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Abstract: How much value does collective bargainingadd to the working conditionsalready
establishedin generallabour law? In this paperwe proposea methodologyto addressthis

guestion we compake the specificcontentsof collectiveagreements (exceptminimumwages)
to their equivalentnorms set by baselaw. We illustrate this approachby analysig in detalil

about 400 norms from six collectiveagreementsin Portugaland then comparingthem to the

O 2 dzy (iaed@uCade. We find that asmany as 62% of those collectivebargainingnormsare

exactlyor virtually equalto the LabourCode only 25%(anaverageof 16 normsper convention)
are more favourablefor the worker;, and 12% (8) are more favourablefor the employer We
concludethat collectivebargainingn Portugalhasarelativelysmallrole asa sourceof effective
labourlaw. We also presentseveralpotential explanationgor our findings, includingthe wide

rangeof baselaw, whichmayreducethe negotiatingspaceof bargaining
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1. Introduction

Collectivebargainingg the negotiationbetweenemployersand workerson workingconditions
applicablein one or more firms ¢ is a critical dimensionof labour marketsand labour law of
severaldevelopedcountries Itsimportancefollowsfrom the factthat, in complementaritywith
individual negotiatiors, collectivebargainingmay representa significantincreasein workers
negotiationpower andthe consequat improvementof their wagesworking time andvarious
other dimensionf the employmentrelationship

Of course,the positive aspectsof collectivebargainingare not limited to workers. Fromthe
employers point of view, colledive bargainingmay also have multiple benefits includingthe
promotion of greaterstability and predictabilityin the operationsof firms, with higherlevelsof
collaborationwith workers resultingin higher productivity and profitability. In other words,
collective bargainingmay not only redistribute income between productive factors ¢ and
promote a greaterbalancebetweenthem ¢ aswell asleadto the growth of the incomesand
livingstandardsof all partiesinvolved Thelatter mayinvolvethe alleviationof transactioncogs
dueto asymmetricdnformation andholdup. Suchability of collectivebargainingo increasethe
productivity of companieds probablya keydriver of its successr lackthereof.

Onthe other hand, severalpotential negativeeffects of collectivebarganing have alsobeen
pointed out. Theseinclude the weakeningof the link between productivity and wagesin
companiegnotablyin collectivebargainingof sectorallevelandin times of low inflation); and
the protection of the interests of employedworkers (especiallyln the public sector and in
industries with high product market rents) to the detriment of the interests of other
unrepresentedworkers(includingtheir employmentopportunities) Theextensionsof sectoral
collectivecontractsto non-affiliated companiesand workerscanalsohavenegativeimpactsat
variouslevels,especiallywhenthe representativenessf the socialpartnersislow.?

In any case the working conditionsapplicablein eachcountry result not only from collective
contractsin force,but alsofrom basidabourlegislationadoptedby their ownlegislativebodies
In contrast with collective bargaining that tends to promote the differentiation of labour
conditionsaccordingo the characteristico®f eachcompanyor sector,the legslationasasource
of labourlawimpliesalargedealof harmonisationof labourconditionsthroughoutthe country
andin all sectorsof activity.

Thisduality betweenbasic,nationallegislationand collectivebargainingdeservesattention in

the legaland economiditeraturesandin the politicaldebateitself asit cangenerateimportant
effects Infact, it isnot possibleto understard the economicandsocialimpactof onedimension
without takinginto accountthe other asthey caninteractin important ways Forexample,it is
possiblethat normative frameworksin which national legislationis more comprehensivewill

leadto areduction in the regulatoryspaceavailableto collectivebargainingandits actors

This study examinesthis issue ¢ the interaction between basic legislation and collective
bargainingg usinganinnovativemethodology We conducta detailed comparisonbetweenthe
contents of a number of sectoral collective agreementsand the applicable basic labour
legislation consideringhe sameworking conditionsin the two cases(SeeAsh et a2019) for
a related contributionbased ona data-driven analysisof firm-level collective agreements in
Canada.ur perspectiveis multi-disciplinary basedon industrial relations labour econamics
andlabourlaw.

3 Theliterature on the impactsof collectivebargainingon economicperformanceis vast. Someimportant
contributionsinclude Calmforsand Driffill (1988),Dustmann et al (2014),MacLeod(2011),and Fougere
etal (2016).



