would like to have. And I asked for English, but that didn’t happen. It’s there but uh, 
they won’t free up the money if you see what I mean to let anyone do this kind of thing. …at a 
push they can send you on a course if there’s the staff I think but as they’re understaffed in just 
about all departments… it’s tough to send someone on a course.  (Younger workers’ interview) 

 
And 

 
Myself, I find that the training courses follow the development of the employee and the 
technology quite well...  
 
There is always a response to a need. Which is expressed by either the employee or the 
employer or the boss. 
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If it is justified it happens and you are sent on the appropriate course. (Mature workers’ 
interview) 

 
Everybody on the site agreed that training delivery had evolved and was still evolving very much on the site. 
In the sense that each worker now has an individual training needs assessment and training plan, it was 
stated that training is more individualised than it used to be. On the other hand, many interviewees stated 
that there was far more training in groups and workshops than before: 
 

There is far more training of the seminar, assembly, group type... Before it was much more, 
how can I put it, I would say more rigid, in the university or school style, going on a training 
course was like going to school. 
- Groups, group training, more group training than individual training, but there are individual 
training sessions as well. But more and more there is group training for group synergy. (Mature 
workers’ interview) 
 

According to the training organisers, the volume of training at the site is going to have to increase markedly 
due to the changing demography of the workforce: Over the next few years, 50% of the workforce will go 
into retirement and be replaced by younger workers who will not only need more technical training, but are 
also “more inclined today to define their own needs, according to their employment level, than the people we 
have today” (training organisers’ interview). Changing career patterns are also a key factor in this 
development: 
 

And the other very important point is that they say that today, a young person entering a 
company will not spend the rest of his life in the same profession. Well let’s say all his life; 
within 10 years he’ll certainly have to change profession. If you say changing profession, you 
mean a change of training volume too. Automatically. (Training organisers’ interview) 

 
The younger workers’ statements corroborate this view, adding that motivation is an important factor in 
explaining why young workers receive more training than older workers:  
 

Yes a generation’s difference and difference in motivation, because like you say, a guy who’s 
been there for 25 years, he’s not too motivated anymore though, training… (Younger workers’ 
interview) 

 
Both the younger and the older workers referred to their need for more training as a result of technological 
developments, but for different reasons: for the younger workers, improvements in technology meant that 
they did not have the same opportunities as older workers to ‘learn-by-doing’. The older workers, on the 
other hand, needed more time to get used to working with the new technologies: 
 

Motivation, experience, lack of experience, young people have less experience than older 
people because the equipment comes to a stop less frequently, there are less problems so you 
can’t train young people any more. (Younger workers’ interview) 
 
There are training courses which I think might be good for the mature workers. Especially 
anything about the new technologies, the new approaches, the new technologies, the new 
management methods, systems for managing things which sometimes require suitable training 
modules which...suitable. Because people are not always at a level where they can integrate 
into the new technology.  
- For the same level of integration and training, it has to be slower for the mature workers!  
- In view of their age, less concentrated! (Older workers’ interview) 
 



 

 156

Some of the female workers also expressed a wish for training content to take them more into account: 
 

I think that female management and male management is not the same thing. .. And it seems 
to me that management training courses are effectively more for male management. There is 
no thought given to ways and means to integrate qualities that might be more feminine. 
(Female workers’ interview) 
 

According to the training organisers, French language courses are available to workers on request. The 
CFDT trade union representative, however, recounted that one North African worker had asked for French 
courses every year since 1995 and is currently not working due to an accident at work caused by inability to 
understand safety instructions. His new manager has agreed that French courses are necessary.  
 
Everybody in the company has recently taken the TOIEC English test in preparation for English courses 
which are to be organised. There seems to be a lot of training available in ‘soft skills’ such as teamwork, 
managing meetings, etc. but this is generally only for workers with responsibility for other workers: 
 

Oh but that’s management, it’s the, it’s the bosses who do that sort of thing   
Question: It’s not the operators? 
- Not immediately, maybe in the future if they are looking for a foreman or shift boss, maybe 
they would make us do this type of training. (Younger workers’ interview) 
 

 
There is no explicit training on equal opportunities issues. Team meetings are held once a month where 
health and safety and other issues are discussed and the younger workers recounted that in one of these 
they were informed that women are paid less than men in the company and shown graphs and statistics to 
prove it. This appeared, however, to be just about raising awareness of the issue with no further discussion. 
 
Managers are informed of new legislation regarding equal treatment and are told whom they should contact 
if they need further advice on the matter. They are expected to pass this information down (Foreign 
engineer/managers’ interview). 
 
The CFDT representative had taken part in several training initiatives on racism organised by his trade 
union and in several regional projects. The CFDT also provides training for its representatives on how to 
negotiate on gender equality. 
 

6.5 Inequalities and discrimination, unfair treatment, harassment, bullying 
 
The site has no official grievance procedure. Most interviewees said they would go to their superior and 
then up through the hierarchy and then to a trade union representative (whether they were a trade union 
member or not). This seems to be the unofficial policy. The younger workers interviewed were generally 
less drawn to the trade unions. They would, however, eventually go to the trade union if any of their rights 
arising from a collective agreement were not being respected. Indeed, one of the mature workers 
interviewed (a trade union official) works full-time at the site as an interpreter of the social dialogue 
agreements (‘Administrator of Social Communication’), advising workers and helping them to understand 
their rights.  
 
In cases of bullying, harassment or discrimination, the solution was usually for the victim to change to 
another department. The younger workers said that there was no system for dealing with discrimination 
grievances: ‘people put up with it or change department’. 
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6.5.1 Gender  
 
All interviewees agreed that the company is keen to employ more women but that this is happening very 
slowly as there are few applications from women. The most progress has been made at engineer/manager 
level, whereas there have been very few recruits at technician/operator level. The HR department has 
several ideas for the ‘feminisation of jobs’ but sees this as a long-term project. 
 

I really think that to make an effective difference on equal opportunities, particularly for women, 
you have to have enough women in the technical jobs. As long as people think that for a 
woman to develop you have to put her in human resources or communications or maybe in 
finance, things are never going to change. (HR Manager interview) 

 
Despite this willingness, the company does not yet seem to be completely prepared for women on a 
practical level once they have been recruited to such positions: 
 

It’s hardest for women when it comes to the facilities already there, for example nothing in the 
changing rooms, showers and all that. It isn’t a factory for them. (Younger workers’ interview) 

 
There was a lot of evidence from the female workers’ interview of gender discrimination, particularly 
regarding promotion, low glass ceilings and reintegration after maternity leave. They felt that this 
discrimination was usually due to a lack of awareness amongst male colleagues and managers rather than 
intentional discrimination but that there was no protection against it; if a woman made a complaint on an 
individual basis about discrimination, she would be “treated as hysterical”. They were also concerned about 
the risk of being penalised for making such complaints. Other strategies needed to be used instead because 
these issues could not be discussed.  
 

I think that here, there is a certain lack of awareness in men. That’s to say that they are not 
going to feel that they set you aside, for example, when you return from maternity leave, they 
will give you an increase like a man because they are showing you that there is no problem, 
that they won’t fire you. I’ve seen this type of discussion, "you see, you are on maternity leave, 
but there are no problems with your rise," or that sort of thing. So some try to pay attention to 
that but, very simply, I think that it doesn’t even occur to them that you might want that job. 

 
I think that officially there is no discrimination. Unofficially, in what happens and in day to day 
work, it still exists. So, it’s not knowingly, it’s not to do harm, not to annoy people, not to 
frustrate people. It’s because people are not ready. It’s that people, they are afraid, old habits, 
they are afraid of … well me, I think that as the years pass, that is starting to change, that will 
become normal. 

 
The panel of women workers felt that men were discouraged from taking part time work to share child care 
because of negative consequences for their career. Whereas women were encouraged to work part time 
when they have children because male managers felt that they would not be able to perform 100% if they 
worked full time.  
 
One woman (whose husband was looking after the child whilst she went back to work) said that her boss 
took responsibility away from her when she came back to work full-time after maternity leave because he 
thought that she would no longer be capable of doing her job properly anymore:  
 

…as regards the employer, the company, I had a lot of trouble explaining to them that my brain 
hadn't washed away when my waters broke and that I was still the same, no more stupid than 
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before and that I wasn’t 50% but still full time, yes, even with children and so they could again 
give me the same missions that had been taken away from me during my pregnancy.  

 
The same woman said she wanted to advance in her career but no one was encouraging her to do this due 
to the fact that she is a woman:  
 

Today at 39 years old, I’m a department head.  So I have with me a team made up of a dozen 
people and 5 subcontractors and when I look in front of me, I say to myself, "can I go higher? 
Can I go further?" There are no instances of women before me who went higher, further. So, 
have I reached the end for a woman?  And that distresses me. ..I indeed hope to go further. I 
hope but I don’t know if it’s possible. It will be a battle. 

 
Another woman said that her boss had never given her any advice on how to advance in her career 
whereas her husband, who also works in the company and has exactly the same qualifications but a higher 
position, has had this sort of advice from his boss. She was told that “having two heads of department in the 
same family was too much!” 
 
Glass ceilings were described as “very low” and the women felt that male colleagues were sometimes afraid 
to promote women because of what other men might think about their motives. 

 
Because for women, you can go to department head, unit head but division head that’s just 
underneath factory manager, so you go up the ladder ok but the ladder just under the 
management, that’s inconceivable. 

 
…if there is a woman at a high level then there is always a man who will say, "Oh her? Oh yes 
of course – it’s the boss’ girlfriend. 

 
Several of the women said that coming back to work after maternity leave was very difficult and that the 
company does not help in any way with child care. 
 
A network of female engineers has recently been set up and met for the first time the day of the case study 
visit. This was seen as a very positive development. However, of note, the female workers insisted that 
sexual harassment was not a problem. 
  

6.5.2 Ethnicity and migrant work 
 
Due to French sensitivities about ethnic minority issues, the ‘ethnic minority interview panel’ became two 
interview panels of ‘workers of diverse national origins’. Thus one panel was composed of an Italian worker, 
a Spanish worker and a black African worker (all in production) and the other panel was composed of a 
Polish engineer/manager, a Belgian engineer/manager and a young technician of moroccan descent. 
 
The black African worker, who was apparently unable to express himself freely due to the composition of the 
interview panel (the other members of the panel were of Italian and Spanish origin), stated that he regularly 
experienced racism from colleagues (“I experience verbal comments all the time”). He felt, however, that the 
company did not tolerate explicit racist behaviour and recounted that one worker had recently been sacked 
for leaving racist abuse on someone’s computer. One of the interviewees from the younger workers’ panel 
said that he had personally witnessed racial discrimination from shift managers:  
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Yeah and even the colour of your skin. If your shift boss isn’t too keen and your name is Mo, 
Khader, you won’t go any further eh, he’ll keep you down, I’m telling you man, I know what I’m 
talking about, I don’t want to name names but right now uh. (Younger workers’ interview panel) 

 
The CFDT trade union representative mentioned several cases of alleged racial discrimination which he was 
handling and explained that this was a particularly difficult and sensitive area due to the culture of the 
region. “The word ‘racist’ shocks people so a solution usually has to be found to get the victim a new 
position in another department without mentioning racism”. The CGT representative also spoke of the 
political climate in the region: “There are a lot of North Africans, and the fascists are very strong here.” (CGT 
trade union)  
 
The CFDT representative also stated that his trade union believed that there is racial discrimination in 
recruitment at the site and had asked management for statistics regarding applications and recruitment. He 
said that the management had refused to provide these statistics. However, considering the fact that it is 
legally only possible to collect statistics on nationality, it is not clear that these statistics would be very 
useful. 
 
The CGT trade union representatives mentioned a case of alleged racial discrimination in recruitment which 
they had tried to deal with:   
 

He came to tell us, but he won’t take it to court because if he does, he’ll never get another job. 
- … And when I raised the question of this young man, there’ve been 2 cases, with the 
management, because it’s a meeting that we have with management once a year, this is what 
they said: “take it to court, then” instead of looking at the case. 

 
 

6.5.3 Disability 
 
There are very few disabled workers at the Fos site and recruiting them does not appear to be a company 
priority: 
 

There are, some, but it’s not…  
- Yes but we don’t seek them out.  
- No we don’t seek out disabled. 
- It’s a policy. Some companies do recruit them. 
(Training organisers’ interview) 

 
The two disabled interviewees knew each other but did not know of any other disabled workers on the site. 
One of the interviewees, who had become disabled after a (non work-related) accident explained that the 
company had been extremely supportive in helping him back to work, creating a new administrative post for 
him (he was a technician/operator before the accident) with tasks that he could handle (due to head injuries 
he could no longer read or write at the time) and a special status with flexible working hours.  
 

..the integration was good here. On the contrary they integrated me, valued me. I say they 
because there were lots of people. Well maybe I was lucky to be in a good department, maybe 
it’s not so good elsewhere, I don’t know. 

 
Neither of the disabled interviewees, however, has received any career development guidance since 
becoming disabled and were overlooked in terms of career evolution. Both felt that they had to work harder 
than the others to prove themselves and were afraid to say when the workload was too much for them: 
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And we need to give more too; it’s like a woman who goes to work, you know, you know all 
about it yourself, a woman, with equal work, compared to a man must do a lot more to be seen, 
… well, it’s the same for us.  
 

And 
 
- I entirely agree with you. We must do more than if we were…normal 

 
And 
  

That’s why when I’m told at work why don’t you refuse the work, well I can’t. And I am rushed 
off my feet compared with some people who do nothing. 

 
And 
 

Since my accident I haven’t had evolved professionally, I am still on the same coefficient. I’ll 
explain, there are several coefficients 285, 305, 335. I was on 285 and I am still on it. 

And 
It’s true that we are sidestepped. 

 
They pointed out that their (re-)integration into the company depended more on the attitudes and 
understanding of their colleagues and immediate superior than the willingness of the management:  
 

…the workers you work with, the relationship, well if they don’t have a relationship with you, 
you sink you know. It doesn’t work, If the little bosses don’t want to, it’s the same thing.  

 
Indeed, one of the disabled interviewees recounted that he had been harassed by a workshop manager to 
go to another department where he did not want to go, until the head of the department put a stop to it. To a 
certain extent then, the successful integration of disabled workers appears to be a question of pot-luck as 
there is no company policy sensitising managers and workers to the issue. Disabled workers’ issues are 
dealt with by the Works’ Council:  
 

We deal with that, the unions. The health and safety committees solicit the directors’ board, the 
work council do it about training, about disabled workers’ issues. Can they get support, can 
there be some planning to help them in their position. (CFDT trade union) 

 
 
In turn, the CGT trade union was handling eleven cases of alleged trade union discrimination at the 
industrial tribunal. 
 
The younger workers felt that joining a union would threaten their career advancement:  

 
...there’s a kind of pressure there too because if, they tell you if, if, if you join a union you’re 
seen in a bad light. See what I mean. The authorities don’t get on too well with the unions. 
(Younger workers’ interview) 
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6.5.4 Older workers 
 
Both trade unions were more concerned with the younger workers, who are paid less, have fewer benefits 
and have to work more shifts, than with the older workers. The older workers used to have 183 shifts per 
year; this has been raised to 186 and 188 for the younger workers.  
 
The mature workers felt that there had been many improvements in the company during their time there: 
 

I would say overall that things have changed rather from a managerial system, with orders, to a 
more consultative system, how can I say, one of partnership. It is less managerial, the people 
at the bottom are consulted more for their views, their opinions. (Mature workers) 

 
The site seems to be increasingly operating a policy of adapting jobs to the physical needs of older workers: 
 

On the other hand what is being set up today and happening in quite a few places, precisely 
due to people’s age, is that some are suffering physical disability ie, you may they difficulties to 
wear safety shoes. We treat this issue case by case and give them adapted posts. Or the 
person has back problems and can’t go on the deck. If it’s physical… in this case we take them 
into account, and indeed this is what heads of shifts do because if we consider our population, 
he is dealing with more and more people with physical difficulties. That’s due to age. (Training 
organisers,  interview) 

 
As already mentioned above (5.4), the older workers have some particular problems with the use of the new 
technologies: 
 

You also have the fact that older people work on things that can be seen.  
- That’s an evolution  
- The evolution is that we are now working on concepts so… It’s like the product; today the 
product was seen therefore they used sensations in relation to the colours. Today, the 
sensations, well it’s covered so the product can’t be seen nowadays. 
- Nowadays it’s the computer which…  
- That’s right it gives a curve, so, a curve, well spotting the colour on a curve is another kind of 
task! In this case the young ones have no problems since they arrive precisely aware of this 
world, whereas for the older ones, well they have to travel into those worlds. That’ an 
experience we can’t transmit. You won’t transmit the colour since today we don’t use it 
anymore. And yet it used to be important. (Training organisers’ interview) 

 
 

6.5.6 Generational conflicts 
 
There was some evidence of generational conflicts at the site. Whilst all the younger workers recognised 
that they needed to learn from the experience of the older workers, most felt that they had skills which the 
older workers did not and that the older workers did not respect them for these. Whilst most of the older 
workers interviewed recognised that the younger workers were ahead of them technologically and felt there 
skills were complementary, one older worker felt that the younger workers were sometimes arrogant about 
their technological competences and lacked respect towards older workers. 
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There is a complementarity between, perhaps, the IT level where the mature workers are not 
really up to speed and the knowledge of the job that they can pass on to the young workers. I 
think it is complementary. (Mature workers’ interview)  

 
And 
 

They've lived what they’ve been through, experience, we’ll call it experience and it’s useful to 
us but then it’s in the behaviour that it’s a bit, but then, you have to get used to it though. We, 
well we adjust, but they have to adjust to the younger ones too, its not, it’s not because they’re 
more experienced that they have to, that they have the right to, to be… 
- It’s to do with age, because you’re young, you have to - we have to give them respect, but 
they have to respect us too. (Younger workers’ interview) 

 
And 
 

When you arrive you have someone who takes you on, someone who gives you support and 
it’s him that…  
- You learn the trade from. That’s how it must work. 
- How it must work, yeah, but then the situation reverses very quickly and that’s what he has to 
learn. (Younger workers’ interview) 

 
The training organisers explained that the large generation gap was creating new problems:  
 

“About equal opportunities, considering 2 populations which are so far from each other there 
can be problems… if you have very young and old people; because they don’t look at each 
other in the same way. If you want: an older worker can look at the younger one in a particular 
way with his own filters. Maybe he won’t give him all the opportunities because he looks at him 
in a specific way. I’ll give you a very simple example. Today the young ones have an image 
which is different, which is not “steel industry” – indeed there is an image – in some cases it 
can play a role. If you have an earring, they also have an attitude too. But, er, without saying 
it’s done on purpose but because you are 56. So there is a whole system behind, but at some 
point you can see them differently. And if you have a team with only older workers and one 
young, it’s certainly also more difficult to function…  
- The opposite would be the same, it’s not due to the young workers. 
- We are heading for situations we haven’t experienced before. (Training organisers’ interview) 

  

6.5.7 Bullying and harassment 
 
The younger workers had the most to say about issues of bullying and favouritsm.  
 

There’re some who get an increase every year, there’re some who get one every three years, 
there’re some who have…  
 - It’s a bit like being at school, if you say too much, you say too much about what you think 
about working conditions, about certain things, about salaries, pay rises, about, you’re under 
the spotlight, you’re put in a corner and you find it harder to move ahead than those who are 
going in the right direction. 
- Even if you do your work properly. (Younger workers’ interview) 
 

And 
 



 

 163

Me personally, I had a boss who was at the limit of bullying me, others said so too but my boss 
was protected by the hierarchy. It probably wasn’t done on purpose; she was probably just 
stressed. (Younger workers’ interview) 

 
The mature workers agreed that there were cases of bullying but had no personal experiences of it: 
 

Yes, if by psychological harassment you mean constantly saying things behind a person’s back 
and taking a dislike to someone?  It happens, it is bound to happen, it must have existed. 
...there is no doubt that if someone is constantly putting pressure on another person, that is 
what I call psychological harassment, and constantly getting at someone else and picking on 
little things all the time, that is what it is. (Mature workers’ interview) 
 

Some of the younger workers felt they could go to their manager or the next level up in the hierarchy in such 
cases, whilst others felt the only solution was to put up with it or change department. For the mature 
workers, bullying appeared to be something which only happened to younger workers. They would advise 
anyone who felt bullied to go to a trade union or workers’ representative. 
 

6.6 Equal Opportunity Issues 
 
There was some dissatisfaction with the pay system, mostly amongst the younger workers and the trade 
union representatives. The women interviewees said they did not know whether they were being paid 
equally to male colleagues because they were not allowed to ask. The CFDT and CGT trade unions were 
mainly concerned for the younger workers who they said were not getting all the same benefits as the older 
workers. The younger workers expressed the same concerns: 
 

Well, just take us when we were hired first in ’96, take the new ones who are hired now and 
you’ll see that there’s a big difference. 
- Compare them and you’ll really see that there are big differences. And you can’t make that up 
with time in fact. Hired with the same conditions as well, the same type of contracts, although 
the old contracts had less benefits than now. (Younger workers’ interview) 

 
Grievances regarding pay appear to occur frequently: 
 

Has anyone ever come to you with a pay grievance? 
- Often. Most people have problems judging in an objective way their own performance. 
(Manager interview) 

 
The head of Human Resources stated that one of the main improvements concerning equality over the last 
few years was in equal pay. The CFDT representative agreed that this had improved a lot but, like the CGT 
representatives, felt that the data supplied by the management comparing pay for male and female 
employees was insufficient.  
 

6.7 Work-life balance 
 
For the women workers interviewed, changing to part-time work when they had children did not appear to be 
a problem: 
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We are lucky here in that part-time work is very developed because that has been used for pre-
retirement systems or things like that.  And as a result, for women, it works. (Female workers’ 
interview) 

 
It appears to be less simple for male workers working on shifts, where according to the younger workers, 
cost and staff shortages make flexible work arrangements almost impossible: 
 

Oh right I, I’ve got a mate who gave in his notice at Sollac because they didn’t want him to go 
on to working days. He left, he's going to leave in September to work for EDF. 
- Because it costs them a lot, the training he had for the level he was at so he, it's someone 
who's trained to work on the press at our place. He had a lot of training and they didn’t want to 
let him go to work days. 
- Well yes, because we are made to work day work for months, we don’t choose, we’re told, 
we’re made to but it’s the department. They say “You, you’re on for such and such a month, 
you’re on for such and such a month, you’re going to work there and even if you work on 
something there’s nothing specific to do”.  I’m talking about us, us in our manufacturing plant, 
there wasn’t much to do, nothing to spend the day on I mean. You really needed to work on a 
specific project and be able to participate. (Younger workers’ interview) 

 
Taking long periods of time off work to spend looking after family is possible, but the company does not 
have a specific policy for reintegrating such people when they come back to work:  
 

I personally know managers [in this company] who have taken time off for two or three years or 
work part-time to spend time with family. But they are aware of the consequences for their 
career. You can’t have both. 
- They always have problems to reintegrate when they come back. (Managers’ interview) 

 
Combining a career with a family was considered particularly difficult for women when children are very 
young. This was especially the case for certain areas such as production where flexible working hours are 
considered impossible and was usually accepted as a fact of life:  
 

I think about someone we know who wanted to become manager or head of department but 
has three children. Nothing will be arranged in terms of timetabling because it is 
impossible....It’s not linked to the company, it is linked to an age-group, it happens during a 
period of life when the children are young and there are priority issues. It’s not linked to here, to 
this company. (Training organisers’ interview) 

 
The head of Human Resources explained that work-life balance means managers at the site have to 
become a lot better at managing and juggling different rhythms but most managers are not aware of equality 
issues and see them merely as extra work which they do not need. 
 

6.8 Trade unions and Social Dialogue  
 
The arrangements for social dialogue are formalised in France. The CGT trade union representative 
explained the instances for social dialogue with reference to Arcelor: 
 

In France, there are 3, 4 - there are several structures for representation of personnel in 
companies. There is the staff representative in charge of gathering employee claims and of 
taking them to management once a month. There are Works Councils, whose elected union 
and staff representatives have a right to inspection of the company’s financial management. 
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The third is the Group Committee....this one is particular, it’s specific to France. There are 
centralised Works Councils, where there are several companies within a single company. 
There is one Works Council per company, and you have a central Works Council which brings 
them all together. Then there is also the possibility of having a group committee, which meets 
once a year and enables the exchange of economic and social information at the level of the 
holding company. We had this sort of group committee when we were Usinor. We don’t have 
one any more because it's Arcelor. It’s a Luxembourg company. The head office is in 
Luxembourg. European laws are interpreted in the Luxembourg context. And then, now there 
are also European Works Councils. (CGT Trade Union interview) 

 
There is therefore a Works Council for Sollac Mediterranée, a Group Committee for Arcelor France and a 
European Works Council for Arcelor Europe. 
 
Collective bargaining takes place at the metals sector level between the UIMM (metalworking and mining 
employers' federation, Union des Industries Minières et Métallurgiques) and the metals sector sections of 
the various trade unions. There is also a collective agreement between these partners for the steel industry. 
Bargaining also takes place at the level of Arcelor France, where the latest agreement on pay, working time 
and work organisation, ‘Horizon 2008’, is transposed into agreements at the level of each site. 
 
The CFDT has a delegate who is responsible for equal opportunities issues and the CFDT has three women 
in the Works Council. The CGT has only one woman member (80% of CGT members are shift-workers). On 
average elected trade union representatives are 50-51 years old and trade union membership amongst the 
under 35 year-olds is very low (they make up 25% of membership). Trade union policy at the site is 
therefore increasingly focussing on recruiting more women and younger workers. 
 
The CFDT representative said that his union had been asking management at the site to negotiate on 
gender equality for several years, whilst the CGT representatives said they had a policy on the issue of 
gender equality but great difficulties in taking it forward due to their lack of women members. The CFDT 
representative stated that the attempt to negotiate a company level agreement on gender equality but this 
had been refused. This claim seems to be substantiated by a statement from the HR Manager: 
 
 I think that previously it was not exactly a banned subject but almost. Almost. 
 
Regarding shift work, the CGT trade union was strongly against women doing nightshifts, whilst the CFDT 
trade union was strongly in favour. The female workers interviewed were in favour of being given the choice. 
 
The CFDT representative had a handbook from his union on negotiating on gender equality and had 
received training from his union on racism. He had been involved in various regional projects against racism 
and explained the difficulties which French trade unions encounter when trying to tackle this issue:  
 

The trade union needs to do more awareness-raising and give more information [about racism] 
but they’re afraid to do it because its often taboo subjects even amongst our members, 
mentalities are a real difficulty. (CFDT representative). 

 
The CGT representative said they had members of North African origin amongst the lowest skilled workers 
and told of CGT achievements for immigrant workers in the past:  
 

There were lots of workers of immigrant origin who didn’t know how to read or write. I’m talking 
about twenty-five years ago. So, before the participative approach that was set up and then the 
obviousness of making the staff happy, these were people who we left in the same job all their 
lives, without any training. So, we began by forcing management to first provide courses in 
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basic literacy, and to then award diplomas in recognition of their qualification and experience, 
their oral know-how and via an oral transmission of their skills. So we put in place diplomas... 
These are specific, professional diplomas which are recognised on the site by the capitalizing 
unit. That was the work of the CGT. 
 

Disabled workers issues are dealt with by the trade unions in the Works Council according to the provisions 
of the 2005 Law on equal opportunities for disabled people (comes into force 1 January 2006, obliges 
companies to include the integration of disabled workers in the annual negotiations). 
 

7. Assessment and issues for consideration 
 
Despite the good intentions at the highest levels of management, there is a lack of awareness at all levels of 
management and workers of equality issues and there do not appear to be any clear messages reaching all 
the way down to the lowest levels of the employment hierarchy. What is meant by gender equality, for 
example, is left to the discretion of each individual manager, most of whom are male, many of whom are 
well-meaning but many of whom often do not realise that there is more they can do to promote equality - 
encouraging male workers to share more of the family responsibilities for example, or tackling the mental 
obstacles which create glass ceilings and actively encouraging women’s career advancement. Regional or 
cultural attitudes to gender roles or immigrants tend to be accepted and worked around rather than 
challenged. The lack of awareness of equality issues, is also evident at all levels when it comes to disabled 
workers, where the current policy appears to be a well-meaning one of finding them a job which they can 
handle easily and then leaving them there. 
 
The training organisers expressed an attitude towards equal opportunities which is very typical of France in 
general; equal opportunities apply to recruitment. After that, once you have been recruited and are in the 
company everyone is (or should be) treated exactly the same.  
 

For us equal opportunities tend to be addressed in anticipation, in the steel industry, ie what to 
do so that everyone can present their CV…- once you’re inside… I’m not saying that 
everything is perfect but… (Training organisers’ interview) 

 
The conception of equality seems to be much more one of ‘equal treatment’ than of ‘equal opportunities’ and 
where this means that some people, for example, women with small children, do not have the same 
opportunities, this is generally accepted as a fact of life and society and not the responsibility of companies. 
In contrast to the Arcelor site in Bremen, positive action is not yet considered a credible concept in Fos and 
is often equated with positive discrimination. The prevailing (French) opinion is still that equality of outcome 
and diversity can be achieved if everyone is treated exactly the same. 
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Germany: A Case Study of Arcelor, Bremen 
 
 

1. Introduction 
 
The German case study was conducted at the ‘Stahlwerke Bremen’ site of the world’s second 
largest steel company, Arcelor. At this time the company was very much in the public eye 
throughout Europe due to the hostile takeover bid from the world’s largest steel company, Mittal 
Steel. 
   

2. The Company – Arcelor 
 
In 1994, Stahlwerke Bremen became part of the ARBED Group (Luxembourg), which merged with Aceralia 
(Spain) and Usinor (France) to form Arcelor S.A. in 2002, creating the biggest steel group in the world 
(overtaken by Mittal Steel in 2005) with 106,000 employees worldwide producing 44 million tonnes of raw 
steel annually. The Arcelor Holding is based in Luxembourg. Arcelor is by far the largest steel producer in 
France and is the third biggest steel producer in Germany (6.6 million metric tonnes in 2004 compared to 
ThyssenKrupp 16.5 million and Salzgitter 7 million). Arcelor specialises in high-quality, hi-tech products, 
particularly for the automotive industry. Since the case study visit, Arcelor has reluctantly accepted a merger 
with Mittal Steel to create the world’s only steel giant, Arcelor-Mittal. According to Arcelor, the industrial and 
corporate governance model will be based on Arcelor's model and no restructuring plans or employee 
reduction plans within Arcelor in Europe will result from the merger.  
 

Stahlwerke Bremen 
 
Stahlwerke Bremen is situated on the river Weser in the Northern part of Bremen, the site covers some 7 
km2, where steel making is undertaken in a fully-integrated plant including blast furnaces producing pig iron, 
continuous casting, hot rolling, cold rolling and galvanising as well as a plant for producing laser-welded 
blanks. The City of Bremen has been variously involved in initiatives to ensure the plant continues to 
operate, recently agreeing to buy back a substantial amount of brown land on the site and establish 
premises for small scale manufacturing and specialist companies related to steel. 
 
The historic advantage of the site, which produces some 3 MT of steel per year, has been its proximity to 
the river Weser, which is navigable by Panamax class ships (cargo of up to 40 kT and draft of up to 10.5 m) 
for the receipt of raw materials and dispatch of steel products. The terminal currently handles some 5.5 MT 
of raw materials for the production of pig iron, 4.7 MT of which are unloaded automatically, and exports of 
over 2 MT of hot and cold rolled finished products. This location advantage is also a perceived limitation as 
Arcelor has argued that only plants with deep-water coastal port facilities offer sufficient economies of 
transportation to have along-term future. 
 
Nevertheless, the company recently approved the investment to re-furbish a blast furnace that had been out 
of service for some time, restoring workforce confidence that the company intends to maintain production 
here, at least in the medium term. Modernisation of the plant has focused on adding value to the basic steel 
production, with a state-of-the-art flat bed turbulence pickling line and precision cold rolling with an emulsion 
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system that ensures clean surfaces of the end product. A hot-dip galvanising line dealing with strip in 
thicknesses up to 6 mm and widths of up to 1.6 m produces high quality materials for the construction, 
engineering and automotive sectors. Further specialist work includes the production of laser-welded blanks 
for the automotive sector (thin sheets with different properties joined with laser welding to improve corrosion 
resistance and offer weight savings and reduced processing time for the manufacturers). 
 
Stahlwerke Bremen prides itself on having the best health and safety record of all Arcelor plants and all 
steel plants in Germany. 

2.1   Socio-demographics 
 
Stahlwerke Bremen is the second largest employer in Bremen with approx. 4000 workers.  The average age 
of the workers is 42 but this will decrease significantly over the next three years as a result of early 
retirement schemes. The largest age group is the 31-40 years old age group (c.3100 workers), followed by 
the 41-50 year-olds (c.2500 workers) and the over 50s (c.2100 workers). The under 30s are the smallest 
age group (c.1100 workers). 
 

• 6.2% of workers in 2004 were women: 237 in total, 13 in management, 39 in technical jobs, 173 in 
administrative jobs, 12 qualified workers (Facharbeiterinnen).  

 
• 1.2% of workers work part-time.  

 
• 6.5% of workers are disabled. 

 
• 13% of workers are of Turkish nationality, although this figure does not account for workers of 

Turkish origin (second or third generation) who have German nationality. The proportion of Turkish 
workers is diminishing as there is little recruitment and the older generations are going into 
retirement. 

 
The plant has very few subcontracted workers.  

2.2   Restructuring 
 
From 2002 to 2005 an intensive restructuring programme was carried out in Stahlwerke Bremen. The goals 
of the programme known as “FIT” were to reduce costs by 40% whilst improving the quality of products and 
services, safety at work and quality of working-life by 40%. This involved cutting 1,618 jobs via early 
retirement schemes, voluntary redundancy and reductions in working time and was achieved without a 
single forced redundancy. The most significant aspect of this programme is the involvement of the workforce 
in its elaboration and execution: It was the Works Council which insisted on the inclusion of the 
‘improvement of the quality of working-life’ in the goals of the programme and all decisions concerning the 
restructuring of employment were taken in cooperation with the Works Council. The Works Council also 
secured the right for every employee to gain a certified qualification through the FIT process. “Modernisation 
and rationalisation are no longer thinkable today without an intensive, competent and responsible 
participation of the entire workforce” (Personnel and Social report 2003). All areas of production and 
administration were subjected to an 11-week examination in order to identify measures with which to reach 
the 40% targets. 16,000 suggestions came out of ‘Idea-workshops’ and expert groups in which 86% of the 
workforce took part. As a result, 3,000 measures were implemented and the targets have now been 
surpassed.  
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The basic principle was that cost reductions should under no circumstances be made to the 
detriment of safety or working conditions (Personnel and Social report 2003).  

 
Many mechanisms involving the Works Council have been introduced in order to control and monitor this 
process. 
 
“Management and the Works Council have agreed together on various innovative instruments with which to 
make a socially reconcilable restructuring of the personnel structure possible” (Personnel and Social report 
2003). There are four of these instruments:  
 

• Gradual early retirement through part-time working – “Workers born before 1949 should make their 
jobs free for younger workers” – over a five year period, employees work a maximum 2.5 years and 
are paid 80% of their salary for the full five years. They retire at the age of 60 and receive a 
pension supplement for 14 years to compensate for pension losses due to early retirement. Almost 
800 employees had opted for this scheme by the end of 2004. 

• ‘Part-time2’ – Since 2003 according to German law, every employee has the right to reduced 
working hours. The FIT programme at Stahlwerke Bremen enables several employees to reduce 
their working time so as to save the job of one of their colleagues. Employees who use this option 
also receive a one-off financial compensation. 3 employees had taken his option by the end of 
2004. 

• ‘BreTrag’ – “A test year for the future”. This option allows employees to leave the company with 
redundancy pay and go to the BreTrag (Bremen Transfer Company) for one year. There they 
receive training in order to make them “Fit” for the external job market. The BreTrag also organises 
work training placements with possible future employers during this one year period. 85 employees 
had taken this option by the end of 2004. 

• Redundancy payment - 280 employees had taken this option by the end of 2004. 
 
582 employees should be transferred to the Assignment and Development Centre (Einsatz- und 
Entwicklungscentre, EEC) which was established by the FIT programme. Employees whose jobs 
disappeared in the FIT programme are transferred to the EEC where they are then trained for another job or 
re-assigned to another position, temporarily or permanently, either in Stahlwerke Bremen or ‘on loan’ to 
other companies in the region.  
 

The advantages of the EEC are obvious: whoever works here can exploit every possibility to stay 
in the company. Where this is not possible other paths must be taken, for example via the BeTrag 
or redundancy (Restructuring Employee Information pamphlet). 

 

3.  Equal opportunities policy 
 
“Respect for employees also means: maintain their health, develop their competences, increase their 
motivation and respect their cultural diversity. These important commitments build the foundation of 
Arcelor’s social model”. Arcelor Worldwide 2004 
  
At company level, Arcelor does not have an equal opportunities policy as such but has “Principles of 
Responsibility”, which state that “Arcelor is committed to: 
 

 Zero accident. No compromise on safety  
 Develop every employee  
 Provide customers with innovative steel solutions  
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 Profitably grow  
 Open dialogue and partnership with all the stakeholders  
 Reliability and efficiency in every part of the business  
 Environment protection and saving of scarce resources  
 Innovation to create value and support sustainable development  
 Respect cultural diversity and to reject any discrimination  
 Business ethics 

 
Arcelor subscribes to: 
 

 The principles of the Universal Declaration of Human Rights  
 The principles of the United Nations Global Compact  
 The International Labour Organization Declaration on Fundamental Principles and Rights at Work” 

 
Arcelor has also drafted in 2005 an Ethics Code “in order to incite each manager to ensure diversity in 
his/her teams and to abolish discrimination.” The Ethics Code has been distributed to every employee in the 
German Stahlwerke Bremen site. Arcelor has also appointed someone to its headquarters in Luxembourg to 
be responsible fulltime for ‘Diversity and Social Dialogue’.  
 
In addition, Arcelor is the first steel company to sign an international agreement on Corporate Social 
Responsibility with the IMF and the EMF. Article 2.2 states:  

 
ARCELOR undertakes to guarantee equal opportunities in terms of employment, regardless of 
gender, race, origin, age, religion, sexual orientation, marital status, illness, disability, cultural 
or social origin, nationality or political opinion (In accordance with ILO Convention No. 111 
relating to discrimination).  
In the context of national recommendations, ARCELOR acknowledges the principle of equality 
of remuneration for work of an equal value in a comparable situation, and undertakes to 
implement it (In accordance with ILO Convention No. 100 on equal remuneration). 

 
3% of the 350 top positions in the Arcelor Group are held by women. At the time of the case study visit, a 
proposal was being discussed for action at Group level to improve women’s chances of career progression 
by ensuring where possible that there is at least one woman on every ‘career committee’ where promotions 
are decided on. 

 
There is no official equal opportunities policy or grievance procedure at Stahlwerke Bremen. However, two 
of the 29 members (both male) of the Works Council are responsible for equal opportunities issues. There 
are currently three women and four workers of Turkish origin on the Works Council (new elections will take 
place in March 2006). All laws and company or sector agreements relating to equal opportunities, e.g. equal 
pay legislation, are carefully monitored by the Works Council. The company collects data on the number of 
disabled workers, the number of female workers (broken down into management level, technical workers, 
administrative workers and qualified workers) and on workers’ nationality (but not ethnicity).  
 

There is no generalised monitoring; the only effective control is through the Works Council. 
The assumption is that if there is a problem, the Works Council will put it on the table… 
Social dialogue is very strong in this company, hardly anything is not decided by co-
decision so all problems can be raised and solved this way. (HR Director). 

 
Stahlwerke Bremen has a Disabled Workers Representation. Representatives are elected and their number 
is in proportion to the number of disabled workers in the company (currently 2). This representation is 
considered vital by the disabled workers; “without it we wouldn’t be here”. There is also a group of mentally 
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disabled workers at the plant who are supported continuously by an NGO and work separately from the 
other workers. 
 
Several company agreements relate to equality issues, mainly work-life balance. The Work-Life Balance 
care Agreement provides child-care placements and assistance and a kindergarten is available on site. The 
agreement also provides for the right for parents to work part-time. A voluntary independent work-life 
balance audit was carried out in 2004 which, with the help of the Works Council, identified measures to be 
implemented and assessed by the end of 2007. The audit highlighted several aspects of working time and 
work organisation at the plant which make work-life balance difficult, for example, early, late and night shifts, 
little individual influence over working time, the dominance of the traditional model of male breadwinner and 
mother staying at home, the difficulties of returning to work after parental leave, and the low take-up of 
parental leave. A project group was set up to investigate how working shift arrangements could be made 
more family-friendly. Other existing arrangements such as flexitime, part-time and working time accounts 
were also examined to see how they could better meet the needs of workers with families. Regarding work 
organisation, it was to be examined how work-life balance issues could be integrated into the annual career 
development discussion which each worker has with their supervisor. It was also decided that meetings 
should only take place during normal office hours and a central contact person should be appointed to 
answer all queries relating to work-life balance issues. IT support for tele/home workers should also be 
improved and measures for staying in contact with employees during parental leave should be introduced to 
facilitate their reintegration. Innovative measures which are cost-neutral for the company will also be 
investigated such as installing an ironing service at the plant site and partnerships with local networks for 
child-care provision. All of these policies and possibilities should be well communicated to the employees 
and all managerial staff should receive training on work-life balance management. Work-life balance will be 
integrated into management guidelines. The audit plan states that equal opportunities issues must be 
mainstreamed into all training courses. 
 
The Agreement on Respect and Tolerance covers racial discrimination, bullying and sexual harassment. It 
sets out a mediation, grievance and sanctions procedure and establishes a permanent working group which 
should propose measures to support the sustainable implementation of the agreement. The content of the 
agreement should be included in the training programme in particular for supervisors, trainers, members of 
the Works Council and of the HR department. All employees at Stahlwerke Bremen have been issued with 
the Arcelor “Commitment card” stating that everyone must respect cultural diversity and that discrimination 
will not be tolerated. 
 
A focus group process has been introduced for health and safety issues:  
 

“The focus group process was about changing the culture of the company i.e. the 
relationship between supervisors and staff so that the culture changes to people being able 
to put issues on the table for discussion. The understanding of health is not one of 
‘absence of fitness’ but of ‘well-being’. This can be important for equal opportunities’” (HR 
Director) 

 

4. Themes 
 
This section explores equal opportunity issues through a number of themes: 
 
 

4.1   Recruitment 
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Recruitment policy has changed a lot over the years. Many of the older interviewees had been recruited 
because their brothers or fathers worked in the plant and priority was given to the children of existing 
workers. For other older workers recruitment had happened very quickly and informally. The younger 
interviewees, however, had all undergone formal and fairly long processes involving aptitude tests and a 
series of interviews. Family connections were no longer considered of any relevance and recruitment is now 
based purely on qualifications. 
 