Thisapproachallowsusto ascertainvhatisthe effectivevalueaddedthat resultsfrom collective
bargainingg what it changesn the employmentrelationshipin relation to what is established
in the base (statutory)legislation We alsoseekto promote a debateaboutthe advantagesand

disadvantage®f different combinationsbetweenthesetwo sourcesof labour law, basedon

different potential weights of eachonein shapingoverallworking conditions

Theempiricalevidencewe collect is focusedon the caseof Portugal a countryin whichtrade
unionmembershipn the private sectoris relativelylow (10%)and declining.However through
widespreadextensionorders, collective bargainingcoversapproximately90%of employees.
Thelatter figure reflectsthe fact that collectivebargainingg and socialdialogue¢ tend to be
valuedby all political actors*

It isimportantto note that, for historicalandpoliticalreasonsbaselabourlegislationin Portugal
is extensiveand detailed Throughoutits more than 560 articles,the O 2 dzy lidb&uTade
(\€ddigodo Trabalhdbr CdT henceforth establishesiormson severalaspectsof employment
relationships In this sense,Portugalis a particularlyinteresting caseto study the interaction
between baselegislationand collective bargaining giventhe comprehensivenature of base
employmentlaw, doescollectivebargainingaddlittle? Oris collectivebargainingoushedto be
evenmore comprehensivegiventhe extentof base law?

Future studies may considerthe caseof other countries drawing on the methodologywe
proposehere. Forinstance jt wouldbeinterestingto constderthe caseof countrieswherebase
employmentlaw is lessdetailed than in Portugal. Suchstudiescould examinethe extent to
whichthe collectivebargainingof these countriestendsto add more valuethan in the caseof
countrieslike Portuga) where base labourlaw is more detailed.

Our empiricalanalysisin this paperfocuseson a set of six collectiveagreements selected to

exhibit a significantlevel of variability and therefore be potentially more representativeof

collectivebargainingn the country. Specificallythesecollectivecontractsencompasglifferent
sectorsof activity (secondaryand tertiary), with different levelsof exposureto international
compettion (afactor potentially relevantto the creationof rentsthat canthen be sharedwith

employees through collective bargaining, varying numbers of companies and workers
conductingthe bargaining and subscribedby unionsaffiliated in the two main confederations
(UGTandCGTR)

At the sametime, in our selectionof collective agreementswe have also focused on more
prosperoussectors,where collective bargainingis more frequent and may result in more
generousand differentiated conditionsin relation to the CdT Our motivation for this choiceis
to biasour analysisin the senseof making it more likely to find a significantaddedvalue of
collectivebargaining Thisfollows from the assumptiorthat, asdiscussedthe largecoverageof
bas employmentlaw in Portugalmay havea negativeeffect on the addedvalueof collective
agreements.

Specificallyjn our analysiswe considerthe following sectors:metalwork (two agreement$,
footwear, constructon, hospitality and tourism, and finance. In all cases,we examinethe
versionsof the contractsin force betweenmid-2009and mid-2011,a period in whichthe CdT
wasunchangedbeforeandafter the reformsintroducedin early2009andin 2012). Thischoice

4 Severaktudieshaveexaminedcollectivebargainingn Portugaloverdifferent periodsof time, including
Addisonet al (2015),BarretoandNaumann(1998),Campod.ima(2014),Campod.imaandArtiles(2011),
Hijzenet al (2019),Leitdo (2001),Martins et al (2012),Ramalho(2013),Sousa(2009)and Tavoraand
GonzaleZ2016).SeealsoMartins (2018b)for a study of labour market power in Portugal which canbe
mitigated by trade unions



allowsusto better comparethe sixselectedcollectivecontractsamongstthem andagainstthe
CdTinsofarasthe referencebaseof the labourlegislationisthe same Moreover,thisisaperiod
of somemacroeconomistability, after the internationalfinancialcrisis(2007/2009)and before
the Europeansovereigndebt crisis(20112013) ¢ seeBlanchard2007)for a descriptionof the
economiccontextof the countrybeforethesecrises

Ouranalysisalsofocusedon eight keylabourlaw areas hirings, fixedterm contracts, workplace
organisationwork time, work suspensionremunerationprovisiong(excludingminimumwages
schedules)discipline,andunionrights.Accordingo our readingof the agreementstheseeight
dimensionsaccountfor betweenhalf andtwo thirds of their contents.In our view, the number
of agreementsand their shareof their contentsthat we analysedrepresenta good choicein
terms of the trade-off betweenthe two dimensionsin the context of our goal of analysing
agreementsn depth and width while facingthe natural constraintsin terms of time available
for the analysisandregardingthe readabilityof the study.

Alsonote that we excludefrom our analysighe dimensionthat resultsfrom the minimumwage
tables(the list of minimum wagesfor the different professionalgroupsin eachsectorand or
region) aswe want to focuson the fundamentallabour law aspectsof collectivebargaining
However, we consider severalwagerelated componentsof labour law, such as overtime
premiumsandseverance pay.

Fromthe analysi®f the sixconventionsandeightareasmentionedabove we obtainmore than
383 standardsthat we examine.Iln our main results,we concludethat a large percentageand
over half of these standardsg 62% ¢ correspondgo the exacttranscriptionor a very similar
versionof the equivalentstandardsin the CdT We alsofound that only about 25% of all the
standardscontainedin the selectedconventionsoffer more rightsto workers,comparedto the
CdT Thepercentageof casesin whichthe standardsof the CdTare revisedin a lessfavourable
direction (againfrom the perspectiveof the worker) is evenlower, of only 12%.We conclude
that, with the exceptionof the minimumwagetables,whichare not examinedhere, collective
bargainingn Portugaladdsrelativelylittle valueto bas labourlegislation.