I belong to second generation. The children of those being employed here were favoured. I 
don’t have a profession, for instance. Nevertheless, at the time they needed packers etc. 
Right, first the children of those who are employed here. Nowadays it doesn’t matter 
whether your father is an employee here; if you have a profession you will be employed, if 
you don’t have one, there’s nothing. (Turkish union representative) 

 
There is very little recruitment apart from the 65 apprentices who are taken on each year. Jobs are 
advertised in the local press and at the local job centre and the company receives many blind applications. 
For engineers, however, recruitment is almost entirely internal: 
 

There has been very important progress in the development of the workforce so we don’t 
need to look elsewhere for recruitment of engineers. (HR Director) 

 
This internal recruitment within Arcelor has led to many engineers coming to the plant from Belgium and 
Luxembourg. There is also a collaboration agreement with a university in the Ukraine which sends young 
engineers, often women, on work placements 
 
The HR Director felt that the company had no need to promote itself as an equal opportunities employer, 
“because the only recruitment criteria is competence”. The company aims to take in 8-10 foreign 
apprentices (mostly Turkish) per year. But there is always a significant group of applicant apprentices who 
are of Turkish origin and a growing number of applicants of Russian origin, “this just happens, it is neither 
promotion nor discrimination” (HR Director). 
 
There is an unofficial positive action policy to decide in favour of women in cases of recruitment and 
promotion where competences are equal; “the policy now is to decide in favour of women for promotion 
where competences are the same…If there is a vacant job we systematically look for a woman to fill it, this 
is difficult because there aren’t many women studying technical subjects… It is more informal than formal, 
we offer jobs with no other criteria than competences. Then there are interviews and selection processes 
where they try to decide whether the woman can be preferred over the man, if they have a good feeling 
about it they do it” (HR Director). 
 
The company takes part in the national German initiative “Girls’ Day” aimed at interesting school girls in 
technical careers. 
 
Efforts were also made in the past to introduce more women into male dominated areas of the plant but 
these were not very successful: 
 

I can’t remember when that was, when the female crane drivers were all employed. That 
was a few years ago. I think that was the first time when women were placed directly in the 
production department. That caused quite some disruption and outrage. But I don’t think 
there are that many any more. Most of them have ended up elsewhere now due to health 
reasons. (Female workers interview) 
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4.2   Career development 
 
An agreement has also been made within the Works Council to make promotion more competence based 
than qualification based. This is intended so that more production workers can be promoted, a recognised  
 

Management used to be a closed shop for academics,.. now there are 52 department 
heads and four or five of them, 10%, have been promoted from within the company without 
academic qualifications. The main criteria should be performance, competence (HR 
Director). 

 
Career evolution is discussed in the annual employee-manager appraisals, although not all employees have 
this appraisal. The annual appraisal is where agreement is reached on the objectives for the coming year.  
 
Internal recruitment policy is monitored by the Works Council: 
 

If an advert, an internal job application has come out, we ask to be given the application 
and if the employer then says we give preference to this person or someone else and we 
can see, let’s say, on the basis of qualifications, this person or that would also be suitable, 
then it results in a discussion. And then the employer has to justify choosing that particular 
person. (Works Council member)   

 

4.3   Restructuring 
 
All of the interviewees emphasised the changes which the FIT restructuring process had brought to their 
working lives in terms of more responsibility, more work and more stress. 
 

The staffing level has been reduced, of course, the demands have more or less stayed the 
same. Work has partly increased because areas that were FIT-ed later have then passed 
back work to areas that had been FIT-ed through before. They often got given more work 
in addition. (Female workers interview) 
 
and now they have to see how they can cope and everybody is afraid of saying something 
(Female workers interview) 
 

Workers from all groups told us that the FIT restructuring programme has changed the working atmosphere: 
 

there is a lot less time, definitely, just to exchange some news in the corridor ‘What was 
the weekend like?’... Now, you really think hard about whether you can do that. (Female 
workers interview) 

 
Many interviewees said that workers are now ‘rivals rather than colleagues’: Everybody is trying to secure 
his or her future at whatever expense to others. People are more stressed due to the anxiety about their 
future and the increased workload which FIT has brought for everybody. Tensions are therefore higher, 
leading to more conflicts. The FIT restructuring process has led to employees being forced to do more 
overtime. Most interviewees were unhappy about this and felt that it would have been a better solution to 
have kept more jobs: 
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if you see the overtime we have done in the past few months, an extra person could easily 
have been employed to do that. (Female workers interview) 

 
Several of the interviewees felt that the colleagues who had been transferred to the EEC, whose jobs had 
been ‘FITted away’, were treated as ‘second class citizens’ in the other departments they were temporarily 
‘rented’ to. 
 

4.4  Pay and related issues 
 
Pay is decided on in the performance appraisal which takes place every two years. The pay scale system is 
established by collective agreement and salaries depend upon qualifications and experience. Two people 
doing the same job should have the same qualifications and therefore be paid the same, although there may 
be some amount of variation based on experience. 
 
The female interviewees, however, felt that women were not always paid the same as men for equal work. 
Workers who were not covered by a collective agreement were forbidden to talk about their salaries to other 
workers. This lack of transparency increased the feeling that women were not paid equally to men. 
 

4.5  Training 
 
According to German law the Works Council has many rights in the field of training, some of which are co-
determination rights. The joint training committee at SWB is a very strong one which exercises influence 
above and beyond these rights. 
 
 There is a large well-equipped training centre on the site of SWB, responsible for initial and continuous 
training as well as school pupils on work experience placements. It also sells specific modules for initial 
training to other companies in the region. A catalogue is available of all the training courses on offer which 
also states who is entitled/obliged to participate in each course. Trainers are both internal (full-time or 
brought in from other areas of the company) and external (from vocational schools, Bremen University, 
private providers). Trainers who are brought in from other areas of the company are qualified to teach in 
their particular area of expertise by their Master Craftsman certificate. Training takes place in classrooms, 
workshops and at the workplace, where a lot of value is placed on the latter. The training centre employs 18 
people and pays for a half-time teaching post at Bremen’s technical university. 
 
An extensive qualification programme is underway at Stahlwerke Bremen after a study conducted in 2000 
showed that only 60% of the Stahlwerke Bremen workforce was qualified. This new qualification programme 
should ensure that all employees have an individual qualification plan by 2008. The Works Council has 
successfully negotiated that the individual qualification plans should also take employability aspects into 
account.  
 
Training needs are decided on together by the worker and supervisor in the annual appraisal interview. Not 
all workers had an annual appraisal interview, however. For workers whose jobs have clearly described job 
profiles, stating what training has to be carried out and which qualifications have to be achieved, an annual 
interview to assess training needs was not considered necessary.  
 
Training which is not compulsory but has been requested by the employee is carried out partly during 
working time and partly during the employees’ free time. If for example a course takes place during a shift, 
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the employee is released from the shift. The kindergarten is available for employees who have to attend 
courses during their free time. 
 
Workers from all groups told us that it is impossible to get training which is not directly related to their actual 
job, and even then it is granted only when it is really necessary. This is due to the cost reductions of the FIT 
programme.  
 

there is a new training system, and there are divisions where colleagues used to be 
granted, I’ll call it ‘unrelated training’, because it was perhaps necessary for individual 
tasks. OK, now it’s about refresher training; those were things like welding certificates or 
things like that and now they don’t get those any more because they’re asking themselves 
‘What do you need that for?’ ‘You don’t need it there’ but they did get it at the time, too. 
Well, that’s something I find strange because I think ‘Well, OK, if they have got this 
certificate, why shouldn’t they remain qualified in that respect?’ and that… I don’t get the 
feeling that this enterprise is making it very easy. 

 
It is possible to use training programmes to cross occupational divides and change professions but only 
when there is a vacant position and no qualified person to fill it, or as part of the FIT/EEC programme ie 
when the employee’s current job will be abolished or there is a chance that it will be. 
 
Apart from technical and health and safety training, there are also a number of training courses in “soft 
skills” such as time management, project management, conducting meetings efficiently, constructive 
communication in conflict situations, performance evaluation, dealing with workers with drug or alcohol 
addictions, etc. However, most of these are reserved for management, project managers or workers with 
responsibility for other workers.  
 
Language courses are offered. The training department has requested several times to be able to offer 
German courses for the many Turkish employees but this has been refused by the company. Insufficient 
levels of German are clearly a barrier to accessing training: 
 

there were 16 to start with but two dropped out. One of them had language problems, a 
Turkish colleague (Trainer interview) 
 

As part of the qualification programme mentioned above, the company is introducing many initiatives for low 
and unskilled workers. Although a high proportion of the older Turkish workers fall into this category they are 
typically not involved in these initiatives; “it doesn’t work for them, too many language, attitude and 
aspiration barriers” (Works Council member). The Works Council is looking at finding other ways of 
motivating older Turkish workers, possibly something modelled on the UK union learning representatives. 
 
Courses on Work Life Balance are run for managers as a result of the Work Life Balance Agreement. These 
involve external consultants. Last year the company took part in a regional trade union-led project against 
racism25 in which a series of seminars on racism and equal opportunities were trialled, mostly for trainers. 
After attending these seminars the trainers ran seminars on the same subject for other colleagues. 
However, this was a one-off initiative.  
 

I think Xenos should be continued. As far as their training is concerned it has to form part 
and parcel of their courses. It doesn’t have to take up half of their time but should form an 
element of it on an ongoing basis (Trainer interview) 

 
                                                 
25 The project, called Xenos, was funded by the EU. 
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Regarding the training needs of different groups of workers, the trainer interviewee explained that different 
teaching styles were used for older and younger employees and trainers’ pedagogic skills are continually 
updated. 
 
The female interviewees were generally positive about the idea of training on equality issues as well as 
empowerment or self-confidence training courses in order to encourage people to apply for higher positions. 
There was a feeling that different groups, eg men and women, Turkish workers and German workers, often 
didn’t understand each other and that this could be addressed through training courses on equality issues. 
 

4.6   Inequalities and discrimination, unfair treatment, harassment, bullying 
 
The company has clearly stated and publicised its policy amongst all employees that it will not tolerate any 
kind of discriminatory, racist, chauvinist or bullying behaviour. 
 

All employees know that this sort of behaviour will not be tolerated. They know that 
management and the trade union and the staff association will take tough action. 
So it’s not really a big problem. (Trainer interview) 

 
However, there was ample evidence that this sort of behaviour still goes on and is not always sanctioned. 
There were also doubts as to the efficacy of the policy in practice: 
 

it’s written down in this ethical code, it’s good that such a thing exists, you know, 
but in the end, I don’t know, it’s more a matter of luck or coincidence whether, well, 
for example, you end up in a management position or not. (Female workers 
interview) 
 
“Yes, I think management has such a policy, but whether or how it is implemented 
at grass roots level is another matter.” (Older workers interview) 

 
Several interviewees stressed that there were great differences from department to department in the way 
that equality issues were dealt with. This was often due to the varying nature of the jobs, for example 
between shift workers and administrative workers. But it also appeared to depend quite heavily on the 
character of the particular manager. Favouritism was mentioned by many of the interviewees as being 
commonplace in the company. Bullying was also considered a problem by several interviewees since the 
FIT restructuring process: 
 

Yes, friction among colleagues or showing off to the boss, look at how good I am, look so-
and-so messed up… Or sometimes there is deliberate breakdown in communication to 
make the other person look stupid.  People hold back what they know in order to trip up 
their colleague and make him look stupid. (Older workers interview)  

 
And 
 

We have no good solution for bullying (Works Council member) 
 

4.6.1   Gender  
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There were strong feelings amongst the women interviewed that they had to work twice as hard as men in 
order to prove themselves and that career progression was faster and easier for the men than for the 
women. There were several cases of female employees having suffered discrimination, sometimes being 
explicitly told by a manager in production that he did not want a woman. When they went to the Works 
Council they were told that if the manager was against it there was nothing they could do. 
 

We really have to be twice as strong, you know, and do double the work. (Female 
workers interview) 
 
Sometimes, as a woman, you only stand out when you’re not there and you’re ill 
again, you know! When it’s perhaps the second time in a year, or something like 
that; ‘What – she’s ill again?!’  (Female workers interview) 

 
The female workers felt that the FIT restructuring process had led to more sexist attitudes amongst their 
male colleagues:  
 

During FIT, when there was the FIT selection, .. I was reproached for being a 
woman and being a material tester and that I’m so young still, too, I was 
reproached with that. So, I was young, I should really go, along those lines, and I’m 
a woman, what was I doing here anyway. (Female workers interview) 
 

However, in this respect things appear to be improving, the older workers for example felt that one of the 
most significant improvements in the company in recent years had been the recruitment of more female 
apprentices. 
 

this year for the first time, we’re having a female construction mechanic. But our 
training manager is absolutely enthusiastic, too, because he’s saying ‘We’ve never 
had that! We couldn’t help it, we had to take her!’ (Female workers interview) 

 
Sexual harassment was not considered to be an issue by any of the female interviewees. One of the Works 
Council members knew of a case of sexual harassment where the perpetrator, a male head of department, 
was asked to leave the company. Such behaviour can therefore arise but is clearly not tolerated by the 
company.  
 

4.6.2  Ethnicity and migrant work 
 
There was ample evidence of tensions between workers of different cultural backgrounds within the plant 
and the Agreement on Respect and Tolerance had clearly come about as a consequence and recognition of 
this. The drivers behind the agreement were a Turkish colleague and some German members of the Works 
Council. The Turkish workers interviewed felt that things had certainly improved over the years but that 
discrimination still went on. They were all able to recount personal experiences of discrimination at some 
time or other in their career at the plant. 
 

Of course, there are positive developments, too. I still claim it’s covered up, the Turkish 
youth are discriminated against or placed at a disadvantage. (Turkish union representative) 

 
There is some disappointment with the pace at which second and third generation Turks have risen to the 
same professional level as the Germans. There are some Turkish supervisors and managers but 
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proportionally few. It was felt that Turkish origin workers are still overlooked in promotion in favour of 
Germans.  
 

Well, one would have hoped for a faster development to take place. But unfortunately, it is 
the case that this development has not been so fast. Nevertheless, there is a development, 
where some have become foremen, some have become master craftsmen. There are also 
exceptions: we have a Turkish plant manager here, but we also have – well within the, not 
only in the plant, also in the union and the Workers’ Council – this development where the 
Turkish colleagues, who master the language reasonably well, have also managed 
reasonably well to enter areas of responsibility. (Turkish union representative) 
 

At the time of the case study, the joint working group established by the Respect and Tolerance Agreement 
had not yet held any meetings. This was thought by the Turkish union representative to perhaps be because 
there had not been any concrete cases of discrimination to discuss.  
 

Well, discrimination does happen and it is not easy to prove that. It’s not easy. It’s a long 
process. Such agreements are a piece of paper; they first have to be brought alive. They 
first have to be lived. (Turkish union representative) 

 
The policy of the agreement appears to be about reacting to cases of discrimination when they arise and 
trying to prevent them by instilling fear of the consequences. The opportunities offered by the agreement to 
deal proactively and constructively with the evident tensions among the workforce had, however, not been 
taken advantage of. There were sentiments for example among the German interviewees that this 
agreement was only directed at them whereas Turkish workers got away with using racist language about 
black workers or insulting German women and that because of the Germany Nazi history they were 
expected to tolerate insults from Turkish workers: 

 
But strangely enough they are allowed to insult us, well, they don’t do anything about that. 
Well, that’s… I think that equality is still missing there. (Female workers interview) 

 
A German union representative described other tensions such as the mistaken perception amongst German 
workers that the Turkish workers always get their full 6 weeks holiday in the summer so that they can go to 
Turkey. Another example was of German workers feeling deliberately provoked by workers of Turkish 
descent (who can speak fluent German) when they speak Turkish because the German workers hear their 
names but do not know what is being said about them. 
 
Regarding the FIT restructuring process the Turkish workers and Turkish union representative felt it had had 
some positive consequences for the situation of the Turkish workers. Before the FIT process the Turkish 
workers in the plant had been more segregated occupationally. However, there had also been some 
negative consequences:  
 

There are bad examples, too, you know, cold rolling plant. People were surprised, ‘what’s 
that?: only the Turks drop out’ … Something could be wrong there. Following the FIT 
agreements, we should also ensure a mix. So there are negative examples, too. (Turkish 
union representative) 

 
One of the main obstacles regarding the integration of Turkish workers nowadays appears to be the 
problem of language barriers. The older Turkish workers were taken on at a time when work in the steel 
plant was mostly unqualified and knowledge of German was not really necessary. This situation has 
changed very much: 
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times are moving on from when you could do work without mastering the language. So 
those who need to work here for another 10 or 15 years must learn the language. There’s 
no other way! (Turkish union representative) 

 

4.6.3   Disability 
 
More than 6% of the workforce at the plant is disabled, a relatively high proportion in comparison to 
companies in other sectors. There is a Rehabilitation and Integration Unit on the site for workers who 
develop physical problems. Currently it is staffed by 10 people who can cope with up to 6 rehabilitation 
workers.  
 

It used to be a one-way road for older colleagues, who were unable to carry out their jobs 
anymore. Nowadays its different. We don’t just try to help them find any job, but try to help 
them find a suitable and meaningful job…. We look at their abilities and skills and the type 
of job that is available within the company. We then look at ways of providing them with 
appropriate training and develop their skills. (Rehabilitation and Integration Unit worker) 

  
There were, however, strong feelings of marginalisation and devaluation amongst the disabled interviewees, 
particularly amongst those who had been transferred to the EEC. Whilst the company says it treats 
everybody fairly by only judging on competence, the disabled workers felt very strongly that the real criterion 
was performance and that anyone who became disabled and could no longer perform 100% was 
considered no longer useful or a burden. They felt that rather than being given the opportunities to perform 
to 100% of their own capabilities, their performance was being measured in comparison to the performance 
of non-disabled workers. Disabled workers in the EEC were feeling very insecure about their future and said 
they do not go to the doctor when they need to because they are afraid people will think they are not fit 
enough to work. 
 

the situation has become much worse since FIT…the disabled no longer have a future 
here. Some parts of the company want the workers to be 100% fit, 100% healthy, so that 
they can do what they want with the person in terms of work… and that’s why many 
colleagues with health problems have been transferred to the EEC… In addition they put 
fear into these colleagues with health problems, they really do live in fear, states of 
anxiety…they used to go to the doctor whenever they were ill, but now they are saying, 
well we can’t go because the situation is very bad. 

 
The disabled interviewees said that before the FIT process there had been special work places and jobs 
that were reserved for disabled people to work in: 

 
Now since FIT these places are no longer available, they’re just gone… the situation for 
disabled workers is becoming more and more limited. 

 
The Disabled workers’ representative felt that the company was failing to fulfil the legal obligation to adapt 
workplaces to workers’ disabilities and the interviewees from the EEC confirmed that the work they were 
given in the EEC sometimes created health problems for them.  
 

That this new job at the EEC, which you have to do, possibly makes you ill, nobody’s 
interested in that… but if you become ill from the new job at EEC, because the work can 
make you ill, because you can’t cope with the demands any longer, then you’re no longer 
tenable for the company. 
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The disabled interviewees also felt that the company was less inclined to grant training requests from 
disabled workers than from non-disabled workers. They recounted several examples of discrimination, 
unfair treatment and bullying, from fellow colleagues as well as supervisors: 
 

That’s also to do with the EEC. You go to the doctor’s and get an attestation and you hand 
that to the authorised agent who has to give you work accordingly. And the authorised 
agent says ‘what am I supposed to do with him?’ That is really discrimination.  

 
And  
 

Colleagues with health issues have to work together in the EEC with colleagues who have 
no health problems… a colleague who has no condition says ‘Well, what am I supposed to 
do with him? I can’t work with him at all, I’m not getting anywhere’. 

 

4.6.4   Older workers 
 
The older workers had noticed many changes in the company over the last 20 to 30 years, some for the 
better and some for the worse. Relations with managers were felt to be much better, closer and more 
cooperative rather than hierarchical, “they used to be slave drivers”. Working conditions were much harder 
and dirtier before, they had to work more hours and had less holidays. On the other hand they all agreed 
that the psychological stress had increased drastically: 

 
Worry about keeping your job. Takeovers, there are fewer people to do the job, there are 
more guidelines, rules and regulations to observe. You are given more and more tasks. 
- Yes, and you have to attend more and more training courses. 
- And the psychological strain is certainly greater, much greater, even though the actual 
working week has been reduced to 35 hours. (Older workers interview) 

 
The older interviewees said that their older colleagues were complaining a lot about the increase in stress 
and pressure and were happy to leave the company as soon as they could: 
 

A: I say if you have the opportunity to leave you should take it 
B: That’s right 
D: Absolutely 

 
As with the disabled interviewees, the older worker interviewees felt that the FIT process had led to 
discrimination against older employees: 
 

If you look at the way FIT operates and the reduction in the workforce and the way jobs are 
shed, well there is a points system. And if you closely look at the different departments 
then you’ll find that there are virtually no disabled people left…and that is also true for older 
colleagues too. In my department it’s very obvious (Older workers interview) 
 

There has been extensive use of legal early retirement possibilities at Stahlwerke Bremen. During the FIT 
restructuring it was decided that people would retire at 57.5 years old. If they stayed on until 60 they lost 
10.8% of their pension. The idea that older people should be the first to be dropped during times of 
rationalisation has been a very entrenched one. The Works Council is looking at this problem now. 
 

4.7   Work-life balance 
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The Agreement and the audit on Work-Life balance were both very recent at the time of the case study visit 
so the situation could be expected to improve over the next three years. The problems were well recognised 
by the Works Council, although senior management’s commitment to implement the proposals in the audit 
was not as clear. One commitment which was already being implemented was training managers in work 
life balance issues. 
 