Theseresultsdeservereflectionin terms of the future of collectivebargainingin Portugal,and
in other countriesthat may be found to be similar, possiblyespeciallyin southern Europe

Promotingcollective bargainingmay benefit from a different approachby nationallegislative
bodies,with aviewto creatinggreaternegotiatingspacefor dialoguebetweenfirm andworker
representatives.Theseresuts also illustrate the first application of the new methodology
proposedhere, whichaimsto evaluatethe effectivevalueaddedof collectivebargaining This
template canbe appliedto other collectiveconventionsnotably from other countries,so that

awider internationalunderstandingof this issuecanbe gained.

The structure of the rest of the paperis asfollows: In section2 we describethe legislative
frameworkfor collectivebargainingresultingfrom the CdT We then presentthe sixcollective
contractsanalysed(secton 3). In section4 we comparethesesix collectivecontractswith the

CdT basedon our detailedreadingof its variousclausesover the eight dimensionsmentioned
above Finally,in section5 we discusghe resultsobtained.

2. Legalframework context

Before our mainanalysisyve beginby presentinganoverviewof labourlawin Portugal focusing
onthe regulationssetbythe CdT(the LabourCode)on collectiveagreementsor, more precisely,
anyW o f Bsiuner@sfor the regulationof workingconditioy” {IRCS). Indeed besidessetting
up a numberof baseworking conditions,the CdTalsoestablisheghe interplay betweenitself
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andcollectivebargainingby definingthe domainsof bargainingof the latter (includingthe areas
in whichcollectivebargdning canreversethe provisionsof the CdTitself).

In a key point, stated as early as in its article 2, the CdT(Law 7/2009) stipulatesthat the

employmentcontractis subjectto IRCTswhichareregardedasa sourceof employmentlaw. In

other words,employmentlaw is creatednot only throughthe CdTitself (whichcorrespondgo

baselaw) but alsothrough collectiveagreementsAsindicatedabove,the purposeof this study

is to assesgo what extent the latter effectivelyadd to the former in terms of the applicable
labourlaw in a givencountry, Portugalin this case.

The CdTestablishesthat IRCE may be bargainedor not. The first type includescollective
agreemens (onvencdeD 2 f S (which toasttiie the mainfocusof this study)¢ by far the

most important category so that we henceforth use WL wY®OQ f { ISDNB BSy (i Q
WO 2 vy @ Siyfdichahgéablyc but also accessionagreemens and voluntary arbitration
proceedingsthe non-bargainediRC¥ includesextensionordinances (\Hortariasde extey a n 2 Q =
which we discuss below), working conditions ordinances and mandatory or necessary
arbitration proceedings.

Collective agreementsmay be of three different types, dependingon the nature of the
subscribingpargainingparties: W/ 2 f { CRGUIANH 2 iy D RIE & Helwdeh @he or more

trade unions andat leastone employersassociation) ¥/ 2 f I SIONBASHES O2MRR 2S5 A 92 Q
betweenone or more trade unionsand severalfirms) andW/ 2 Y UJIGyNS S @S yORdBIR 2

S Y LINBéatwedn one or more trade unions and a single firm). Our study focusesalmost
exclusivelyon the first type of collective bargaining agreement, given its overwhelmirg
importancein the contextof Portugal not only in terms of their number, but alsoin terms of

the numbeis of workers(directly andindirectly) coveredby them. Alsonote that, accordingto

the CdT,collectiveagreements(of the three types above)can only be bargainedwith trade

unionson the workersside,evenif workerscouncilalsoexist.

The CdTalsoregulaesthe relationsbetweenthe two sourcef labourlaw (article3). Thereare
three typesof caseswhen collectiveagreementscanonly improve on working conditionsset
by the CdT(from the employedg 2 NJ SeMspeétive),when collective agreementscannd
adjustin anydirectionthe provisionsof the CdT andwhencollectiveagreementsanadjustthe
CdTprovisionsin either a more or lessgenerousdirection. Thefirst case(adjustmentscanonly
be madeif more generoudor the worker)includesthe following:

Peasonalityrights, equalityand non-discrimindion;
Parenthoodprotection;

Childlabour;

Disabledwvorkers

Studentworkers;

Employeé i@formationduties,

Limitson the duration of normaldailyandweeklywork periods;
Minimum duration of rest periods, includingthe annualvacationperiod,
Maximumduration of night work;

Formof fulfilment and guaranteef retribution;

Preventionand compensatiorregardingoccupationabccidentsanddiseases;
Firmor establishmentransmission

Rightsof electedrepresentativesof workers.

=4 =4 8- _a8_5_9_95_°a._2°_2°_-.4a_-2.

Thesecondcase whenthe CdTstandardsare mandatoryandtherefore cannotbe pushedaway
by collectiveagreementsin any direction ¢ andthat therefore havenot beenanaly®d here ¢



include the justification and duration of absertes and the termination of the employment
contract (exceptfor the criteriafor the definition of severanceproceduralandnoticedeadlines
within limits).