The biggest obstacles to equal opportunities are attitudes, of the employees and superiors, 
yes the culture of the company. If I approach a shift foreman about job and family, he will 
look at me blankly and won’t know the slightest what I’m talking about, i.e. he has no 
perception of that, unless he has had some personal experience of it himself. (Works 
Council member) 

 
The female interviewees provided many examples of the difficulties of reconciling a career at the plant with 
family life: 
 

as a woman, you should think very hard whether you want to have child or not, you know if 
you’re then re-employed under the same conditions or not. (Female workers interview) 
 
children mean responsibility and you’re not so flexible any more. And nowadays more and 
more value is placed on flexibility. (Female workers interview) 
 

It was also felt that the FIT restructuring process had created more difficulties in terms of work life balance: 
 
here at our company they would like to introduce flexible work time but in this case it’s only 
employer-friendly, well, not very employee-friendly….at short notice, they’ll say ‘You’ll have 
to stay an hour longer today’ and you can’t decide for yourself. Well, that’s not the purpose, 
I don’t think, of flexible work time. (Female workers interview) 

  
The following example was attributed to the FIT process:  

 
Well, I know one, one colleague who has just had her third child, who wanted, who would 
have liked to have come as a part-time employee. … she has, er, wasn’t allowed to come 
back, you know. Or rather she was allowed to come back but at a lower pay rate and er, 
yes, well, she didn’t do it, of course, because it wasn’t worth it, you know. But it was almost 
made impossible for her. (Female workers interview)” 

 
The female colleague thought that it was not so much a case of the company not wanting to grant part-time 
status to this woman but rather the company was exploiting the family situation of the employee in order to 
achieve the staff cut backs required by the restructuring process. 
 
The FIT process originally promised to introduce much more part-time working and make this available to 
any employees who wanted it. However this is not what happened. Some of the interviewees wished to take 
advantage of the 4% reduction in working time (ten days per year) which was supposedly available on a 
voluntary basis but were refused. In some cases this was for health reasons, in others it was in order to 
carry out further training.  
 

I wanted to go part-time. And I’ve been battling with my boss for 2.5 years. … Now he’s 
come round to it, now I can have such a contract. And then the HR department made a big 
fuss over it, because I’m a non-pay scale employee; that was very difficult indeed, I must 

http://dict.leo.org/ende?lp=ende&p=/gQPU.&search=non-pay
http://dict.leo.org/ende?lp=ende&p=/gQPU.&search=scale
http://dict.leo.org/ende?lp=ende&p=/gQPU.&search=employee
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say. The contract is still not ready…. I must say, it was really tough because I… through 
working too much, I was often ill. (Female workers interview) 

 

4.8   Trade Unions and Social Dialogue 
 
Trade Union membership at Stahlwerke Bremen is 65%, relatively low for a steel works. The social dialogue 
and the Works Council are strong and co-decision procedures are extensive. 
 
Trade unions played an active part in promoting social dialogue within the plant, as well as representing 
workers in relation to equality and diversity.  A grievance procedure in relation to acts of discrimination has 
been established by the Agreement on Respect and Tolerance. However, all interviewees said that, for any 
case of grievance, they would go to the Works Council if it was not possible to resolve the situation with their 
immediate supervisor. Further, the local branch of the trade union IG Metall offers training on equality issues 
such as work life balance, gender equality and the integration of foreigner workers into the company. 
 
Previously there was a special trade union representation for Turkish workers but since November 2005 this 
is no longer considered necessary as most of the first generation are going into retirement and many of the 
second and third generation Turkish workers now have German nationality and/or speak fluent German. 
There is a (female) trade union representative who is responsible for solving day-to-day equality problems 
such as ensuring there are separate showers for women etc. In the steering group of the union 
representatives there are two German women, one representative of Turkish origin, and twelve German 
men.  
 
There was some evidence of trade union discrimination. One union representative said that the manager 
had not wanted to take them on in his department because the union responsibilities would prevent this 
person from working full time. The union representative therefore felt obliged to make up for the time spent 
on union duties by working overtime. An older worker explained that he had been discriminated against for 
his union activities, however, this was some time ago and it is not clear whether this could still be the case 
today: 
 

And the second disadvantage was that for 16 years I was shop steward and the 
management didn’t like that. Those are the two main reasons I didn’t progress as far on 
the career ladder as I should have. (Older workers interview) 

 

5. Assessment and issues for consideration 
 
SWB’s equal opportunities policy is clear and unambiguous: no discrimination will be tolerated. The 
company enjoys a fruitful and constructive relationship with social partners formulating policy to this end. 
Generally, policy affords equal treatment to employees, and discrimination on the basis of gender, race, 
sexual orientation and so forth is not an acceptable part of company or employee practice. Where 
practicable employees enjoy a range of policies designed to enhance work-life balance and in this respect 
different needs are well catered for. Indeed, the company offers arrangements above what is legally 
required (e.g. child care). Also evident are examples of positive action, for example promoting the 
recruitment of women to male dominated professions and ensuring a continued presence of cultural 
minorities among the apprentice in-take. 
 
There are however, a number of equal opportunities issues that need to be raised. First, SWB’s equal 
opportunities policy falls short in some respects by failing to stop discriminatory practice, as the examples 
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given above testify. Secondly, the company is extremely segregated along gender lines and this is tacitly 
accepted as normal. Thirdly, it would appear that equality and diversity factors have not been taken into 
account in the restructuring process as much as they could have been. Older workers, for example, who are 
having difficulties coping with the increased stress and pressure, may be happy to take advantage of early 
retirement schemes but the company may effectively be making itself an inhospitable environment for older 
workers. In other cases it may be that the restructuring process has led to all of the workers of Turkish origin 
leaving a department, or to increased overtime pressures which exacerbate the difficulties of work-life 
balance. 
 
More generally, it is evident that the anxiety caused by the FIT restructuring process has in turn caused 
severe tensions between groups of employees. These tensions and anxieties have serious consequences 
for equality which it seems the company has not effectively sought to remedy. Employees may have been 
made aware that discriminatory behaviour will not be tolerated but this has done little to change entrenched 
attitudes, for example that women do not belong in certain parts of the plant or that disabled colleagues are 
a burden. Equality and diversity training which could lead to employees engaging with these issues in a 
more constructive way is either only available to management, or has not been implemented on a sustained 
basis, or only tackles some of the issues (work life balance and racism).  
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 Italy: A Case Study of Acciai Speciali Terni - ThyssenKrupp  
 
 

1. Introduction 
 
 
The case study conducted in Italy focused on the ThyssenKrupp Acciai Speciali Terni (TKS-AST) plant in 
Terni, which is located in the Umbria province approximately 100km north west of Rome. TKS-AST is the 
product of the acquisition of Acciai Speciali Terni (AST) by the German company Hoesch-Krupp AG in 1994. 
Hoesch-Krupp AG merged in 1999 with Thyssen AG to form ThyssenKrupp AG, one of the leading steel 
producing companies in Europe. In terms of production TKS is third to Arcelor and Corus as the largest steel 
producing company in Europe. According to the International Iron and Steel Institute (IISI, 2004) it was the 
ninth largest steel producing company in the world in 2003. TKS-AST is but one part of the TKS’s 
international portfolio and an outcome of the newly configured and globalising European steel industry. 
 
The Report is organised into nine sections. The first section comprises a brief account of the company, 
followed by a section that outlines company policy on equal opportunities. Section three discusses 
responsibility for equal opportunities policy and practice within the company. A fourth section provides an 
overview of the workforce, including a schematic presentation of the managerial and work organisation. A 
fifth looks at the way equal opportunities policy is monitored. Section six presents interview data across a 
number of themes and examines company policy and practice with regard to equal opportunities. Section 
seven of the report looks at what major ‘equal opportunity’ events have occurred in the company. Sections 
eight and nine provide an overall assessment of the company and a discussion of issues for consideration.   
 

2. The Company – Acciai Speciali Terni (AST) ThyssenKrupp  
 
TKS-AST is a specialist stainless steel plant. Publicly owned since the 1950s, the plant was part of a move 
by successive Italian governments, at that particular period in time, to develop a strategically focused steel 
industry for an expanding manufacturing industry, particularly for automobiles and domestic appliances. 
More recently, in 1994, the plant was sold off and became a subsidiary plant of what would become the 
German based steel producer, ThyssenKrupp AG. Subsequently, the plant became the beneficiary of 
substantial investment. However, over the last few years the future of the plant has begun to look 
increasingly troubled, with speculation of cut-backs. Whilst production has remained high at the plant, the 
workforce has been massively reduced over the last two decades. Workforce numbers have stabilized and 
in 2003 the plant employed 3,761 people, a slight increase of 160 workers on 2002 figures. More recently 
however, electrical steel production was stopped by the parent company in 2005 with some job losses, 
which led to blockades of the plant and industrial action. The most recent figures record 2,958 people 
employed on-site (HR Manager Interview, 2005). The company is unusual for Italy in some respects. The 
Italian manufacturing sector, and the Italian economy more generally, comprises mainly small and medium 
enterprises. TKS-AST is a very large employer by Italian standards and has a particularly large staff turn-
over; the largest in Italy according to the Human Resources Manager (Interview 2005). 
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The majority of the workforce comprises relatively young, local men; the average age of the workforce is 
now 37.9 years, whereas previously it was between 45 and 55 years. Interestingly, as a result of Italian 
legislation and European Commission directives on working with asbestos, many workers took early 
retirement. This led to a recruitment drive and the creation of workforce considerably younger in years than 
that operating the plant previously. Because of this particular change in the socio-demographic profile of the 
workforce, its qualification profile has also altered – as younger people with different experiences of 
schooling and qualifications have entered the industry – with an estimated 60 per cent of workers holding a 
high-school diploma. Approximately 3.7 per cent of the workforce is female. Women are mostly employed to 
administrative (white-collar) positions, with a very small number employed in production (blue-collar). There 
are a small number of migrant and ethnic minority workers from nearby and neighbouring states, including 
Albania and some North African countries. It is also evident that the parent company has introduced a 
number of German nationals into management levels. The plant employs 83 workers with a disability, which 
exceeds the ratio of able-bodied to disabled workers required by Law 64; 8 of these are women. The 
company also relies on a limited number of contract workers, who are employed on the line and to fulfill 
functions such as security, catering and cleaning. 
 
The plant manufactures stainless steels, magnetic steels and carbon steels and provides hot and cold rolled 
sheet steel to a sister plant, Titania for the manufacture and marketing of titanium. It also supplies another 
company in the same group with steel for forgings used in electric generators. Another company on site, 
Tubificio, manufactures structural tubes and exhaust pipes. There are also two service centres, one in Terni 
and another in Veneto, in the provincial district of Padua. In May and July 2003 the stainless steel business 
unit expanded its service centre network and activities leading to the creation of a new company: Terninox. 
The plant is generally quite dated, but is home to one of the newest and most innovative casting lines in the 
world: a thin slab continuous casting line, for the production of stainless steel, which came into operation on 
31 July 2001. More recently, the plant has also invested in new pickling and annealing lines to replace three 
older units. In addition, the company has modernised the hot-strip mill and completed a process of hot-strip 
capacity expansion. 
 

3. Management Hierarchy and Work Organisation 
 
The managerial hierarchy was multi-layered, and hierarchical, as indicated below (Figure 1):  
 
Figure 1: AST Managerial Hierarchy 
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V 
Supervisor/Team (Shift) Leader 

 
 

Teams (Shifts) 
 

 
The managerial hierarchy was such that there were five levels of management in the plant. Significantly, in 
2004 the plant managerial structure was recomposed, resulting in increased non-Italian management in the 
senior management team and with a new emphasis on diversifying the skills base of the workforce.  The 
plant management sought changes to the traditional recruitment policy at the plant, claiming that the 
company in future wanted to employ only the ‘best ones’, on the basis of public advertisement, rather than 
recruit locally (Manager,  2005). According to one manager, this focus meant that in relation to recruitment 
and training ‘we must broaden our minds’ (Manager, 2005).  
 
This hierarchy rests on a multi-level occupational structure (Figure 2), covering both blue-collar and 
white-collar workers (engineering and related technical staff as well as administration, sales and 
research). This structure can be presented as follows:  
 

Figure 2: TKS-AST Occupational Structure 
 

Category Nomenclature  Occupations 
Category 1. 
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no longer exists) 

Level    1 (This category 
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no longer exists) 
 
Source: Personnel Department, 2001 
 
The two lowest levels of the occupational structure are no longer operative, and nobody is employed in 
them. In view of this arrangement, over the last few years, workers began their employment on level three 
(with training) and then moved up through the levels every four/five years. To get into level six (i.e. team 
leader/supervisor) workers now require designated qualifications. For most (older) workers however, 
promotion has tended to be on a time-served (experience) basis, following recommendation from managers. 
In many ways this is still the case. Clearly, there were a number of positions that were dependent from the 
beginning on qualifications, such as engineering and research positions.  
 
The workforce at the plant was largely recruited locally. In 2002, over 4000 employees worked at the plant, 
with an average age of 48 years. Although there had been little recruitment into the plant during the 1990s, 
this began to change in the early 2000s, when increasing numbers of older workers left, following the 
application of legislation relating to the employment of workers who had been exposed to asbestos. By 
2004, 650 young replacement workers were employed on fixed term\contracts; and in 2005, the workforce 
comprised just fewer than 3000 employees.  
 
The workforce was organised in a traditional way, by work group and shift, with little evidence of team based 
working arrangements. In the main, work was divided functionally so that a work group was employed in 
maintenance, another on production with other workers employed in quality inspection and such like. 
However, beginning to cut across this to a limited extent were moves towards a degree of multi-tasking so 
that in some areas of the plant, production operatives were expected to do some maintenance. These 
patterns of work organisation were evident in the principal work areas of the plant. Effectively, the workforce 
was split into different skill groups, albeit on the basis of broad characterisations, such as maintenance, 
production, inspection and so forth. The result was a fragmented workforce by skill, and a view within the 
plant that, if anything, this form of skill division was likely to increase. In contrast, the engineers, researchers 
and related production staff were separate from and not seen as a direct and integral part of the shop-floor 
form of organisation/operations. Similarly sales, commercial activity and routine administrative work was 
also organised separately, often in quite distinct and separate buildings on the site.  

4. Equal Opportunities Policy 
 
In Italy, policy on equal treatment is regulated primarily through national and regional legislation (which is a 
broader reflection of European Commission directives). The Italian Constitution contains a general 
proclamation of the principles of equality before the law and non-discrimination ‘without distinction as to sex, 
race, language, religion, political opinion or personal and social standing’. It also includes specific rules on 
equal pay and equal treatment with regard to the employment relationship and access to public functions. It 
also establishes equality between spouses within the family. Regions have been entrusted with the planning 
and implementation of general strategies for development, the training system and employment policies, 
with particular reference to gender policies (EIRO 2003).  
 
Early 2003 saw considerable activity on gender issues in Italy, with a major conference on women and the 
labour market and, most notably, a change to the Italian Constitution which enables measures to promote 
women's equal participation in public offices and elected positions. Gender policies include: 
 

• equal opportunities, which are exclusively the competence of the regions;  
• citizens’ civil and social rights, which are the exclusive competence of the state; and  
• labour policies, which are mainly the competence of the regions.  
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Legislative interventions take two main forms: the establishment of equality bodies aimed at coordinating 
and controlling specific policies; and the adoption of rules aimed at encouraging women's participation in the 
labour market. Equality bodies at central level, with the exception of the Ministry for Equal Opportunities, 
which was set up for the first time in 1996, are mainly advisory structures. At decentralised level there are 
various bodies and structures for the promotion of equal opportunities. Many regions have set up Regional 
Committees for Equal Opportunities (Commissione Regionale per le Pari Opportunità) as advisory bodies. 
All regions have also appointed a Councillor for Equality (Consigliera di parità) who works in collaboration 
with those in the other regions through a network (EIRO 2003). 
 
83 disabled people are employed in the plant, eight are female. These employees suffer disabilities to 
different degrees. They are ‘employed in the best way possible’. All these workers are ‘globally satisfied’ 
with the provisions. This has been a long-standing concern in the plant. The question is how to meet the 
needs of the disabled. It is in Ms B’s view more difficult in this sector. They give attention to the general 
culture in the plant and the way staff behave has improved 
 
TKS-AST does not possess an explicit equal opportunities policy that incorporates (and develops and 
promotes at a company level) national and regional legislation. Human Resources policy will of course be 
shaped by both national and regional legislation (and in these respects EU directives). For example, under 
Law 64, 1999 there is a requirement to employ disabled people at work. TKS-AST is happy to abide by this 
and collaborate with the appropriate bureau that deals with these matters. The broad aim is to employ 
disabled people in what is referred to as the ‘best way possible’. Moreover, an equal opportunities policy 
formulated by the German parent company is applicable across all ThyssenKrupp owned plants. Collective 
agreements and labour codes will also have influence in respect of equal treatment and equal opportunities 
issues. However, TKS-AST possesses no single document that states in specific ways, what is expected 
with regard to individual conduct and company policy and practice in relation to equal treatment. Collective 
agreements (at both the sector and company level) and labour codes will determine employment rights, and 
employment contracts will set out the terms and conditions of employment. Explicit and implicit within these 
documents will be issues of work-life balance, parental leave, pay and so on, all of which have equal 
treatment and equal opportunity implications. The company does not promote itself as an equal 
opportunities employer. 
 

5. Organisation and Responsibility for Equal Opportunities 
 
Responsibility for equal opportunities would ultimately reside with the Head of Human Resources 
(Personnel), in so far as the nearest the plant gets to approaching equal opportunities issues is in the 
negotiation of collective agreements and the terms and conditions of employment. Whilst the company 
operates without a distinct equal opportunities policy, the Head of Human Resources is responsible for 
ensuring equal treatment at work. The Human Resources department is undergoing considerable re-
organisation at present, but to date the company has done very little to promote equal opportunities policy or 
practice. The company operates no specific policy on equal opportunities and in this respect there is no 
‘organisation’ of equal opportunities. Rather, there are a number of collective agreements and codes of 
labour, at company, sector and national levels, which cover the rights of all workers and the work that they 
do. In this respect, all workers are subject to the same employment regulations and treated as equals by 
employers. This is not to say however, that the regulations employers work to treat all workers in an equal 
way. 
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6. Data/Monitoring Equal Opportunities 
 
The company keeps records of the number of men and women employed and data on disability 
also appears to be recorded. However, ethnicity is not a recognised classification and data is not 
recorded on, for example, race or country of origin. The absence of an equal opportunity policy 
more generally, means of course that there is no system in place for the auditing of equal 
opportunity issues. Pay is organised by band and to this degree, where a worker’s band 
corresponds with a recorded level of remuneration, data on pay is monitored. 
 

7. Themes 
 
This section explores equal opportunity issues at TKS-AST, through a number of themes: 
 

7.1 Recruitment  
 
The company does not promote itself as an equal opportunities employer, but is careful to comply with 
regional and national regulations on recruitment procedures. Recruitment policy at TKS-AST is based 
largely on qualifications and/or experience. A position is advertised according to the ‘skill’ the company is 
seeking to recruit (Human Resource Manager 2005). A number of individuals will be selected for interview 
and testing. The first interview is conducted by the Head of HR and the candidate will also perform an 
aptitude test – the test differs according to the nature of the job. A second interview will then be conducted 
with senior staff from department in which there is a vacancy, ostensibly this interview is to evaluate if the 
candidate has the technical ability to do the job. A third stage of the process involves management meeting 
to decide on the successful applicant. There is direct intervention from ThyssenKrupp Stahl in the 
appointment of senior management.  
 
In practice, these stages can be truncated. As one young worker recruited in 2004, stated: 
 

So to join you apply [by post], and then you wait for a telephone call. Then the call comes, and you 
are interviewed. You have to take aptitude  tests. After these aptitude tests, and the interview, you 
wait to hear if you've been selected, if they've taken you. Then you have some medical 
examinations. Then you can join the works. (Young worker, 2005) 
 

Upon arrival in the plant, they attended a range of induction courses and then learnt from older workers. As 
stated:  
 

… the seniors give you the training course here … we also attended courses: on occupational 
safety, explanations of the complexity of the works... And the gantry train operator's course, then 
one on steelmaking in general, as soon as we joined. (Young worker, 2005)  

 
For older workers, it was recruitment and then learning from older workers.  
 

I joined in 1970. I was young … It was a transition... between a private individual and ... a big 
corporation [from AST to TKS-AST} … We started off ... alongside old people who passed on to us 
... their ... experience. And now the time has come when it's up to us to pass on to the new young 
people ... to the new recruits, let's call them ... what we have learned. (Older worker, 2005) 
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However, in the past, workers were employed as permanent employees, wheras now in the first instance, 
workers will be employed on a fixed term contract. After four years, those employed on fixed term contracts 
become permanent. People are judged in terms of their performance but very few, much less that 5%, 
would not perform to standard. There is no specific procedure for the termination of contracts and this 
occurs in highly specific cases and is dealt with as such. It was stated however, that regional and national 
legislation is closely observed in these cases. Whilst not termination of employment, some older workers 
might be offered early retirement and there seemed to be practices in evidence that would seem to 
encourage this. Some workers suggested that moving older workers from their established jobs in particular 
areas of the plant to new ones with which they were unfamiliar was one strategy used to ‘encourage’ 
workers to retire. This particular practice might be considered to be close to constructive dismissal. 