Lastly, the caseswhen conditions can be adjusted in either direction through collective
bargainng are all the remainingareas.While the CdTdoes not list exhaustivelyall cases,a
numberof them are highlightedoccasionallyn the CdT Theareaof workingtime iswheremore
of these situationsoccur,namelywhen the CdTindicates explicitlythat the IRCTmay be less
favaurable than the CdT- e.g.throughincreasa in the normalworking period, in the average
weeklywork duration,andin overtimelimits, aswell asshorterbreaksbetweenwork periods

Thereare also casesin which the CdTpredictsthat the IRCTmay withdraw the entire legal
regime set by the CdT.An exampleis workplace transfer procedures when the collective
agreementmay establishnew provisionson the necessanformalities, motives costregime,
time duration, etc. Thisalsoapplesin the caseof work discipling asthe IRCTcanincreasethe
penaltyimposedon workers In the caseof remuneration,the IRCTcandefinethe paymentof
overtimeand nightwork in different way.

Animportant point to add is that, while the CdTallowsfor someprovisionsto be revisedin a
downward sense,reducingthe rights of workersin those domains,it also requiresthat the
resultingnew IRCT(or new versionof an existinglRCT)ncludesa referencein its text to its
overallmore favourablecharacter for workers(article503(2)). In other words,the CdTdoesnot
formally allow for forms of concessiorbargainingwherebyworking conditionsare reducedin
somedomains,without sufficientcompensatiorin termsof improvementsin other areas.

Of couse,one mayalsoarguethat the fact that a trade union signsan agreementwould mean
that, in net terms, comparedto the existingalternatives,suchagreementscorrespondgo an
improvement.Moreover, if a new agreementoffers worse conditionsbut that is important to
savejobsthat otherwisewould be terminated,suchnew agreementcanalsobe regardedto be
better than the previousone, at leastfor the workersthat otherwisewould losetheir jobs. In
the end, thisrequirementin the CdTmay,if anything reducethe scopefor flexibility in working
conditionsin collectiveagreementsthus reducingtheir potential valueadded.

|. ExtensionOrdinances

Extensionordinancedarticles514to 516) arealegalinstrumentto widentheworkingandwage
conditions of an IRCTtowards workers not affiliated with the subscribingunionsand or not
employedby firms not affiliated with the association®f employers,but who are employedin
the sectoraland or professionabnd or regionalof the collectiveagreement Theseordinances
are issuedby the Labourminister, after the Wonsiderationof anyrelevantsocialand economic
circumstance® Virtually all sectoral collective agreementsare subjectto these extensions,
makingthem an IRCTof greatimportancein collective bargainingin Portugal®

5Notethat the Councibf Ministersresolution82/2017(replacing?0/2012and43/2014resolutions)isted
anumber of indicatorsthat needto be consideredbefore issuingsuchextensions:(i) the impacton the
wagemassof the workerscovered,(ii) the wageincreaseof workers,(iii) the impacton the wagerange
andthe reductionof inequalities,(iv) the percentageof workersto be covered(in total and by gender)
and (v)the proportion of womento cover.Previousversionsof this legaltext (in force between2012and
2014) required that the S Y LJt 2 &s$obiio® which subscribedto the collective agreementshould
employ at least 50% of the workers in the area of activity, within the geographical personaland
professionalrelevanceof the collective agreement,which contributed to a significantdecline in the
numberof extensions.



Thewidespreadnature of extensionsraisesimportant questionsabout the legalnature of pay
equality. Here, the CJT establishes(article 270) that: W determining the value of the

remuneration, the quantity, nature and qudity of the work should be taken into account,
observingthe principlethat, for equalwork or equal value,equal payQThissameprincipleis

explainedin the Constitution,in particularin its articles13 and 59. However this remuneration
equality prindple is not absolute ¢ and the applicationof collective bargainingconventions
demonstrateghis. It hasbeenuniformly accepted,n the doctrine andjurisprudencethat it is

possiblethat wagedifferentiation exists betweenworkerswith the samefunctions,if thoseare

basedon anobjectivereasong suchas,for example the existenceof anapplicablelRCT.

Thismeanghat it ispossiblethat, for the sameprofessionatategory functions,amountof work
andquality,two workersarepaiddifferently becauseoneisapplyinga collectiveagreementand
the other is not, notably in a pre-ordinanceextensioncontext It should also be taken into
accountthat this is one of the advantagesof a worker being affiliated with a union ¢the
possibilityof havinga highersalaryor other wagecomponents; anadvantagethat is mitigated
by the existenceof extensionordinances’

Il. AgreementValidity

Another relevant dimensionof collective agreementsis their temporal scopeand the legal
mechanismgor their revisbn or revocation.Currently,an agreementmay ceaseits validity for
expiryor non-renewalreasonsin the caseof agreementswith alimited term, or for revocation
by agreementof the parties

Thee is an important additional case concerningagreementswhich include a so-called
"eternalisation¢ clause Theseclausesequire that suchagreementscanonly be terminated if
they arereplacedby anotheragreement asestablishedn the labourlaw applicableup to 2003
Indeed, until then, the LegalRegimeof (ollective Labour Relations ("LRCT,"LawDecree519
C1/79 did not allow for the unilateraltermination of collectiveagreementsin other words,up
to 2003a conventioncouldonly be revokedif it wasreplacedby anotherone with whichboth
subscribersagreed to, which may have contributed to somerigidity in the revisionof existing
collectiveagreements.

To promote continuing bargaining, the CdT introduced in 2003 the expiration of the
abovementionedieternalisationé clausesand thus of the underlyingagreements(article 501).
Thisprocessconsistsof a period in which the conventionremainsin full force, includingtwo
phasesthree years(Law55/2014;five yearsbefore) after a party indicatesthey wantto revoke
the agreementor makesa proposalto revise the abovementionedclauseor the date of the
previousfull publicationof the agreemenf anda secondphase whichis saidto be of "survival
6 & a2 0 NB ok alllgagt CRimboriths (18 months before 2014), during the negotiationof a
potential revison, includingconcilation, mediationor voluntaryarbitration.

In general,it isimportant to note that severalof the contentsof a collectiveagreementthat is
revokedremainin force for continuingworkersuntil a new agreementis established(article
501).Theseworkingconditionsincludethe remunerationof the worker, their work time, aswell
as social security type protection schemesincludedin the agreement.On the other hand,

6 Extension$iaverecentlybeensubjectto considerablénterestin the economicditerature, including
contributionssuchasHaucapet al (2001),Hijzenand Martins (2016),Magruder(2012),Martins (2014),
andVissern(2016b).SeealsoVanOurset al (2016)for a specificanalysisof the caseof Greecejncluding
other dimensionof collectivebargainirg.



workershired after the end of the collectiveagreementwill no longernecessarilype entitled to
thoseworkingconditions.

lll. TheoreticalHypotheses

Havingdescribedthe legal context to collective bargainingin Portugal, we now presenta
number of theoretical hypothesesthat motivate and shapeour empiricalanalysis Firstly, we
considerthat, if on the one handthe CdT is particularlybroad in terms of the topicsit covers
the legislatorin Portugal also left a significant space for changesderived from collective
bargaining,in addition to minimum wage tables. Thisis the caseeven when excludingthe
workingconditionareasin whichsuchamendmentscanonly be madein the senseof improving
conditionsfor workers.

Onthe other hand, it shouldbe notedthat studiesin the field of behaviairal economcssuggest
important effectsin "lossaversion"and "referencedependence".In other words, and in the
particularcontextof collectivebargainingthe existencenf referenceparameterizatiorresulting
from a contextof extendedlabourlegislationsuchasthat in the CdTmayrestrictthe scopefor
negotiation. Asa number of rights for workersin specificareashavealreadybeenestablished
by the CdT trade unionsmay havelittle or no predispositionto abdicatetheserights evenif in
exchangdor additional benefitsin other areas.Thepsychologicatostof the reductionof rights
in relationto the initial valuesestablishedn the GJT canbe sohighthat it endsup makinggains
in other areas unviable leading to diminished dynamicsand diversification of collective
bargainng agreementdn relationto the originalparameterssetout in baselabourlaw.

Note alsothe potential Wiciouscircle(that resultsfrom the widespreadissuanceof extension
ordinances,by discouragingtrade union membership, insofar as all workers end up being
covered by the collective agreementnegotiated by the trade union, including unaffiliated
workers(that do not paythe respectiveuniondueg. Onthe other hand,it shouldbe noted the
positive effect of these ordinanceson the level of predispo&ion of some employers'
associationdor collectivebargainingg to the extent that the ordinancesoblige non-affiliated
companieqgenerallynewerandlessproductive)to raisetheir salariesand prices thus creating
animportant competitiveadvantagefor older companiesalreadyinstalledin their markets In
any case,we believethat the net effect of the extensionordinancesin the mediumand long
term, canbe negative,both in the unionsandin the collectivebargaining Thisperspectiveis
consistat with the diminishingunion membershiptrend that has been verified in recent
decades’

Finally,the potential impactof the restrictionson the unilateralrepealof someconventionsis
potentially alsorelevant despitethe legalmeasuredntroducedto mitigate this aspect.Onthe
one hand more restrictive conditions involving "eternalizationclauses” ,may have provided
greaterbargainingoower for trade unions comparedto a contrafactual where suchclausesdo
not exist Thismay haveled to a higherlevel of differentiation in relation to the GdT, notably
through more generousstandardsfor workers Onthe other hand suchrestrictionsmay have
reducedthe modernisationof the agreementsand their adequacyto the evolvingcontextsof
the economy and the sector in which they operate This second effect implies a lower

" However,other explanatoryfactors can also be taken into account. Theseincludethe growth of the

servicessector,namelythrough "outsourcing"phenomenaandanincreasein the weightof independent
work, in whichthe levelof unionisationtendsto be lower; andthe increasedcompetitionfollowing from

globalisationand the privatisationof public undertakings which may havereduced the economicrents
that trade unionscanhelpto distribute.



differentiation of the collectiveagreementscomparedto the CJdT. The overall effect of these
restrictionson the unilateralrepealof agreementntheir valueaddedistherefore ambiguots.