7.2 Career development 
 
The opportunity to enhance career has recently been improved through the introduction of a company 
intranet, where workers can learn of vacancies and promotion opportunities. It was common practice for the 
company to look to recruit from within the organisation before a post is advertised. The normal procedure 
was that after a period of time in employment the worker’s superior evaluates performance and when these 
are positive then the incumbent may be considered for promotion. It appears to be a personal and individual 
procedure.  
 
For young workers however, these procedures were opaque. When asked about the progression structures 
in the company, one young worker stated:  

Well, there are pre-established grades within the company. So, perhaps as you get older, you get 
your badge, you get promoted, then ... maybe in the end there's a decision by the departmental 
head, the deputy departmental head, who may promote you to leader of your team. 

Beyond this, there was no transparent means of notifying current staff of vacancies and progressing career. 
 
The company also employed a version of ‘Fast Track Employment’ and tried to identify those with ‘high 
potential’ (Trainer, 2004). In the main this programme was aimed predominantly at graduate recruits and not 
other sections of the workforce. The company claimed to offer careers advice or ‘dialogues’ with people (i.e. 
Human Resource management division) on how to move through the company, but this was not verified by 
workers. 
 

7.3 Pay and related conditions 
 
There is equal pay under the national agreement for people doing the same work, irrespective of difference. 
The pay is differentiated according to grading band. Of note, there was a general view in the plant amongst 
the workforce that there were no inequalities in pay. One older man stated in relation to the grades:  
 

The present grade, they used to be paid, and still are, on the basis of the grade they hold. 
Afterwards, some get the grade because they have different abilities, like someone who goes to 
college and … is better. (Older worker, 2005) 

 
Pay is determined in relation to grade, and length of service. Performance may be taken into account and 
would involve supervision. Performance is relevant for bonus performances and pay rises. An example was 
provided where out of 56 operators, seven were awarded some sort of bonus.  
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However, in practice there is evidence of pay inequalities. These occur because of the complexity of the 
grading system, which allows for variations in pay particularly at the higher grades. As a result, older and 
more senior employees may be paid varied rates, seemingly because their ‘face fits’ (Worker interviews, 
2005). 
 
There have been no pay audits in the factory, comparing different levels of pay between different 
areas/functions of employment. There has been no consideration of work/life balance. In addition, no 
comparison between women, taking maternity leave, and promotion prospects in relation to men. Where 
women take maternity leave it clearly has an impact on their relative position in the employment hierarchy. 
 
7.4 Training 

The training provision is uneven, depending on where people work. For operators, training has long been 
learning from others. As one older woman worker noted when she shifted from an operator’s job to transport 
and shipping:  
 

Yes, direct learning, watch what they do, then I might make the placards, for the rolls, and then 
they taught me how to make the placards, and how to work the overhead crane. (Older Woman 
Worker, 2006) 
 

These processes, as indicated above, still apply to new recruits to the shopfloor, although there is also 
evidence of some technical and related training.  
 
A recent technical worker described his induction into the plant as follows:  
 

[When I started] I had one month's training, a one-month course here at the AST school. … in 
electronics. Technical worker, 2005) 
 

Whereas another young worker stated:  
 
But we, on the other hand, were placed directly with personnel who were already working there, 
but I was working anyway. … I was placed with someone as well, they didn't put me on my own 
straight away.  They put me with someone.  
 

But they also do a range of technical and safety related courses:  
 

(1) Now and again we do training courses. 
 

(2) We've done courses on the overhead crane, various types of dynamics, safety, fire prevention. 
 
Training is decided in-house by the Human Resource Management department in conjunction with 
managers, and outlined and planned on an annual basis.  This approach is very much guided by perceived 
needs in the different sections of the plant.  It was claimed by managers that training needs are defined in 
relation to ‘problems’ or deficits, and, more precisely, what is happening in the plant at the time. In this 
respect, it is overwhelmingly technical in nature.  
 
There appears to be an arbitrariness to the organisation of some of the training:  
 

No, we get a sheet, that is, the supervisor comes along and says there's a course on safety: you, 
you and you go today, you go tomorrow and it's on a sheet. (Younger worker, 2005) 
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Much of the training is focused on the introduction of new machinery or technical procedures. The older 
workers noted that while they had received training over the course of their working lives in the plant, it was 
technical training, learning to draw in one case, operating machinery in another.  More recent workers 
described their experiences in the following terms:  

 
We do updating courses in electronics because every now and again there's some new piece of 
electronic equipment and they give us a course on it so we are familiar with the machine.  
Sometimes there are innovations and then the electronic equipment changes. (Younger worker, 
2005) 

 
Management and supervisors decide what is needed and the operators are trained by in-house trainers 
(often time-served workers) that are familiar with the specific needs of the company. On occasion and where 
necessary the company will bring in external trainers. Once the main areas for training have been outlined, 
an integrated programme is developed. The claim by management and the trainer is that raining and 
education is organised for ‘weak’ areas, and this may involve short or longer programmes, up to 3-4 months.  
 
On occasion operators might train with factories in Italy, Germany or elsewhere; this is particularly the case 
for maintenance workers and work in quality assessment. Graduates, who have been hired recently, also 
benefit from these exchanges. They are encouraged as part of their graduate experience to learn and 
experience different things in the factory. Beyond technical training in production areas of the plant, there is 
some commercial training for white collar staff. For example, commercial staff are sent to technical school in 
Milan, where they learn the principles of buying and selling or administrative staff might be trained in 
changes of the law in relation to fiscal requirements.   
 
To ascertain further learning needs, on what seems to be an irregular basis, supervisors evaluate the 
performance of groups of workers. This evaluation works on the principle of comparing the ‘weak’ with the 
‘strong’ and developing specific training programmes on the basis of the evaluation. It was claimed by the 
Human Resource Management division that requests for training are never refused, although workers 
provided evidence to the contrary. What was recognised as a difficulty by the Human Resource 
Management section was fitting training in with the production shifts. No training is organised that fits with 
special needs of particular groups, such as mature workers, young workers, women, and so on. Rather, 
training is organised to meet ‘individual needs and individual concerns’. Training is not however, give on 
equal opportunities issues.  
 

7.5 Inequalities and discrimination, unfair treatment, harassment, bullying 
 
There was little mention of discrimination in the plant. Reference was made to the different areas where 
people were employed, and the conditions that might apply. However in practice, the situation was more 
complex.  

7.5.1 Gender 
 
Very few women were employed in the steel plant. In the main, women were employed, in administration, 
commercial activity, and scientific and technical work. At most, there are ten women out of nearly fifteen 
hundred operators and related workers.  
 
 
For one female production worker, employed for over twenty-five years, there was little evidence of 
discrimination. When she first arrived she ‘fitted’ in as she noted:  
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To be honest, I never had serious problems, because when I started my attitude was not to care.  
The situation was that my father had died not long before, so I desperately needed to work, I had 
left university, so I found myself in a world completely different from my normal one.  Then, as I've 
said, the fact that I was a woman and that I was going to work in a steelworks, I felt as if I was 
flying, I was proud I had finally found a job.  I was almost a heroine, when I started there I felt like a 
heroine, and as I've said I didn't have great difficulties in my relationships with people because I 
always respected others and I was always respected.  To give you an example, when we had our 
meal break, the men obviously were used to talking amongst themselves in a certain way, a little 
more dirty talk, and when I started there they talked to me like that, and I was really pleased and I 
always managed to make this type of relationship, so I was all right. (Woman worker, 2005)  

 
Further, she felt that he did not suffer in relation to seniority and related career movements.  
 

… after a certain number of years you got it naturally, that is, as the years passed you moved 
up…[Never treated differently]  No, no. Absolutely. . (Woman worker, 2005) 

 
Others expressed similar views. And, yet, this was, and remains, a highly gender segmented labour force.  
 

7.5.2 Ethnicity and migrant work 
 
Relatively few migrant workers are employed at this factory, mainly from other European countries.  
 
They found it difficult to gain access to training and career advice. As stated, training was sought, 
particularly in relation to languages, but the divisions in the plant between staff and operators, prevailed:  
 

(1) As far as we are concerned, we have equipment with instructions in English so a course in English 
would probably be useful…Unfortunately the office workers are always the golden boys.... 

 
(2) No, factory workers can't do that.  Because we are not at the right level.  It's for office workers 

upwards…Unfortunately we don't have equal opportunities: office workers can have them, the 
others can't.  This is still a problem in Italy.  A problem they don't have in England.  Absolutely. 

 
The view amongst these migrant workers was that because they worked as operators, the company was not 
going to facilitate opportunities to learn and develop. Rather, management appeared to take the view that:  
 

They say, but we don't want you to make a career for yourself, or we don't want you to lose 
working time or we don't want you to stop work, it could be anything, and what can you do? 
(Migrant worker, 2005).  
 

On career advice they said:  
 

You find out about it for yourself, because if you don't you stay where you are, you are the last in 
line until .... no-one thanks you or says well done, that'll never happen in this company. (Migrant 
worker, 2005) 

 
Of course, these features of employment in the plant probably apply to all operators, and particularly the 
young ones. More generally, these workers felt hemmed in, by company policy and by the unions. As 
stated:  
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There are the grades as well.  There's a union contract [and to move] from fourth to fifth grade you 
need 5 years, more or less, that is, that's how it works.  Even if, professionally, you could work at 
sixth grade, fifth grade is a general foreman.  I came in at fourth grade and I've stayed at fourth 
grade, but I want to say ... for me, the work I'm doing, I can do it better than them, even the ones 
who've been here years.  However there are these union contracts and they won't go beyond them, 
they stick to what's written down. (Migrant worker, 2005) 

 
 More specifically, the migrant workers claimed that unless they stood up for themselves, they would suffer. 
Two migrant workers spoke of the continuous jokes at the expense of one of their more reserved fellow 
migrant workers:  
 

(1) Yes, problems, yes, unfortunately this is the problem in Italy, in my opinion: people who have 
problems who are weak, are given a hard time.  It happens here ... A youngster, someone 
quiet…Jokes, continual jokes. 
 
(2) They make fun of him continuously…When they see him a little stunned, beaten, then there's 
someone who is really obsessed and keeps [on going at him]..... (Migrant workers, 2005) 

 
These issues are difficult to resolve and the migrant workers had little confidence that they would gain 
support from either immediate supervisors or trade union representatives.  

7.5.3 Disability  
 
As noted 83 employees are registered disabled. These workers are recruited in a variety of ways, often by 
applying through the formal channels. As with other workers, they are employed in a range of tasks. To 
illustrate:  
 

I started work in November 1998, as a mechanic ... then I started, first, doing the machinery ... I 
used to cut the boxes. I carried out all the tests ... traction, strength ... Then I did the matchboards, 
so lots of things – all those. Let's say the remakes ... let's say those tests of the mechanics. Let's 
say tests with samples … I used to do so many things... after that, I've now moved on (Disabled 
worker, 2005) 

  
While disabled workers were seemingly welcomed as employees at the plant, there was also some 
evidence of bullying and victimisation. In part, it is about establishing on-going working relationships with 
other workers. One disabled worker spoke of how it took time to get one worker to respect him:  
 

Yes. They don't talk much. They talk less. It depends. Or, say you don't like talking to someone. I 
mean the longer I talk to him, the more he helps me with something. He helps, and you reach 
agreement. On the other hand, some people are like that, and some are not like that. (Disabled 
worker, 2005) 

 
Such working relationships tend to be constructed in ad hoc ways. The details of the encounters were not 
addressed in a systematic way, by either management or the trade union. In these cases, the disabled 
workers were left to fend for themselves.  

7.5.4 Older workers  
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The age profile of this workforce underwent a major shift in the mid-200s. Until 2004, the average age of the 
workforce was in the high 40’s, and seemingly rising. Then, following legislation relating to working in 
asbestos environments, the older workers were encouraged to take retirement, and a new younger 
workforce was employed, lowering the average age to the mid-1930s.  
 
What became important in the mid-1980s was that the age profile at the plant began to change in dramatic 
ways, and with implications for trade unions in the plant. However, what was notable during this period is 
that the older workforce tended to deal with the younger workforce in positive ways.  

7.5.5 Generational Conflict  
 
The older workers in the plant had a very positive view of younger workers. As stated:  
 

(1) As time goes by, things change. That means, in practice, that today's senior is different from 
the senior of yesterday, of 30 years ago. Nowadays there's more dialogue with the young 
person. 

 
(2) You see, the young people who stand there with us are like sons of 23. It isn't that you 

don't...Yes, they're pretty good lads. Like we were as lads. We've all been lads!  (older 
workers, 2005) 

 
Nonetheless, some of the younger workers did not have this rather benign view of their relations with older 
workers. As stated:  
 

Yes, because we are mostly young, now at last the old ones are leaving, I can't believe it! 
[Question: T: You all get on better together?] Yes, we do, it's the new generation, isn't it? (Younger 
worker, 2005) 

 
One of the ways in which problems showed up was in relation to training. Not all the young workers were 
happy about learning from their’ seniors’. They felt that this restricted their opportunities to gain 
qualifications and to learn in different ways.  
 

7.5.6 Bullying and sexual harassment 
 
As noted above, there was no corporate policy on bullying and harassment. In the last nine years, there had 
been one case of sexual harassment. The Human Resource Management staff claimed that  there were no 
cases of bullying.  
 
However, from interviews there was considerable evidence of bullying and harassment. Bullying behaviour 
was evident for both migrant workers and workers it was clear that on several occasions bullying of disabled 
workers had occurred (Interviews 2005).  disabled workers. It generally took the form of a work colleague 
picking on a worker, and making jokes at their expense. On occasion there was evidence of victimisation.  
 

7.6 Equal Opportunity Issues 
 
Equal opportunities was dealt with under the broad ambit of the parent company . However, in practice, 
equal opportunities were not formally addressed, at induction events, company communication, and in 
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training g sessions. The result was that workers had to look to themselves in relation to equal opportunities 
and appropriate recognition of diversity.  
 
Nonetheless, there was a managerial view that equal opportunities were not an issue here. For example, 
the  Human Resource Manager claimed that women workers know their rights. According to him, they were 
quite informed about equal opportunities. However, the evidence suggests a different perception amongst 
the workforce. One woman stated:  
 

I don't think there's an actual equal opportunity policy, because with regard to, for example, 
studies, if a young person wants to carry on studying they can ask for time off to attend university, 
or I think there's a period of maternity leave, I think it's 10 months, I'm not sure, there's a period in 
which the woman and also the husband can stay at home to look after a child from 0 to 4 years, 
then there's a period for which the man can stay at home if his wife works.  And that's happened 
here in the factory.  And then there are all those.... (Woman worker, 2005)  

 
 
According to the HR department no equal opportunity issues have ever arisen; this was often confirmed by 
several members of the workforce. Further, despite the Head of Human Resource Management’s 
assessment that there have been no formal complaints made that revolve around equal opportunities 
issues, one case of sexual harassment had been brought forward in the previous nine years. It is however, 
important to understand what is understood by equal opportunities in this context, which is: ‘to enjoy the 
same rights and duties in all the realities we live in’ (Manager, 2005). It is perhaps a matter of interpretation, 
whether the aforementioned episodes of bullying harassment infringe on ‘rights’ as understood by Human 
Resources. 

7.7  Work/Life Balance 
 
There were a number of concessions to work/life balance, but there was no formal procedure to consider 
these kinds of issues. Rather, these matters were dealt with in a responsive way and on an individual basis 
or form part of general legislation. In practice, area managers  contacted the Human Resource Management 
division about specific requests. For example, staggered hours of arrival for work could be arranged. 
However, it was not always straightforward, because an ethic of production, twenty-four hours a day, seven 
days a week prevailed. It was within this prism that the company tried to meet specific requirements.  
 
Maternity leave was granted upon request. Other arrangements and requests were dealt with on an 
individual basis and not as a right., although generally in terms of specific needs. Some of work/life balance 
issues fell under the remit of collective agreements, labour code or employment contracts. Under article 
104, for example, people are entitled to time off to provide care to dependents. However, with the exception 
of training – where domestic responsibilities were taken into account – there was an absence of formal 
procedure. Without a procedure to consider these issues in a more formal way, the domestic responsibilities 
or different circumstances an individual might be in were not always taken into account. There was, for 
example, no discussion of the difference between full-time and part-time workers needs. 
 

7.8 Trades Unions and Social Dialogue 
 
The steel plant workforce was organised by the local branches of the three main union confederations: 
Federazione impiegati operai metallurgica –  FIOM; Federazione Italiana Metalmeccanici – FIM; and Unione 
Italiana Lavaratori Metal meccanici – UILM. Each represtented sections of the workforce. They worked 
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together and had forged a cooperative working relationship with each other in the plant. At the plant level, a 
joint union committee dealt with management.  
 
The joint union committee had close and long-standing relations with the city and regional levels of the 
union organisation as well as the relevant political administrations. Of importance, this committee had begun 
to change in the early 2000s, reflecting the changing age composition of the workforce. By 2004, young staff 
led two of the three plant unions, with the two senior representatives both 31 years of age. While there was 
no noticeable shift in the way the union organised in the plant, increasingly these young leaders questioned 
past practices, and expressed concern about the relative insecurity of the 650 young recruits into the plant, 
on fixed term contracts.  
 
The trade union representatives appear fairly well in As part of the divisional review, TKS in 2003 proposed 
transferring the production of 150,000 tons per year of low-grade electrical steel from to other steelworks, as 
well as ending the production of specified high-grade steels. With the formal announcement of this decision 
on 24 January 2004, the plant unions initiated a strike, accompanied by road blockades, demonstrations 
and rallies. On 18 February a temporary settlement was achieved, with an agreement to retain the 
production of electrical steels and promote investment within the plant and by public authorities (Interviews 
management, union leaders and local political leaders, May 2005; documents and reports). However, in 
early November the company withdrew from further negotiations. The Joint Union Works Committee 
recommenced its campaign against closure, with limited success. On the 28 January 2005, timed to 
coincide with a meeting of the Supervisory Board of the company in Duisburg, Germany, the unions 
organized a four-hour strike, including a blockade of the motorway and the central railway station. The 
Supervisory Board, however, confirmed the end of electrical steel production at the plant (with workers 
representatives voting against). On 31 January 2005, the unions organized strikes covering each shift, with 
continued blockade of the railway station. With failure of national negotiations, the plant unions escalated 
their campaign and after another extended period of blockades, strikes, and rallies, a settlement was 
eventually reached on the 22 February 2005. This settlement included cessation of electrical steel 
production; relocation of the threatened 350 workers, unless they wanted to take voluntary redundancy; and 
the conversion of the 650 temporary contracts to permanent ones (Interviews, 2005). The aftermath of the 
dispute lingered on in the plant and community, and there remains a general unease that ThyssenKrupp AG 
may eventually close down the plant or at least severely curtail production at it.  
 
It is fairly clear that the recomposition of the workforce, the advent of a new young union leadership, and a 
young workforce with grievances, enabled the union leaderships to challenge the company proposals. 
However, there was little evidence that these events and experiences stimulated a more proactive approach 
to equality issues, in relation to recruitment, training and work organisation. The unions promote organise 
some initiatives on equal opportunities, most of which are aimed against discrimination. This work is usually 
done outside the factory. The union is less likely to raise these issues with the company, but rely on these 
kinds of issues to be covered in collective agreements. 
  

8. Assessment and Issues for Consideration 
 
There are a number of issues that are evident in an assessment of TKS-AST policies and practices with 
regard to equality and diversity: 
 

• Training and the organisation of work in relation to equal opportunities was done on an individual 
and individuated basis. This presents difficulties for the organisation and development of 
programmes that might address equal opportunities in a collective way. 
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• Training provision was almost entirely technically focused and nothing is organised that has 
relevance to equality issues.  

 
• The HR Manager was explicit in that the current practices had to change. The emphasis was on 

recruiting the ‘best’ and putting in transparent employment procedures, particularly in relation to 
recruitment. This will have implications within the region 

 
• Equal opportunities policy and practice was non-existent in the plant. The aim is to comply with the 

law. Trade unions were the only bodies that appear to address these types of questions, and this 
was usually outside the plant. 
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THREE: 
 

TTrraaiinniinngg  PPrroodduucctt  aanndd  BBrriieeffiinngg  PPaappeerr  RReeccoommmmeennddaattiioonnss  
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 This Report is one of a series of reports produced for Work Packages One and Two of the 
European Union funded study, ‘Equality and Diversity Learning in the European Steel Industry’, or 
EDLESI, (Leonardo Da Vinci, UK/04/B/F/pp-162 166). The project is led by Cardiff School of Social 
Sciences (http://www.cardiff.ac.uk/socsi/), and involves the following partners: Federation 
Europeenne des Metallurgistes (Belgium), Solidarnośċ (Poland), Corus (Netherlands/UK), IG 
Metall (Germany), Knowledge, Skills Partnership (UK), IDEC (Greece), OS KOVO (Czech 
Republic), Istituto Per la Cultura e la Storia d’Impresa (Italy) and Le Centre de Recherche 
Européen sur l'Emploi et les Ressources Humaines (France). The duration of the project is three 
years, from October 2004 to October 2007. 
 
The aim of the project is to contribute to the mainstreaming of equality within the European steel 
industry. In meeting this aim, the project has undertaken to: 
 

1. design, develop, test and assess on-line training materials on equality and diversity 
themes for inclusion within established industry training programmes; 

 
2. design, develop, test and assess a tutor guidance handbook on equality and diversity 

teaching and learning, aimed at trainers in the industry; 
 

3. develop briefing documents aimed at industry stakeholders that promote equality and 
diversity teaching and learning in the industry. 