3. CollectiveAgreementsAnalysis

After providing the legal framework for collective bargainingin Portugal, as well as some
hypothesesaboutits addedvaluein relationto labour legislation we now presentthe selected
agreementghat we examine Aswe indicatedbefore,asit isnot possibleto developathorough
analysisof all the collectiveagreementsn force in Portugalg and not evena randomsample
with a significantnumericaldimensiong, we proceedto the selectionof six cases As also
indicated before, we havesoughtto selecta diverseset of agreementdn multiple dimensions
For example we consideragreementsthat cover both the secondaryas well as the tertiary
sectoss, butin all caseswith highlevelsof coverageof workersandbusinessesThislastcriterion
led us to exclude company (or holdinglevel) agreementsas well as those of regional (or
occupationalscope We havealso soughtto ensurethat, on the sideof workers the two main
confederationf CGTRNdUGT) were representedthroughunionsthat are affiliated with them.

In this context, we haveselectedthe following sixcollectiveagreemens.

a. ollectiveagreementbetween AIMMAR Associatiorof Metallurgica] Metalwork and
SimilarActivitiesof Portugal,and SINDELNationalUnion of Industryand Energy and
others;

b. ollective agreement between APHORT Portuguese Association of Hospitality,
Restaurantsand Tourism,and FESAHTFederationof Trade Unionsof Agriculture,
Food, BeveragesHospitalityand Tourismof Portugal

c. ollective agreementbetween FENAMEthe NationalMetal Federationand FETESE
the Federationof Labour Unionsof Servicesandothers,

d. ollective agreementbetween AECOP3\ssociationof Construction Companiesand
Public Works and Related Servicesand Other Activities, and other and SETACCOP,
Qonstruction Publicworksand Related ServicesUnion, and others;

e. ollective agreement between APICCAPSPortuguese Association of Footwear
Industrialists, Components, Leather and Substitutes, and SINDEQthe Democratic
Union of Energy,Chemistry, Textilesand VariousIndustries,and SITEMAQUnion of
Masterand Seahrersof the MerchantNavy,Energyand Campfires;

f. Cdlective agreementbetween severalfinancialfirms and FEBASHE-ederationof the
FnancialSector.

In a first analysiswe describethe economicactivity classification{CAE referred to in each
convention denotedonly by the acronymof the respectiveemployerassociationexceptin the
caseof the financialsector), aswell asour analyss of its predominaice in terms of secondary
or tertiary sector.

Tablel ¢ Listof agreementsandtheir industrycodes

Collective
agreements Industry codes(CAE) Sector




27-BaseMetallurgicalindustries
AIMMAP 28-Manufactureof metal products,exceptmachineryand equipment

29-Manufactureof machineryand equipment Secondary
331-Manufactureof medicatsurgicaland orthopaedicmaterials
APHORT 551-Hotel establishments Tertiary
27-BaseMetallurgicalindustries
28-Manufactureof metal products,exceptmachineryand equipment
FENAME 29-Manufactureof machineryand equipment Secondary
331-Manufactureof medicatsurgicaland orthopaedicmaterials
AECOPS 45-Construction Secondary

1824-confectionof other articlesand clothingaccessories
192-Manufactureof travel and personaluseatrticles,of Moroccan | Secondary
APICCAPS goods,of asaddleand of saddlery (Includes

193-Footwearindustry tertiary)
51422Wholesaleof footwear

Finance 65-financialintermediation,exceptinsuranceand pensionfunds Tertiary

Thisanalysisunderlinesthe potential diversityof economicsectorsof collectiveagreementsin
severalcasesthere is not necessarilyan immediatecorrespondencdetweena specificsector
of activity (accordingto national or international industry classifications)and a collective
agreementIn somecasesagreementsncludeindustrycodesdefinedat variouslevels,not only
the two-, but alsothe three-, four-, or evenfive-digit level Note alsothe particularcaseof the
APICCARS®llectiveagreementthat includesboth the secondansector(three streamg aswell
asthe tertiary sector(a commercialstrand of the product producedthrough "wholesaleshoe
trade" (51422)).

With regardto the integration of employers' associationan confederations, AIMMAP and
APICCAP®&re associatedwith the BusinessConfederationof Portugal (CIP), AECOP$® the
PortugueseConfedeation of Constructiorand RealEstate (CPCIand APHOR'Ih the Portuguese
Confederationof Tourism(CTP)It was not possibleto confirm the caseof FENAMBbut we
believeit is also associatedwith CIP.Regardingthe unions, FESAHTS affiliated with CGTP
(GeneralConfederatiorof WorkersPortugueseandthe other unionswith UGT(GeneralJnion
of Workers).