 
The research for the report was undertaken by: Dean Stroud and Peter Fairbrother of Cardiff 
School of Social Sciences, Emma Stringfellow and Jonathan Winterton of Le Centre de Recherche 
Européen sur l'Emploi et les Ressources humaines, and Wilfried Kruse of sfs, with contributions 
from all partners. 
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Learning Equal Opportunities in the European Steel Industry 
 
This report is in two sections. Part One presents the research team’s recommendations for the 
development of the EDLESI products, based on the initial impressions of the research. Part Two 
details the partner response to the recommendations and highlights particular aspects of the 
research, which might inform the development of the EDLESI products. 
 

PART ONE 
 
Introduction 
 
The European steel industry has been undergoing a significant transformation over recent years. 
Changes to steel production technology have been accompanied by changes to the organisation of 
the industry – including deregulation, privatisation and an on-going realignment of steel producers 
within a global market. Additionally, there have been a further and related set of developments with 
regard to work organisation and work intensification, and an emphasis from management on 
increasing the skill and qualification profiles of the European workforce. These developments have 
a number of implications for the way the European steel industry production workforce is currently 
configured, taking into account the likely re-composition of this workforce over the next few years. 
Of importance is the capacity of the industry to manage and respond to transformations in 
workforce composition, particularly with regard to equal opportunities. Indeed, as the industry 
attempts to move away from traditional patterns of recruitment and retention, it may go through a 
period of uncertainty and division about the direction of change.  
  
With a few notable exceptions however, little consideration thus far has been given to issues of 
equality and diversity by steel companies. In fact, it is often the case that diversity is not 
recognised, and certainly not over a range of dimensions that include generation, gender, disability, 
sexual orientation and ethnicity/immigration. There is little in the way of discernible debate on 
matters of equality and diversity taking place within the industry. Moreover, little attention is paid to 
the different employment experiences of women, ethnic minorities, the disabled or generations of 
worker. Underlining this lack of attention from within the industry, there is a widespread absence of 
corporate equal opportunities and anti-discrimination policies, beyond that required by national 
legislation (incorporating European Commission directives).  
 
The following three sections of Part One of this report set out the equality and diversity issues the 
industry needs to address. In Section One, core and specific equal opportunity issues are identified 
for women, generations of worker, migrant and ethnic minorities, and the disabled; that is, the 
project’s target groups. This first section provides the basis for Section Two of the Report, which 
outlines in a more general way the industry’s emerging equality and diversity issues. Section Three 
is informed by the two latter sections and sets out a series of recommendations for the 
development of training materials, a tutor handbook and briefing papers for the industry.  
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Section One: Identifying Target Group Issues 
 
On the basis of the research, involving the analysis of aggregate data from across Europe and the 
completion of the six case studies, the following observations may be made about the industry with 
regard to the project’s target groups: 
 
Context 
 
The world steel industry has undergone significant change over the last two decades. Steel 
companies are becoming internationalised and in part as a result they are operating in more 
competitive contexts. Worldwide, the industry operates in sets of regional blocks or clusters, 
particularly for production, but also for trade. More specifically, the European steel industry is on a 
cusp, moving from a largely nationally-based industry to one where the major companies are in the 
process of transforming into major steel multinationals, with a strong regional focus. A second and 
related set of developments focuses on technological developments and the re-organisation of 
work (for example, an uneven process of introducing team working and moves toward high-
performance working), paralleled by the need to meet increasingly sophisticated customer 
demands. While there is variation in this process across Europe, for many of the large companies 
these types of reorganisation is well developed. The implication for labour in many companies is 
the intensification of work for a much reduced but more highly qualified and diverse workforce. 
 
Analysis 
 
The starting point for an analysis is the current composition of this workforce. It is clear that the 
prevailing feature of the European steel workforce is that it is aged and largely manual and male. 
However, the changes in process are likely to create the conditions for a recomposed steel 
workforce. If this is so then questions will be raised for the industry in relation to gender, ethnicity, 
disability, generation and occupational and qualification profiles. In sum, there is evidence of the 
beginnings of a generational polarisation in this industry, with the possibility of a feminisation of 
sections of the workforce over the next two decades – although this latter process is more likely in 
some countries than others. Accompanying these changes there is likely to be an increased 
emphasis on high skills and formal qualifications, and the development of training programmes to 
meet perceived skill needs. In view of these prospects, there are a number of equality and diversity 
challenges that face the industry, with regard to the workforce profile and the way it is currently 
configured and in the way it is likely to be reconfigured: 
 

1. Mature Workers: The current age profile of the industry is rather mature, which presents 
the industry with specific challenges, not least in replacing deficient skills, but also in 
updating and ‘moderniising’ workforce skills and qualifications. The industry is 
predominantly populated by men in their forties and fifties, often recruited from stable, 
working class communities in close geographical proximity to the plant. A mature and 
relatively unqualified workforce that is time-served and skilled via actual work experience 
often will bring with it a particular set of attitudes to learning. Further, this is a workforce 
that might struggle to engage with new learning opportunities – particularly in relation to 
more formal and class-room based programmes. However, such an educational and 
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learning involvement may be necessary for continued employment within the industry and 
the building of employability profiles, should they exit the industry. 

 
2. Young Workers: Overall, management view the changing demands on the industry as 

requiring the introduction of a more highly qualified workforce. ‘New’ workers are likely to 
be in their twenties and thirties and possess quite different and more rounded experiences 
of education than many of the more mature and time-served members of the workforce. 
Such a change suggests that the organisation and content of learning programmes should 
change and develop to meet the requirements of a younger and more highly qualified 
workforce. However, one often unrecognised feature of the steel industry is that critical to 
learning steelwork is acquiring knowledge from more experienced workers, which requires 
a means of transferring knowledge that suits both parties and avoids ‘culture clashes’. 
Such a complication raises questions about how the transfer of such knowledge can be 
achieved.  

 
3. Women: Whilst populating administrative and domestic occupations within the industry, 

women have traditionally been absent from production occupations (typically comprising 
between 3 and 7 per cent of the production workforce). Increasingly women are being 
recruited to positions on the shop-floor as well as to management and staff related 
positions. These changes are associated with the introduction of new technologies, new 
ways of working, more sophisticated customer demands and commercially focused 
operations, which have been paralleled by societal developments, involving government 
and European Union (EU) equality initiatives. The patterns are varied. For example, in part 
because of problems recruiting suitably qualified male school-leavers to the industry, 
women now comprise ten per-cent of Corus’s apprentice in-take in the Netherlands. In 
Eastern Europe, the recruitment of women is more common place (typically comprising 
between 15 and 30 per cent of the workforce), and the accession of many of these 
countries to the EU means that the overall number of women employed to the EU steel 
industry has increased very quickly. There is, however, across Europe a more general 
absence of policy within the industry to ensure equal opportunities for women across the 
industry.  

 
4. Migrant/Ethnic Minority Workers: It is notable that in some countries, for example 

Germany, France and the Netherlands, migrant workers in the steel industry have 
traditionally populated low-skilled occupations within the industry. In other countries, the 
UK for example, ethnic minority and migrant workers in this industry have been notable by 
their absence.  There is scope for the increased recruitment of ethnic minorities and 
migrant workers to highly qualified posts in the industry, notwithstanding the educational 
disadvantages often experienced by these groups. The socio demographics of many steel 
communities in Europe mean that poorly qualified young people from the migrant 
communities situated around steel plants would normally expect to graduate into low-
skilled occupations offered by the company. It may be the case that with steel companies 
increasingly focusing on recruitment of the more highly qualified, the employment 
opportunities for people from migrant communities are reduced. The phasing out too, of 
low-skilled occupations by the industry also means that employees with few meaningful 
qualifications might find themselves surplus to requirements. This situation is exacerbated 
by language difficulties, which might limit the learning opportunities available to ethnic 
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minority workers. Whilst racism might not be tolerated formally, the absence of an equal 
opportunities policy at most companies often undermines anti-discriminatory messages 
and practices. 

 
5. Disabled Workers: Many countries operate a quota policy with regard to employment of 

the disabled (variously defined); whereby national legislation requires that company 
workforces comprise a percentage of disabled people. Some companies observe this 
legislation more closely than others do. There is a difference between the recruitment of 
disabled people and the employment of workers who become disabled whilst employed to 
the company. Most companies make efforts to find alternative employment for the latter, 
but recruitment of the disabled is less evident. Disabled workers’ needs and experiences of 
employment differ according to the nature of their disability, but it is worth noting that 
disability puts particular obligations on employers. The absence of an equal opportunities 
policy at many companies means that those with disability might not receive the protection 
they need. 

 

Section Two: Identifying Equality and Diversity Issues 
 
Based on the above observations of the target groups, the following equality and diversity issues 
have been identified: 
 

1. Awareness: There is a poor awareness of equality and diversity issues among 
management and across the steel industry workforce, including those representing 
workers. With notable exceptions (for example, Corus UK) there is an absence of equal 
opportunities policy (see point 4), and workforce knowledge of the issues with regard to, 
for example, equal treatment and discriminatory practices, is limited.  It is most often the 
case that workforces received no training on such issues (from the company or trade 
unions), and management and union training on equal opportunities was no more than an 
implicit part of company or trade union training more generally. This feature was evident, 
for example, on company disciplinary procedures (for example, on unacceptable 
behaviour) as well as on how to deal with complaints from workers (for example, on equal 
pay). Management and trade unions collect little data that is relevant to equal opportunities 
issues or at least do not consider the data they do collect in ways that would reflect 
positively on such issues. There is little debate between workers, unions and management 
on equal opportunities policy, and where there is debate, it reveals a limited awareness of 
initiatives and policies, such as gender mainstreaming, equal treatment, positive action or 
the various EU directives. 

 
2. Bullying/Mobbing and Harassment: One very difficult issue involves bullying or mobbing 

and harassment. The first point to note is that there are very different assessments and 
definitions of bullying/mobbing and harassment, from company to company, but more 
generally from country to country. On occasion, such behaviour is not publicly recognised, 
while in other cases there is no more than a formal acknowledgement that such behaviour 
could occur. There is evidence that suggests that whilst bullying or mobbing and 
harassment (sexual or otherwise) is not endemic within the industry, there are occurrences 
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of this type of behaviour. Bullying or mobbing and harassment are experienced by 
members of the steel workforce, but both management and victims of this behaviour are, in 
most cases, reluctant to acknowledge its existence. Whilst many – but not all – companies 
possess a code of conduct for employees (whether explicit or implicit within, for example, 
the contract of employment or in less formal ways), bullying and harassment issues seem 
to be almost systematically ignored. 

 
3. Occupational Segregation: Women and migrant workers working within the industry have 

usually been restricted to occupations outside the production process or within particular 
parts of the production process. Their progression through the occupational hierarchy has 
also been limited. Women and migrant workers experience, albeit in different ways, vertical 
and horizontal segregation in their employment within the industry. It is possible that 
mature workers will be negatively effected by this kind of occupational segregation, too. 
For example, progression through the industry has traditionally been based on experience, 
but it is increasingly becoming based on merit and qualifications. Mature workers often 
lack qualifications, which may result in them being marginalised from such opportunities. 

 
4. Work/Life Balance: Questions relating to work/life balance are complex and differentiated 

in terms of position within the industry. For production workers the nature of steel work and 
the way it is organised makes it difficult to introduce flexible working arrangements. Shift 
systems, twenty-four hour/seven day week production runs and the very nature of the work 
itself, which requires workers to be at their work station, precludes or makes difficult the 
introduction of particular flexible working practices, such as working from home. For 
administrative staff this option is possible, but evidence of this type of arrangement was 
limited. The scope for part-time work and job-sharing was also limited within the industry, 
even where these arrangements may be made, such as for administrative staff. There was 
a more general absence of different types of flexible working arrangements. Further, 
parental leave and care arrangements seemed to favour women employees, as mothers. 
Fathers’ rights in this respect were generally much more circumscribed. A broader 
assessment is that work/life balance issues have yet to be fully or adequately 
acknowledged by the industry. 

 
5. Corporate Policies and Rules: At a national level, EU member states are at various 

stages with regard to adopting EU directives, with more recent member states some way 
behind more established members. In a number of countries there are regulations (labour 
codes) that prevent the engagement of women in some tasks or the employment of 
women to some posts, with obvious implications for equal opportunities and equal 
treatment. It is in this context that there is an almost entire absence of company policy or 
regulation with regard to equal opportunities across the European steel industry, beyond 
that provided by national legislation (which varies from country to country). The contrast 
between companies is stark. On the one hand, Arcelor, the largest European steel 
company, only in 2005 began to implement such policies. On the other, Corus in the UK 
operates an equal opportunities policy and has an extensive programme of training, which 
has recently been updated. More generally, for the European steel industry the former is 
the more common situation. In Eastern Europe particularly, the residue of previous socio-
political arrangements mean that ‘equal opportunities’ is viewed as part of the fabric of 
society, rendering the need for explicit equal opportunities policies in companies obsolete 
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(or at least this is what is claimed by many in the industry). While trade unions across 
Europe have developed comprehensive equal opportunity policies, at a company level 
there is often a failure to develop a position or policy on such issues. For trade unions, the 
traditional composition of steel workforces, at least in terms of being predominantly male, 
has meant that such issues have not been addressed in a vigorous way.  

 
 

6. Training: There are specific equality and diversity dimensions to training needs. Training 
programmes should be grounded on the assumption that the steel workforce is not 
homogenous, but is diverse and differentiated in a number of critical ways. Equal access to 
training programmes, skills upgrading and formal qualifications should be located within 
the context of existing inequalities and future diversity. In some instances, it was evident 
that training was organised to take place after shifts, thus favouring those with few 
responsibilities outside work, such as the care of children or adult dependents. Further, 
training does not always relate to the learning experiences of workers or cater for different 
learning needs. 

 

Section Three: Recommendations 
 
A. Training Materials: Two training areas should be addressed and promoted, reflecting the 

current and emergent issues in the industry: 
 

1. Equal Opportunities Awareness Programme – a more general Equal Opportunities 
Awareness Programme should be devised, which would act as a stand-alone module or be 
a component of such programmes as team building or soft skills development training. It 
should be noted that the training function is not always provided directly by the company, 
and in some cases, training beyond ‘learning by doing’ is not provided, particularly in some 
parts of East Europe. In the case of the latter, the programme should be of a form that can 
be utilised by trade unions, for the development of leadership and membership awareness. 
A best practice audit is required of existing awareness programmes, with the EDLESI 
awareness programme being guided by the issues outlined above. The programme should 
be available in on-line and paper based forms. 

 
2. Equal Opportunities Case Studies – A programme of case studies should be developed, 

which focuses on possible equal opportunities and diversity scenarios that might be faced 
by workers, trade unions and management (for example, on incidences of bullying, 
discrimination or sexual harassment). The findings of the research for Work Packages One 
and Two of the EDLESI project should allow the development of case studies particular to 
the European steel industry. The case studies might form part of the Equal Opportunities 
Awareness Programme or be used in existing training programmes as discrete examples 
of unacceptable behaviour. The case-studies should be available in on-line and paper 
based forms. 
 

B. Tutor Handbook: Several areas should be addressed by the tutor handbook for trainers, 
reflecting current and emergent issues in the industry: 
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1. Deindustrialisation: It would be valuable to outline the processes of deindustrialisation as 

part of the context for the restructuring of the European steel industry and the wider issues 
facing (former) steel communities – for example, more reliance on female employment, the 
ghettoisation of migrant (ex)steelworker communities. 

 
2. Restructuring and Re-composition: It would be helpful to provide further contextual 

material that details the restructuring of the European steel industry and emergent patterns 
with regard to the re-composition of the workforce. 

 
3. Conceptual Issues: Attention should be drawn to the broader process that shape worker 

experiences, such as being overlooked for promotion and processes of vertical and 
horizontal segregation. 

 
4. Pedagogical Practices: Attention should be given to processes of teaching and learning 

and the optimum way to engage different sets of learners. 
 

5. Policy and Regulation: The handbook should outline soft (voluntary, such as positive 
action) and hard (mandatory, such as the European Union Equal Treatment Directive and 
Race Equality Directive) European Union equality measures, and provide explanations of 
the various approaches to questions of equality and diversity (for example, gender 
mainstreaming, equal treatment, diversity management) that are often incorporated within 
such measures. 

 
C. Briefing Papers: Several areas should be addressed by the briefing papers for industry 

stakeholders, reflecting current and emergent issues in the industry: 
 

1. Deindustrialisation: To provide the context of policy formation and development in the steel 
industry, it is important to outline processes of deindustrialisation as part of the context for 
the restructuring of the European steel industry and the wider issues facing (former) steel 
communities. This aspect draws attention to the complex processes underway, involving 
both the increased reliance on female employment and the likely ghettoisation of migrant 
(ex)steelworker communities. 

 
2. Restructuring and Re-composition: It would be helpful to provide further contextual 

material that details the restructuring of the European steel industry and emergent patterns 
with regard to the re-composition of the workforce, thus reinforcing the need for the 
industry and unions to develop a proactive position. 

 
3. Target Group Issues: The papers should outline the issues faced by the project target 

groups and thereby give substance to the issues faced daily by those employed to the 
steel industry. 

 
4. Equal Opportunities Issues: Target group issues translate into equal opportunities and 

equality and diversity issues, which the briefing papers need to articulate clearly and 
address in ways that are more general. 
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5. Policy and Regulation:  
 

a. The papers should provide an audit of equal opportunities policy and regulation in 
the European steel industry, and give some indication of action that might be taken 
with regard to industry shortcomings.  

b. The papers should outline soft (voluntary, such as positive action) and hard 
(mandatory, such as the European Union Equal Treatment Directive and Race 
Equality Directive) European Union equality measures. They should provide 
explanations of the various approaches to questions of equality and diversity (for 
example, gender mainstreaming, equal treatment, and diversity management) that 
are often incorporated within such measures. 

c. The papers should consider ways of promoting policy initiatives and development 
by companies in relation to equal opportunity mainstreaming. 

d. In the context of ongoing restructuring in the steel industry, the papers should 
consider policies that take into account the differential impact of these 
developments on different social groups. 

e. The papers should advise trade unions on approaches to questions relating to 
equal opportunities and diversity management, with a view to developing a uniform 
best practice approach across Europe. 

 
6. Resources and Tools: A report should be made that outlines clearly, where further 

research might be commissioned, equality audits conducted and further funding accessed 
to tackle questions relating to different dimensions of equal opportunities in the European 
steel industry. 
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PART TWO 
 
Work Package Three and Four: Development Proposals 
 
From the recommendations made in Part One of this report, project partners agreed the 
following on the development of work packages three and four: 
 

• An EQUALITY AND DIVERSITY AWARNESS programme will be developed, which 
will: 

o comprise a set of booklets; 
o the content will include information on legislation and regulation (from EC 

directives) and a discussion of equality and diversity principles; 
o the facilitator’s handbook will comprise a set of vignettes drawn from the 

research and other sources. 
 

• The products need to be aimed at several audiences:  
o Human Resource Managers 
o Trainers 
o Trade Unions 
o the project Target Groups 
 

• The products will have two formats: 
o Paper based. 
o On-line 
 

• The products will be developed in two languages: 
o English 
o TBC 
 

• The training programme should be for a half-day course, which can be condensed to a 
one hour briefing. 

 
• The materials should be designed to be used as a stand-alone programme or to 

integrate with other training programmes operated by steel companies, such as, for 
example, teamwork training or health and safety. 

 
In addition, IDEC presented two platforms for the development of the on-line product: 
 

• HTML – text based. 
• Macro-media flash – text and images. 

 
Several observations were made by the partners on the platforms and on-line learning: 

 
• The on-line version should include different levels of complexity to meet the needs of 

different work groups. 
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• On-line learning has a high attrition rate and students require clear guidance. Learners 
might use on-line learning at a learner centre or in an isolated way. The piloting will be 
able to test the effectiveness of the materials in this respect. 

• The steel industry experiences problems of low levels of literacy and low levels of 
computer literacy among some groups – particularly among the more mature workers. 
The macro-media flash version might engage more learners than a text version. In 
particular, technical data is not particularly user-friendly for some groups. 

• Piloting of on-line materials might not be possible in Poland or Czech Republic 
because of low levels of IT resources. 

 
 
Work Package Three and Four: European Steel Industry Equal Opportunities Issues 
 
The decision of the partners from the recommendations made by the project research team in Part 
One of this report is to develop a generic equality and diversity awareness programme. However, 
whilst the programme should be generic, it should also, where possible, reflect the specific needs 
of the European steel industry. To this end, the following is a summary of the research conducted 
for work packages one and two and the way it might inform the content of the programme. 
 
The Changing Industry Context 
 
The steel industry has experienced much change in recent times, and will continue to undergo 
change in a number of ways. It is important that the work package three and four materials 
reflect industry developments and what they mean for equality and diversity in the 
European steel industry. 
 