In terms of the number of workersand companiesdirectly covered by the agreements(the
numberof union membersin the trade unionsand of employeesn thosefirms, aswell asthe
number of firms affiliated in the employerassociationsprior to the extensionordinances)we
presentthe valuesindicatedin the contracts, at publicationdate, in Table2 (columns2 and 3).

Table2 ¢ Numberof undertakingsand workersby convention

Collective
Agreement Firms(CA) Workers(CA) Firms(QP) Workers(QP)
CCTAIMMAP 1,000 50,000 - -
CCTAPHORT 4,900 30,043 - -
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CCTFENME 947 33,657 - -

CCTAECOPS 18,517 300,000 34,159 276,539
CCTAPICCAPS 600 17,000 1,710 36,445
FinanceACT 28 54,360 82 33,086

Thesevalues underline the diversity of the agreementsanalysed,ranging from only 28

companiesto more than 18,000. The number of workers also varies significantly, between
17,000and300,0001t shouldbe notedthat it isunclearwhetherthis lastinformation, provided
by the subscribingparties refers to the total number of employeesin the companies
represented,or the total numberof workersaffiliated with the unions,or the total numberof

workersin the sectorscoveredby the conventions Note also the rounded nature of these
numbers, which may indicae that these are estimatesof the numbers of companiesand

workersin the sectors alreadyanticipatingor not the extensiors.

Columns4 and 5 of Table2 presentinformation on the number of companiesand workers
associatedwith each collectiveagreementobtained through the statisticalinformation from
Wy dzI BeNRRssodd(PersonnelRecords)a compulsorysurvey of all firms in the country,
collecied by the LabourMinistry, for October2010. Thissurveyincludesan indication of the
agreementapplicableto eachworker of eachcompany whichwe managedto matchto three
of the sixagreementsIn thesethree caseswe haveidentified significantdiscrepanciesn the
numberof workersand companiespotentially dueto the role of extensions

Our focus on large collective agreementsallows, on the one hand, to analysethose that
representa large shareof the working conditionsapplicalde to employeesin the country. On
the other hand, these agreementsshould also denote a higher probability of dynamismand
innovationwith respectto the CdT Asalreadymentioned,the lastaspet leadsusto think that
anybiasof our analysisn relationto the universeof collectivebargainingn the countryisin the
direction of over-estimatingits valueadded In this sense evidenceof little valueaddedfrom
this studyislikelyto hold if awider rangeof agreementsvere considerednstead.

Followingthe criteriadescribedabove we only consideragreementgublishedoverthe period
between 17 February2009 (entry into force of the 2009revisionof the CdT) and 1 November
2011 (entry into force of the 2011 amendmentsto the GdT). We cantherefore comparethe

agreementswith a common,unchangedversionof the GdT, while at the sametime enjoying
somerelative economicstability, in the final phaseor after the economicand financialcrisisof

2008/2009and before the sovereigndebt crisisof 2011/2013 which cansupportmore value
addedin collectivebargaining againbiasingour analysign the samedirection asbefore.

Table3 presentsseveralcharacteristicof the selectedagreements,includingthe full list of
bargainingparties,the date the versionwe analysewaspublished whenthey cameinto force,
whenthe minimumwagetable cameinto force (which can be a different time ¢ usuallyearlier
¢ than the other provisionsof the agreemenj, andthe date the extensionwas published(and
whenthe minimumwageswere subjectto the extensionwhichagaincanhappenat a different
time). We alsoindicate the current versionof the agreement(asof 2019) aswell asits first
version Throughoutthe table, ¥. &®- ¢Efersto the numberd WanQ date of the official
bulletin issuedby the Ministry of Labourthat publishesthe agreements(in day/month/year
format).

Table3 ¢ Descriptiorof eachselectedagreement
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AIMMAP APHORT FENAME AECOPS APICCAPS Banking
IRCType Sectoral Sectoral Sectoral Sectoral Sectoral Severafirms
Emplover AECOPR\ICE,
p_ y AIMMAP APHORT FENAME AICCOPN APPICAPS Severafirms
Associations
ANEOP
. SINDELFETESE FETESETVSIH SFETACOQP SINDEQ
UreEUiens SITESC FESAHT | SINDEISITES]  SITESC SITEMAQ FEBASE
Publication BTENo.10, BTENo0.40, BTENo.33, BTENo.17, BTHENo.16, BTENo. 3,
date 15/3/2010 29/10/2011 8/9/2009 08/05/2010 29/4/2010 22/1/2011
Entryinto force 20/03/2010 03/11/2011 13/09/2009 01/06/2010 04/05/2010 22/01/2011
Entryinto force | 1 5515010 01/01/2011 01/04/2009 01/01/2010 01/02/2010 01/01/2011
- wagetable
Publicationof BTENo. 24, / BTENo.15, BTENo.27, BTHENo. 30, /
the extension 29/06/2010 22/04/2010 22/07/2010 15/08/2010
Retroactivity of
: 1/02/2010 / 1/4/2009 1/1/2010 1/2/2010 /
the extension
BTENo.1 BTHBNo. 26,
ST 08/01/2013,No. BTENO. 29, 15/07/2011,No. BTENO.8,
wagechanges 32,29/08/2014 / / 08/08/2011 2,15/01/2015 29/02/2012
9 9 andNo. 21, andNo. 30,
08/06/2016 15/08/2016
BTENo.21, BTENo. 36, BTENo. 30 of BTHENo. 29,
CurrentlRCT | g/62016 Same 29/9/2016 Same 15/08/2016 08/08/2016
Firstversion BTENo0.15, BTENo.29, BTENo.17, BTHENo.15, BTENo0.45, BTHNo. 31,
22/04/2002 08/08/1998 08/05/1999 22/04/2002 08/12/2006 22/08/1990