The work package three and four programmes should make clear the changing context within 
which steel workers can expect to work. The industry is predominantly populated by men aged 
forty years plus. Many of these men were recruited from the locality within which a steel plant is 
situated, and with limited experiences of formal education. In some countries, migrant workers 
populate the less skilled occupations within the industry. A number of issues are raised by the 
socio-demographic profile that predominates within the industry, with subsequent developments in 
the industry’s patterns of recruitment and retention: 

 
a. Previous patterns of recruitment, which have favoured generations of family and 

poorly educated and qualified workers, have implications for the development of 
the materials. Further, some mature workers have limited experiences of formal 
education and learning. Low levels of literacy among some groups of worker 
would seem to favour the development of materials that rely on images to 
deliver equality and diversity messages. 

 
b. A similar case to that outlined above can be made for migrant workers, where the 

first and second generations tend not to speak the language of the host country. 
Evidence from Bremen suggests that language difficulties are a barrier to training. 
The project can only afford to develop the materials in their entirety in two 
languages: English and one other, yet undecided. However, with careful use of 
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different materials, such as the use of images, funds may be released for the 
development of materials into other languages. The likelihood that the materials 
will only be developed in two languages would seem to favour the 
development of materials that rely heavily on images. 

 
c. The massive changes that the industry has experienced recently have implications 

for patterns of recruitment to the industry. The industry is beginning to recruit from 
a wider pool of talent. The industry needs to lower its age profile and replace 
workers nearing retirement. It also needs to recruit more highly qualified workers 
to cope with new more sophisticated customer demands, commercialisation, new 
technologies and new ways of working. New patterns of recruitment have three 
specific implications for the development of the EDLESI materials: 

 
i. It is increasingly likely that more women will be recruited to the industry 

and that they will be located in a wider range of positions/occupations than 
was the case previously. These patterns have to be assessed 
comparatively and historically. In Eastern and Central Europe, for 
example, women have long been recruited in greater numbers than that in 
Western Europe. On accession to the EU of Eastern and Central 
European countries, the gender profile of the EU industry changed 
dramatically. It is important that the materials highlight the likelihood 
of change in the socio-demographic profile of the industry, which is 
part of wider industry developments. 

ii. It is increasingly likely that ethnic minority groups will be recruited to the 
industry and located in a wider range of positions/occupations than was 
the case previously. At the same time it is likely that some low skilled 
migrant groups may begin to exit the industry or that a broader set of 
changes might alter the racial/ethnic profile of the industry in some 
countries. In the Czech Republic, for example, the collapse of the 
Communist regime in 1989-90 saw the repatriation of hundreds of steel 
workers who had migrated from Vietnam. It is important that the 
materials highlight the likelihood of change in the socio-
demographic profile of the industry, which is part of wider industry 
developments. 

iii. The recruitment of (a possibly diverse set of) young people to the industry 
with different experiences of education when compared with more mature 
members of the workforce will have implications for traditional ways of 
teaching and learning in the industry. At the AST-TKS plant in Terni, Italy, 
for example, the age profile of the industry has decreased in a relatively 
short-time. It is important that the materials be developed in ways that 
appeal to different types of learner with different experiences of 
education and learning. 

 
d. The developments outlined above mostly take place over significant periods of 

time and for some companies such issues are only just beginning to become 
important. Arcelor, for example, the biggest steel producer in Europe has only just 
appointed a team to oversee equality issues within the company. In comparison, 
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Corus, the second largest producer in Europe, has much more developed 
approach to such issues. In other countries, such as the Czech Republic, for 
example, the company Poldi operates no distinct policy with regard to equal 
opportunities. A more general concern is that whilst moral and ethical issues 
might form the foundation of the EDLESI products, to fully engage steel 
producers and steel/metals trade unions from across Europe the products 
must also reflect the business case. 

 
Equal Opportunities Issues in the European Steel Industry 
 
The EDLESI research covers six countries: Czech Republic, France, Germany, Italy, Poland and 
the United Kingdom. Numerous equality and diversity issues have become apparent during 
the programme of research and it is important that work packages three and four reflect the 
‘real’ experiences of those working in the steel industry: 
 

1. Sexual Harassment: It has become evident that instances of sexual harassment occur in 
the steel industry workplace. In one case, a female engineer made two complaints to the 
Human Resources Department. The first complaint was with reference to inappropriate 
remarks and the second was with reference to inappropriate physical contact. In another 
case, a female worker complained to the trade union that one of its officials had made 
inappropriate advances. In this particular case, the partner of the offended party became 
involved and ‘legal action’ was threatened. Both cases were however, dealt with internally 
to the satisfaction of the offended parties. Further, at a number of plants it seemed that 
some sexual banter occurred. It was not clear that this intimidated workers in any way, but 
there was limited awareness on the part of male workers that there was some possibility of 
offence being taken. There was awareness among women of the sexual banter, but they 
seemed confident that they could handle such situations. 

 
2. Racism: A number of occurrences of racist behaviour became apparent. In some cases 

such behaviour was explicit, whereas in others it was an implicit part of behaviour and 
policy. At the Arcelor plant (Sollac Méditerranée, Fos-sur-Mer), for example, a migrant 
worker from North Africa was racially abused by a colleague. Racist remarks were made 
and racist materials were left on the desk and computer. Following complaints the 
offending worker was dismissed. At the same plant, it was also clear that migrant workers 
from white racial groups did not view racism within the plant to be the same problem that it 
was for black workers. 

 
3. (Direct and In-direct) Discrimination: It was evident at a number of plants that workers – 

particularly by gender, but also by race and disability – were discriminated against in the 
workplace. For example, in the Czech Republic and Polish plants, women comprise up to 
a third of the production (or manual worker) workforce, mostly within the warehouse or 
operating cranes. However, the terms and conditions of women’s employment was often 
less favourable than for men’s – even for like-for-like employment. Elsewhere, there is 
clear evidence of vertical and horizontal discrimination, with women mainly confined to 
administrative and domestic occupations and much less likely to work in production. 
Where women do work in production there is often resentment. In Germany, for example, 
the programme of restructuring and rationalisation at Arcelor Stahlwerke Bremen has 
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caused male workers to resent the presence of women on the shop-floor, because they 
are taking “men’s jobs”. Further, a highly qualified female engineer negotiated individually 
a pay deal, but knows she is being paid less than male colleagues. However, her contract 
stated that she was not allowed to talk to anyone about her pay deal. In France, a female 
team-leader was accused by a team-member of achieving the position by offering sexual 
favours. In the Czech Republic, a young female administrator was told by her manager 
that she would have difficulty operating a computer because she was a woman. 

 
Disabled workers face particular types of discrimination. Legislation in many countries 
requires that employers employ a certain percentage of the people with disabilities. 
However, some companies, for example, Sollac Méditerranée, would rather incur a fine 
than recruit disabled workers: “This company has a policy of not recruiting disabled 
people” (Trainer Interview 2006). Elsewhere, at Stahlwerke Bremen, an intensive 
restructuring programme, “FIT”, ran between 2002 and 2005. The aim of the programme 
was to reduce costs by 40 per cent, which involved cutting 1,618 jobs via early retirement 
schemes, voluntary redundancy and reductions in working time. This was achieved without 
a single forced redundancy, but has had particular implications for disabled workers. 
Disabled workers now find themselves in more vulnerable situations as a result of the FIT 
programme. They have often been relocated as part of the programme’s broader strategy 
to areas of the plant that do not make allowances for their disability. Moreover, disabled 
workers complain that they feel insecure about their future and say nothing when the 
workload is too much for them (resulting in accident or illness) or do not go to the doctor 
when the need arises. Indeed, one worker who became disabled through work and 
received a certificate from a doctor outlining what he could and could not do, was told by 
the supervisor: “What am I supposed to do with him? A one-year apprentice can do more 
than him” (Disabled Worker Interview 2006). 

 
4. Bullying: There was evidence of bullying at several plants. Bullying took several forms and 

in one particular instance of assault, the incident could be viewed in terms of wider 
globalisation debates and issues of cultural convergence and divergence. The latter 
example, relates to the broader process of merger and acquisition within the industry. The 
steel producer Mittal, the world’s most global producer, which is owned by the Mittal family, 
who are of Indian origins, has purchased heavily in Poland and introduced managers of 
Indian (and Hindu) origins to the plants it now owns. Mittal has been careful to offer cultural 
awareness training to overcome any problems that might arise from cultural differences. 
However, a driver at one of the purchased steel plants was assaulted by a manager of 
Indian origin for refusing to drive eighty kilometres late at night after a long day. Whilst this 
incident might be viewed to result from cultural differences, this is only one interpretation of 
these events. Nonetheless, this was how it was viewed by the Polish workers and the 
incident in itself is a case of bullying. Further, at AST-TKS, in Terni, it was clear that 
production workers with disabilities had been bullied by a team manager and verbally 
abused. The workers subjected to this abuse were too scared to complain and said they 
were simply thankful for their jobs. 

 
5. Work-Life Balance: The nature of steel production is what makes it seemingly resistant to 

the introduction of work-life balance (WLB) arrangements. However, the industry faces a 
set of external pressures for the introduction of such arrangements, in particular those 
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related to the application of European laws on employment equality. Further, the industry 
faces a series of internal pressures to adopt WLB arrangements. The pressure for such 
arrangements to be introduced is likely to come to the fore as the composition of the 
workforce develops beyond its traditional profile. The precise emphasis for the introduction 
of such arrangements will be shaped by the way in which the workforce reconfigures. The 
perceived stability of the workforce as an aged and overwhelmingly male workforce is 
shifting. The industry is recruiting young and more highly qualified individuals and there are 
some indications that women’s employment in production areas is becoming increasingly 
likely. These workers are likely to carry different expectations of work-life boundaries, and 
thus pressurise for change. At present however, the industry fails to engage fully with the 
WLB agenda. In Fos, men are discouraged from taking part time work to share child care 
because of negative consequences for their career whilst women are encouraged to work 
part time when they have children because it is felt that they can no longer perform 100% 
full time. Previous research has highlighted that the way training is arranged in Germany 
and the Netherlands following a shift militate against those with caring responsibilities and, 
in particular, women’s career progression. 

 
6. Equal opportunities policy: Corus is the only case-study company that at present operates 

a distinct equal opportunities policy and an equal opportunities training programme. 
Arcelor was, at the time of interview, in the process of developing a policy. No distinct 
policy is in evidence at any of the other case study plants and no other company with the 
exception of Corus operates a training programme that deals with equal opportunities. S-W 
Bremen has, however, negotiated agreements in the Works Council on work-life balance 
and racism. It is clear that EU directives on equal opportunities have been slow to take 
hold within the steel industry. Whilst at a sector level, the EMF operates a women’s and 
equality committees, at a company level such issues remain only an implicit part of the 
employment contract, labour-code and collective agreements. Often, such contracts, 
codes and agreements will contain articles, which promote forms of direct and in-direct 
discrimination, such as those that prevent women working shifts. 

 
 
Assessment: 
 
The products that are developed for work packages three and four should be set within the broader 
context of the industry and the experiences of the workers employed to the industry. It is clear that 
the process of restructuring that the industry has experienced in recent times has equal 
opportunities and equality and diversity implications for the industry. The EDLESI products must be 
placed fully within this context, which is the same for the majority of companies across Europe, 
particularly when considered within the more general processes of internationalisation and 
globalisation affecting the industry. Further, it is clear that the project target groups are subject to 
policies and practices that impact negatively on their working lives. In order for the products to be 
engaged with and for the products to be as fully pan-European as possible, it is necessary for a 
generic programme to be produced. However, it is also important that the specific experiences of 
those interviewed as part of the case studies, such as those outlined above, be reflected in the 
products. 
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Four:   
 

Interview Schedules 
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Schedule 1: INTERVIEW WITH HR MANAGER (with responsibility for equal 
opportunities policy) OR EQUAL OPPORTUNITIES MANAGER 

 
Company: 
 
Address: 
 
 
Name: 
 
Age: 
 
Gender: 
 
Country of Birth: 
 
How would you describe your ethnic background? 
(Self classification: e.g. White, Mixed, Asian, Black, Chinese, Other) 
 
Disability? *Yes / No Type:_____________________ 
(*Please delete as appropriate. If yes please state type of disability in space provided) 
 
Job Title: 
 
Section: 
(e.g. Furnace, Mill, Lab, Warehouse, etc.) 
 
Length of Service: 
 
 
 
 
 
 

Interview Venue: 
 
Date: 
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PART 1: COMPANY PROFILE 
 
1. What does this plant produce (e.g. slab, hot-rolled, cold-rolled, wire, rod, coated)? What is its 
main business? 
 
2. Does the company have interests in other European countries? 
 
3. Does the company have interests in other countries outside Europe? 
 
4. How many people does the company employ at this plant? 
 
5. How many people does the company employ in this country? 
 
6. How many people does the company employ in Europe? 
 
7. How many people does the company employ globally? 
 
8. What is the distribution of the workforce across occupational categories at this plant, i.e. how 
many in production, how many engineers, how many in commercial, how many in management 
and administration? 
 
9. What is the typical social demographic profile of the occupational categories (e.g. engineers 
are predominantly white, male, middle-aged; admin. is white, female, young). 
 
10. How many women work at the plant/also by occupational category? 
 
11. How many people from ethnic minorities work at the plant/also by occupational category? 
 
12. From which ethnic minorities are people employed? 
 
13. How many disabled workers work at the plant/also by occupational category? 
 
14. What is the average age of the workforce? Does it differ much by occupational category? 
 
 

PART 2: CONTRACT WORKERS 
 
1. Does the plant use contract labour? In what areas? How many? (preferably by area) 
 
2. What services at the plant outsourced (e.g. cleaning and catering) and why are they 
outsourced? When did outsourcing of these services begin? What happened to the previous 
employees? 
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3. How do the terms and conditions of contract workers differ, if at all, from workers employed 
directly by the company? 
 
4. In what ways does the company monitor the terms and conditions of those workers it employs 
on a contractual basis (from employment agencies or other companies)? 
 
[NB. Ask whether the company monitors the numbers and profile of contract workers as well e.g. 
how many, how many women/men, ethnic minority etc.] 
 
5. What kind of benefit or employment protection do contract workers receive as a result of 
working for this company? 
 
 
PART 3: COMPANY POLICY 
 
1. How would you define equal opportunities? 
 
2. What are the company’s priorities in relation to equal opportunities? 
 
3. Does the company have a published policy on equal opportunities? If not, is there a labour 
code, labour law that protects the rights of workers by virtue of gender, age, disability or ethnicity? 
 
4. How does the company review its equal opportunities policy (or labour law) and how often is 
this done? 
 
5. How is company policy on equal opportunities (or labour law) disseminated to staff? 
 
6. How does the company promote equality within the organisation? E.g. awareness raising, 
seminars, staff handbooks. 
 
7. Does your company have a specific policy on bullying/harassment and sexual harassment? 
 
8. Are equal opportunities policies (or labour law) normally discussed and/or agreed with the 
trade union(s) before sign off. 
 
 
PART 4: RESPONSIBILITY FOR EQUAL OPPORTUNITIES 
 
1. Who has overall responsibility for equal opportunities (labour codes/law/collective 
agreements), and at what level within the company? 
 
2. If different from the interviewee: 
 
2.1 Approximately how much of this person’s time is spent on equal opportunities issues? 
 
 2.2 Is this person a budget holder? 
 



 

 219

Or If the interviewee:  
 
2.3 How much of your time is devoted to equal opportunities issues? 
 
2.4 Are you a budget holder? 
 
3. What department/division of the company has responsibility for equal opportunities issues? 
 
4. How many people work on equal opportunities? Please specify for full-time and part-time 
(project basis, committees/councils). 
 
5. Does anyone have the specific job of keeping up to date with legislative requirements and 
ensuring that the company adopts these as standard practice? 
 
6. In your view what has been the influence of European Union equal opportunities policy on (a) 
your country and (b) your company? 
 
7. Do equal opportunities form part of collective agreements? (e.g. on pay, anti-discrimination) 
 
 

PART 5: DATA/MONITORING 
 
1. What personnel data relating to equal opportunities are collected by the company? 
E.g. 
Gender 
Ethnicity 
Age 
Staff with disabilities 
 
2. Is this information used to monitor progress in equal opportunities? 
E.g. 
Pay (including effects of overtime pay and shift pay etc) 
job/grade segregation 
recruitment/promotion 
Access to/take up of training 
Type of employment contract – full time/part time, permanent/temporary 
 
3. Are the data published? In an annual report, made available to staff, the trade unions, or 
reported to any government body? 
 
4. Is any qualitative monitoring carried out within the company? 
E.g. 
Attitude surveys 
Focus groups (m, f, mixed) 
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5. Does the company monitor its own performance against external competitors or standards? If 
so, how? 
 
 
PART 6: RECRUITMENT 
 
1. In what way does the company promote itself externally as an equal opportunities employer? Is 
it an equal opportunities employer? 
 
2. Does the company take into account diversity issues when deciding how to advertise posts? 
How does the company advertise for staff? 
 
3. Does the company operate standard (competency-based) selection procedures across the 
organisation? Please give details. 
 
4. Has the company scrutinised its procedures and job requirements to remove any that may 
discourage or prevent particular groups from applying? 
 
5. Does the make up of all interview panels take account of diversity, e.g. ensuring that panels 
have both women and men? 
 
6. Has the company made a specific effort to recruit from non-typical labour sources to meet skills 
needs or shortages? If so, how? 
 
7. What is the process of termination of employment? Is there an appeal procedure for 
employees? 
 
 
PART 7: EQUAL PAY 
 
1. Are you confident that you are paying all staff (regardless of gender, ethnicity etc.)  equally for 
the same, or equivalent jobs? 
 
2. How do you ensure that you are paying men and women, for example, equally for doing the 
same or equivalent jobs?  
 
3. Has the company ever carried out an equal pay review or audit? How often are these carried 
out? Did they reveal any discrepancies based on gender/ethnicity/age/disability? 
 
4. Does the company use job evaluation as a tool for pay determination? If so, is this a helpful 
tool in ensuring equal pay? 
 
 
PART 8: TRAINING NEEDS 
 
1. How are training needs established in the firm?  
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2. How are they established for the following groups? 
 
a. Managers 
b. Supervisors 
c. Operatives  
 
Prompt – through appraisal interviews, by immediate superior etc. 
 
3. How are training needs to promote equality and diversity identified? 
 
4. Do any of the following groups of employees have particular training needs? 
 
a. Older workers 
b. Women  
c. Individuals from particular ethnic groups 
d. Individuals with few skills or qualifications 
e. Disabled employees 
f. Any other groups 
 
5. Does the company have any scheme for identifying those with management potential? If so, 
how does this work? 
 
 
PART 9: TRAINING/CAREER DEVELOPMENT 
 
1. What do you feel are your training needs? 
 
2. What training have you had in relation to equality and diversity? 
 
3. What further training, if any, do you need to promote equality and diversity? 
 
4. What training have trainers had in relation to equality and diversity? What is supplied by the 
company in this respect? 
 
5. What further training do trainers need to promote equality and diversity? 
 
6. What training have trade union representatives had in relation to equality and diversity? 
How much of this training is provided by the company? 
 
7. What training have employees (target groups) had in relation to equality and diversity? 
 
8. What further training do trade union representatives need to promote equality and diversity? 
 
9. What further training do employees (target groups) need to promote equality and diversity? 
 
10. Is training compulsory? Why might people not participate? 
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11. Are there any training programmes offered by the company that focus specifically on particular 
social groups? E.g. Age, ethnicity gender. If so please provide details. 
 
12. Does the company run training courses on equal opportunities? 
 
For managers 
For female employees 
For all employees  
 
 If so, please give details 
 
13. Does the company have any equality and diversity targets in terms of those taking up 
training? 
 
14. Are there any restrictions on access to training? E.g. part timers 
 
15. Is there any encouragement for staff to take up training for jobs not typically done by that 
group. E.g. encouraging women to train for jobs traditionally occupied by men? 
 
16. Does your company offer diversity training to managers and front line staff? 
 
17. Does the company offer any language training courses for migrant workers? 
 
18. Does the company use in-house or external providers, or a combination of both, for these 
courses? Please give some details.  
 
19. When organising training, are any efforts made to accommodate those with domestic 
commitments? E.g. flexible timing of training, childcare arrangements. Please provide details. 
 
20. Is careers advice available for all staff? If so, please provide details. 
 
21. Does the company operate any kind of mentoring scheme? If so, how does this work? 
 
 
PART 10: WORK/LIFE BALANCE 
 
1. Have questions related to work/life balance been raised in the company? If so, please provide 
details.  
 
2. Does the company offer employees any flexible working arrangements? Who takes them up? 
  E.g. 

Staggered hours 
Compressed working hours 
Job sharing 
Part-time work 
Flexible working hours 
Shift working 
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Shift swapping 
Time off in lieu 
Self rostering  
An annual hours system 
Term time working 
Working at or from home 
Breaks from work 
Career breaks, sabbaticals 
Menu of flexible working options (cafeteria benefits-pick and mix) 

 
3. Please give details about the distribution of flexible working across gender, disability, age and 
ethnicity. 
 
4. Does the company offer any assistance for those with domestic responsibilities? ‘Family 
friendly’ policies, e.g. workplace nursery, childcare vouchers, parental leave above the legal 
minimum etc. 
 
5. Are these flexible working options available at senior levels as well as more junior ones? 
 
6. In your opinion, would staff at senior levels be likely to avail themselves of flexible working 
arrangements similar to those available to other staff or would they have their own arrangements? 
 
7. How are the flexible working options communicated to staff? 
 
8. In view of arguments about a long hours culture, in your opinion does this company have such 
a culture?  
 
 
PART 11: MANAGEMENT 
 
1. In your view do line managers regard equal opportunities as their responsibility? If not, why 
not? If so, how is this done? 
 
2. What, if any, performance targets in relation to equal opportunities form part of a line 
manager’s annual appraisal?  
 
 
PART 12: SOCIAL DIALOGUE 
 
1. Is any area of equal opportunities covered by collective agreements with workers’ 
representative bodies or union(s)? If so, at what level are these agreements made - national, 
sector/industry, company, other? 
 
2. Has equal opportunities ever been an issue for discussion at negotiating meetings with 
workers’ representative bodies or union(s) at any level? Please provide details. 
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3. Are there any joint committees or cooperative ventures between union(s) and management (at 
works council level or other) within the company relating to equal opportunities? If so, please 
provide details. 
 
4. If appropriate, has equal opportunities ever been an issue for discussion at meetings of the 
European Works Council? If so, please give details. 
 
5. How are staff complaints of unfair treatment dealt with within the company? 
 
6. Have workers’ representative bodies or union(s) assisted in developing policy on equal 
opportunities (or labour law)? If so, in what way? 
 
7. What could the workers’ representative bodies or union(s) do that is not currently done that 
would assist in improving equal opportunities within the company? 
 
 
PART 13: ASSESSMENT 
 
1. Over the last year what would you say has been the most effective development that 
addresses the question of equality and diversity? 
 
2. Over the last year what would you say has been the largest problem in addressing the 
question of equality and diversity? 
 
3. Over the last five years, how would you assess how things have changed (if at all) in relation to 
equal opportunities within the company? 
 
4. In your view, what could the union/company/employees do to improve equality/equal 
opportunities in the company? 
 
 
PART 14:  CONCLUSION 
 
1. Is there anything else you would like to add? 
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Schedule 2: INTERVIEW WITH TRADE UNION OFFICIAL 
 

Company: 
 
Address: 
 
 
Name: 
 
Age: 
 
Gender: 
 
Country of Birth: 
 
How would you describe your ethnic background? 
(Self classification: e.g. White, Mixed, Asian, Black, Chinese, Other) 
 
Disability? *Yes / No Type:_____________________ 
(*Please delete as appropriate. If yes please state type of disability in space provided) 
 
Job Title: 
 
Section: 
(e.g. Furnace, Mill, Lab, Warehouse, etc.) 
 
Union: 
 
Length of Service 
   Union: 
 
   Job: 
 
 
 
 
 
 

Interview Venue: 
 
Date: 
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PART 1: UNION PROFILE 
 
1. What is the name of your union? 
 
2. How many members does the union have in this plant? 
 
3. How many members do you represent in the company? 
 
4. What is the typical (social demographic) profile of the occupational categories  in the plant (e.g. 

engineers are predominantly white, male, middle-aged; admin. is white, female, young). 
 
5. What proportion/numbers of the membership are female? Where do they typically work?  
 
6. What proportion/numbers of the membership are ethnic minorities/migrant workers at the 

plant? Where do they typically work?  
 
7. What proportion/numbers of the membership are classified as disabled workers? Where do 

they typically work?  
 
8. What is the average age of the union membership at the plant?  
 
 

PART 2: CONTRACT WORKERS 
 
1. Does the plant use contract labour? In what areas? How many? (preferably by area) 
 
2. Does the union represent these workers? If yes, please explain.  
 
3. If yes, how do the terms and conditions of contract workers differ, if at all, from workers 

employed directly by the company? 
 
 
PART 3: UNION POLICY 
 
1. Does the union have a policy on equal opportunities? Is there a labour code/law that 
deals with equality issues? If so, please provide details. 
 
2. How would you define equal opportunities? 
 
3. What are the union’s priorities in relation to equal opportunities? 
 
4. How does the union review its equal opportunities policy (or in its absence, any similar 
policy/law) and how often is this done? 
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5. How is union policy on equal opportunities (or in its absence, any similar policy/law) 
disseminated to members? 
 
6. How does the union promote equality within the organisation? E.g. awareness raising, 
seminars, handbooks. 

 
7. Who has overall responsibility for equal opportunities, and at what level within the union? Is 
this position always held by a female representative? Who else has equality and diversity as part of 
their brief? 
 

 
PART 4: DATA/MONITORING 
 
1. Does the union collect membership data within the company relating to equal opportunities? 
E.g.  

Gender 
Ethnicity 
Age 
Staff with disabilities 

 
2. Are the data published? In an annual report? How is it made available to members? Is it made 
available to others? 
 
3. How is the data used, if at all? 
 
 
PART 5: REPRESENTATIVENESS 
 
1. What percentage of your union officials are female/migrant/ethnic minority/disabled/young/old?  
 
2. As a union, do you monitor the composition of workers’ representative bodies and union 
committees (i.e. socio-demographic profile)? E.g. what proportion and number of women 
migrant/ethnic minority/disabled/young/old are on such bodies and committees? 
 
3. What measures/procedures do you take to ensure proportional representation on workers’ 
representative bodies and union committees? 
 
4. Does the union have any equal rights-related groups within the organisation (either formal 
parts of the structure or self-organised), such as women’s sections, youth sections (either at 
company or other levels)? 
 
 
PART 6: TRAINING NEEDS 
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1. How are training needs established by the union?  

 
2. How are training needs to promote equality and diversity identified? 

 
3. Do any of the following groups of employees have particular training needs? 

 
a. Older workers 
b. Women  
c. Individuals from particular ethnic groups 
d. Individuals with few skills or qualifications 
e. Disabled employees 
f. Any other groups 

 
 
PART 7: TRAINING 
 
1. Does the union run training courses on equal opportunities for representatives? If so, please 
provide details. 
 
2. Does the union use in-house or external providers for these courses? If so, please provide 
details. 
 
3. What training, if any, have you had in relation to equality and diversity? 
 
4. What further training, if any, do you need to promote equality and diversity? 
 
5. What training have union trainers had in relation to equality and diversity? 
 
6. What further training do union trainers need to promote equality and diversity? 
 
7. What training have trade union representatives had in relation to equality and diversity? 
 
8. What further training do trade union representatives need to promote equality and diversity? 
 
9. Are there any training programmes offered by the union that focus specifically on particular 

social groups? E.g. Age, ethnicity gender. If so please provide details. 
 
10. Does the union  run training courses on equal opportunities? 
 

For members 
For female members 
For other members  

 
 If so, please give details 
 
11. Does the union have any equality and diversity targets in terms of those taking up training? 
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PART 8:  SOCIAL DIALOGUE 
 
1. Is any area of equal opportunities covered by collective agreements with the company? If so, 
at what level are these agreements made - national, sector/industry, company, other? 
 
2. Has equal opportunities ever been an issue for discussion at negotiating meetings with the 
company at any level? 
 
3. Has the union or works council engaged in negotiations with the company on any of the 
following: 
  Parental leave 
  Equal pay 
  Sexual harassment at the workplace 
  Discrimination against women/ethnic minorities/old/disabled during recruitment 
 
4. Are there any joint committees or cooperative ventures between the union(s) and 
management (at works council level or other) within the company relating to equal opportunities? 
 
5. If appropriate, has equal opportunities ever been an issue for discussion at meetings of the 
European Works Council? 
 
6. Has the EWC engaged in discussion of any of the following: 
  Parental leave 
  Equal pay 
  Sexual harassment at the workplace 
  Discrimination against women during recruitment 
 
7. Has a workers’ representative body or the union assisted in developing company policy on 
equal opportunities? If so, in what way? 
 
8. What could the company do that is not currently done that would assist in improving equal 
opportunities within the company? 
 
9. Does the company provide the workers’ representative body and/or the union with regular data 
on equal opportunities related staff issues (Please provide details)  
 
  E.g. breakdown of staff: 
  m/f  
Ethnicity 
Age 
Staff with disabilities 
  and referred to: 
    Pay (including effects of overtime pay and shift pay etc) 
    Job/grade segregation 
    Recruitment/promotion 
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    Access to/take up of training 
Type of employment contract – full time/part time, permanent/temporary 
 
 
PART 9: GRIEVANCES 
 
1. How are staff complaints of unfair treatment dealt with within the company? 
 
2. In the last year, how many cases of unfair treatment has the workers’ representative body 
and/or union been involved with? 
 
3. What are the most common equal opportunities issues when representing members in 
grievances with the company? 
 
4. What is the process of termination of employment? Is there an appeal procedure? 
 
 
PART 10: PAY 
 
1. Are you confident the company is paying all staff equally for the same, or equivalent jobs 
(regardless of gender, ethnicity etc)? 
 
2. If no, what measures are being taken to address such inequalities? 
 
3. Does the workers’ representative body and/or union support equal pay reviews or audits? 
 
4. Does the workers’ representative body and/or union advocate the use of job evaluation within 
the company? 
 
 
PART 11: WORK/LIFE BALANCE 
 
1. Has the workers’ representative body and/or union ever identified flexible working 
arrangements as a negotiating objective? 
  E.g. 

Staggered hours 
Compressed working hours 
Job sharing 
Part-time work 
Flexible working hours 
Shift working 
Shift swapping 
Time off in lieu 
Self rostering  
An annual hours system 
Term time working 
Working at or from home 
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Breaks from work 
Career breaks, sabbaticals 
Menu of flexible working options (cafeteria benefits-pick and mix) 

 
2. Has the workers’ representative body and/or union ever identified ‘family friendly’ policies as a 
negotiating objective, e.g. workplace nursery, childcare vouchers, parental leave above the legal 
minimum etc. 
 
3. In view of arguments about long hours culture, in your opinion does this company have such a 
culture?  
 
PART 12: ASSESSMENT 
 
1. Over the last year what would you say has been the most effective development that 
addresses the question of equality and diversity? 
 
2. Over the last year what would you say has been the largest problem in addressing the 
question of equality and diversity? 
 
3. Over the last five years, how would you assess how things have changed (if at all) in relation to 
equal opportunities within the company? 
 
4. In your view, what could the union/company/employees do to improve equality/equal 
opportunities in the company? 
 
 
PART 13: CONCLUSION 
 
1. Is there anything else you would like to add? 
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Schedule 3: EMPLOYEES (PANEL) INTERVIEW SCHEDULE 
 

Company: 
 
Address: 
 
 
 
For Each Interviewee 
 
Name: 
 
Age: 
 
Gender: 
 
Country of birth: 
 
How would you describe your ethnic background? 
(Self classification: e.g. White, Mixed, Asian, Black, Chinese, Other) 
 
Disability? *Yes / No Type:_____________________ 
(*Please delete as appropriate. If yes please state type of disability in space provided) 
 
Job Title: 
 
Section: 
(e.g. Furnace, Mill, Lab, Warehouse, etc.) 
 
Length of Service: 
 
Qualifications on entry (dates): 
 
 
 
Qualifications acquired since entry (dates): 
 
 
 

Interview Venue: 
 
Date: 
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Maximum of five panels: gender, young, age, ethnicity/migrant, disabled: The generic questions 
are in bold. 
 
 
PART 1: PERSONAL CAREER 
 
Q.1.  Can you tell me when you first came to work here, and in what capacity? What do 
you do now? 
 
Checklist:  
 
Q.2. Can you remember how you heard about the job vacancy? If so please provide details. 
 
Q.3 Who interviewed you for the job and how was the interview organised? (e.g. how many 
were on the panel, m/f breakdown of panel, did you sit a test, etc.) 
 
Q.4 Has your work/job changed over time and if so how? (for example, working hours, skills, 
responsibility, type of work) 
 
Q.5 Have you taken any career breaks – family or caring responsibilities for example? 
(If so how was this organized/arranged? How much time did you have away from the workplace? 
Was it easy/straightforward to return?) 
 
Q.6 Where do women/disabled/young/old/migrant workers tend to be concentrated in the 
plant/what work do they do? 
 
 

PART 2: TRAINING 
 
Q.1 What training takes place in the plant/company and how is it done? Can you give 
some examples of training you have undertaken? 
 
Checklist:  
 
Q.2. How difficult is it to get on training courses? What are the procedures? Who decides?  
 
Q.3 Is it possible to apply for training in areas outside your current areas of expertise? If so 
have you ever applied? E.g. Clerical worker seeking training in a technical area.  
 
Q.4 Would you have applied for training if there had been additional facilities available? E.g. 
flexible timing, childcare arrangements. 
 
Q.5  Have you ever not completed training courses or development plans? If so, why? 
 
Q.6 Have you ever had careers advice within the company? If so please provide details.  
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Q.7. What, if anything, has ever prevented you from participating in or completing a programme 
of training? 
 
 
PART 3: TRAINING NEEDS 
 
Q.1. What do you believe are the training needs at this plant? 
 
Checklist:  
 
Q.2. Do you have particular training needs? 
 
Q.3. How are training needs established in the firm?  
 
Q.4. How are training needs to promote equality and diversity identified? 
 
Q.5. Does the company have any scheme for giving advice on career progression?  
      If so, how does this work? 
 
Q.6. What training have you had in relation to equality and diversity? 
 
Q.7. What further training, if any, do you need to promote equality and diversity? 
 
Q.8. Is training compulsory? Why might people not participate? 
 
Q.9. Are there any training programmes offered by the company that focus specifically on 
particular social groups? E.g. Age, ethnicity gender. If so please provide details. 
 
Q.10. Are there any restrictions on access to training? E.g. part timers 
 
Q.11. Is there any encouragement for staff to take up training for jobs not typically done by that 
group. E.g. encouraging women to train for jobs traditionally occupied by men? 
 
Q.12. Does the company offer any language training courses for migrant workers? 
 
Q.13. When organising training, are any efforts made to accommodate those with domestic 
commitments? E.g. flexible timing of training, childcare arrangements. Please provide details. 
 
Q.14. Does the company operate any kind of mentoring scheme? If so, how does this work? 
 
 
PART 4: GRIEVANCES 
 
Q.1. Have you ever had a grievance during employment here? If yes, please provide 
details. If no, what do you understand a grievance to be? Please give examples. 
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Checklist 
 
Q. 2. If you had a grievance, who would you raise it with and why? 
 
Q. 3.  What procedures/policies are in place to deal with grievances? 
 
 
PART 5: EQUAL OPPORTUNITY ISSUES 
 
Q.1. How do you define equal opportunities?  
 
Q. 2. Have you experienced any particular problems in your work, which you think are 
connected to equality or do you know of anyone else who has had such an experience,? If 
so, how have these been addressed/resolved?   
 
Checklist 
 
Q.3. Are you aware of any equality policies that the company has? (Can you give examples?) 
Are there policies (at company, sector, state or EU level e.g. labour codes) that protect workers by 
virtue of their gender, ethnicity, age or ethnicity? (Examples) 
 
Q.4. Have you ever attended any seminars/discussion-groups/training on equal opportunities? 
(Within or outside the company) If so please provide details. 
 
Q.5. In your judgement, how effective is the company in dealing with equal opportunities 
policies?   
 
Q.6. Have you ever raised (with the workers’ representative body and/or the union, or with the 
company) a general problem about equal opportunities? If yes please provide details. 
 
Or 
  
If you had an equal opportunities problem who would you raise it with? Why? 
 
 
PART 6: UNFAIR TREATMENT 
 
 
Q. 1. Do you think people in this company are ever treated differently because they are a 
woman, disabled, ethnic minority, mature/young? If yes, please give examples. If no, what 
do you understand by different treatment?  
 
Q. 2.  An example of unfair treatment might be that men are promoted more quickly than women. 
In your opinion, do men get promoted more quickly than women (other social groups) in your 
organisation? 
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Q. 3.  There is a lot of debate in some countries about bullying and sexual harassment, what do 
you understand by bullying and sexual harassment?  
 
 
Q.4.  Are you aware of any incidents of bullying/harassment or sexual harassment in this 
company? Is there a procedure or company policy to deal with such issues? 
 
 
PART 7: PAY 
 
Q.1 In your opinion are men and women paid equally for the same jobs in this 
company? Is there a difference with regard to age and ethnicity? 
 
Checklist 
 
Q.2  In your opinion, do men and women have equal opportunity to improve their earnings in 
the organisation? E.g. expenses, shift allowances, travel, overtime, etc. Is there a difference with 
regard to disability, age and ethnicity? 
 
Q.3 Have you ever taken part in a job evaluation exercise within the company? If yes, please 
provide details.  
If no, are you aware whether your job/grade has been covered in a job evaluation exercise?  
 
 
PART 8: WORK/LIFE BALANCE 
 
Q.1 Have you ever raised any questions with the company on work/life balance? If so, 
please provide details. 
 
Checklist 
 
Q.2 Have you ever raised any questions with the workers’ representative body and/or the union 
on work/life balance? If so, please provide details.  
 
Q.3 Are you aware of any company arrangements on work/life balance? If yes, please  
 provide details. 
 
Q.4 Have you ever sought flexible work arrangements with the company? If yes, 
please provide details. 
 
Q.5 Are the hours you work per week (including paid and unpaid overtime) a 
problem? If yes, how do you deal with it.? 
 
Q.6  Are there any other work/life balance initiatives that you might like to see introduced into 
your work place? 
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PART 9: UNION 
 
Q1. Are you a member of a trade union? How do you learn about the workers’ 
representative body and/or union’s policies on equal opportunities and diversity? 
 
Checklist 
 
Q.2.  Do you hold any formal position within the union, works council or other worker-
representative body? If so, what? 
 
Q.3 What are the workers’ representative body and/or union’s priorities in relation to equal 
opportunities and diversity? 
 
Q.4 Have you ever been on a trade union course that addressed themes about equal 
opportunities and diversity? 
 
Q.4  In your judgement, how effective is the workers’ representative body and/or union in 
dealing with equal opportunities policies and diversity?   
 
 
PART 10: ASSESSMENT 
 
Q.1 Over the last year what would you say has been the most effective development that 
addresses the question of equality and diversity? 
 
Q. 2 Over the last year what would you say has been the largest problem in addressing 
the question of equality and diversity? 
 
Q.3 Over the last five years, how would you assess how things have changed (if at all) in 
relation to equal opportunities within the company? 
 
Q4. If you could change anything about the company/company policy or about the 
people you work with that would make your life at work better, what would it be? 
 
 
 
PART 11: CONCLUSION 
 
Q.1  Is there anything else you would like to add? 
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Schedule 4: INTERVIEW WITH TRAINER 
 

Company: 
 
Address: 
 
 
Name: 
 
Age: 
 
Gender: 
 
Country of Birth: 
 
How would you describe your ethnic background? 
(Self classification: e.g. White, Mixed, Asian, Black, Chinese, Other) 
 
Disability? *Yes / No Type:_____________________ 
(*Please delete as appropriate. If yes please state type of disability in space provided) 
 
Job Title: 
 
Section: 
(e.g. Furnace, Mill, Lab, Warehouse, etc.) 
 
Length of Service: 
 
 
 
 
 
 

Interview Venue: 
 
Date: 
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PART 1: COMPANY TRAINING FACILITIES 
 
1. What facilities does the company have on site? Can you please describe them? 
 
2. How long have these facilities been available? 
 
3. Does the company have training facilities off-site? Where? 
 
4. How long have these facilities been available?  
 
5. How many people does the company employ in training? Where – on site and off-site 
 
6. What is the socio-demographic profile of trainers employed by the company?  
 

a) Age 
 
b) Gender 
 
c) Ethnicity 
 
d) Disability 

 
7. Does the company use external training facilities? Please explain. What % of training is 
provided by external providers? What kind of training do they do? Are there links with other public 
institutions (e.g. Universities)? 
 
8. Does the company use shop-floor workers to train others? What % of training is conducted in 
this way? What kind of training do they do? 
 
 

PART 2: COMPANY TRAINING NEEDS 
 
1. How are training needs established in the company?  
 
2. How are they established for the following groups? 
 

a) Managers 
b) Supervisors 
c) Operatives  

 
Prompt – through appraisal interviews, by immediate superior etc. 
 
3. How are training needs to promote equality and diversity identified? 
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4. Do any of the following groups of employees have particular training needs? 
 

a. Older workers 
b. Women  
c. Individuals from particular ethnic groups 
d. Individuals with few skills or qualifications 
e. Disabled employees 
f. Any other groups 

 
5. Does the company have any scheme for identifying those with management potential? If so, 
how does this work? 
 
 
PART 3: TRAINING/CAREER DEVELOPMENT 
 
1. What do you feel are your training needs? 
 
2. How would you define equal opportunities? 
 
3. What training have you had in relation to equality and diversity? 
 
4. What further training, if any, do you need to promote equality and diversity? 
 
5. What training have trainers had in relation to equality and diversity? What is supplied by the 
company in this respect? 
 
6. What further training do trainers need to promote equality and diversity? 
 
7. What training have trade union representatives had in relation to equality and diversity? How 
much of this training is provided by the company? 
 
8. What training have employees (target groups) had in relation to equality and diversity? 
 
9. What further training do trade union representatives need to promote equality and diversity? 
 
10. What further training do employees (target groups) need to promote equality and diversity? 
 
11. Is training compulsory? Why might people not participate? 
 
12. Are there any training programmes offered by the company that focus specifically on particular 
social groups? E.g. Age, ethnicity gender. If so please provide details. 
 
13. Does the company run training courses on equal opportunities? 
 

For managers 
For female employees 
For all employees  
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 If so, please give details 
 
14. Does the company have any equality and diversity targets in terms of those taking up training? 
 
15. Are there any restrictions on access to training? E.g. part timers 
 
16. Is there any encouragement for staff to take up training for jobs not typically done by that 
group. E.g. encouraging women to train for jobs traditionally occupied by men? 
 
17. Does your company offer diversity training to managers and front line staff? 
 
18. Does the company offer any language training courses for migrant workers? 
 
19. Does the company use in-house or external providers, or a combination of both, for these 
courses? Please give some details.  
 
20. When organising training, are any efforts made to accommodate those with domestic 
commitments? E.g. flexible timing of training, childcare arrangements. Please provide details. 
 
21. Is careers advice available for all staff? If so, please provide details. 
 
22. Does the company operate any kind of mentoring scheme? If so, how does this work? 
 
 
PART 4: ASSESSMENT 
 
1. Over the last year what would you say has been most effective development that addresses 
the question of equality and diversity? 
 
2. Over the last year what would you say has been the largest training problem in addressing the 
question of equality and diversity? 
 
3. Over the last five years, how would you assess how things have changed (if at all) in relation to 
equal opportunities within the company? 
 
4. In your view, what could the union/company/employees do to improve equality/equal 
opportunities in the company? 
 
 
PART 13:  CONCLUSION 
 
1. Is there anything else you would like to add? 
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