Severalinterestingfindingscan be obtained from the table. First,agreementsare commonly
establishedbetween multiple parties, especiallyon the union side. Only two of the six
agreementshavea singletrade union astheir subscriber while the remainingfour havetwo,

three or four trade unionssubscribinghe agreementOnthe S Y LJ 2 $d8, 00l iRone case

isthere more than one employerassociatiorinvolvedin the bargaining.

Secondwhile the agreementsformally enter into force only a few daysor weeksafter their
publication,the minimum wagetables are applied retroactively,sometimesover a period of
several months. Employerswill therefore be required to pay the correspondingwage
incrementsnot only from the date the agreementsentersinto force onwardsbut alsooverthe

earlierperiod (in the latter caseonly for workersemployedthen).

Third, four of the five sectoralagreementswere subjectto an extension Moreover, three
(FENAMEAECOPSNd APICCAPS)e W S E (-@NF ¥ & BdRuiingworkersin non-affiliated
firms ¢ while one (AIMMAP)is WA y (-:5NB/$ ¥f anig &p@lyingto non-affiliated workersin

affiliated firms.

Finally four of the sixagreementhavebeenrevisedoverthe lastten years whilethe remainng
two have since been replaced by new agreementsor been discontinued. Three of the
agreementsvere originallyestablishedn the 1990s while the remainingthree were createdin
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20020r 2006.We alsonote that, asto the eternalisationclause only the FEBASEgreementg
whichis preciselythe oldestof the six¢ includessuchprovision

4. Analysisof comparativeresults

We nowturn to the maincontributionof our study,in whichwe examinethe legalprovisionsof
eachagreementsand comparethem with the CdT ,in terms of the following eight dimensions
hirings, fixedterm contracts, workplace provisions,working time provisions,suspensionof
work, remuneration,discipline trade unionrights. While agreementscertainlycoveradditional
aspects,we believed these are the most important ones. We also do not cover the internal
regulationsof specificfirms, whichmay complementin somecaseghe provisionsof collective
agreementsstudiedhere, but which are beyondthe scopeof our study asthey are not legally
regardedassourcesof labourlaw.

Our main analysiss detailedin Annex|l, in whichwe presentthe normsin eachconventionin
the variousdimensionsonsideredHere,with aviewto providingamore concisecaptureof the
complex information in the annex, we present only a summary of the contents of the
agreementsin termsof their greateror lessergenerosityin relationto what is laid downin the
CdT In particular,we consideredhe following colour codeandsymbols:

Table4 ¢ Codesusedin comparison®f collectiveagreements

=T andagreementsetthe samerule, with the sametext (includescasesof remissionto
law or CdT, soindicated)
' CdTand agreementsetthe samerule, with different text

> Conventionprovidesfor more favouralde rulesin the perspectiveof the worker

<Agreementprovidesfor lessfavourablerulesin the perspectiveof the worker

I CdTand agreementset different rules, beingdifficult to establishfavourability

NP:Agreementdoesnot providefor anyruleson the matter (but providedfor in GdT)

We beginour analysisconsideringthe collectivebargainingdomainconcerninghiringsand, in

particular,the provisionsregardingthe trial period. Fromtable 5, we concludethat, in general
terms, the hirings area is a dimensionof collective bargainingthat is either unregulatedor

regulatedwith the samewordingasthe CdT.Theonly two exceptionsare marginalbut which
we registeredasimprovementsfrom the w2 NJ SexsheftivesThesechangeswith respectto

the CdTinvolveslightlydifferentiated or longertrial periodsin somecaseswhichmayfacilitate
permanentappointmentsby allowinga longer period of time for new employeesto persuade
their employersregardingthe quality of their matchwith the firm.

Table5 ¢ Comparisorof collectiveagreementsand CdT Hiring

Matter

AT AIMMAP APHORT FENAME AECOPS APICCAPS

Banking
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Minimum
admission 16years r r r r = r
conditions
Trial period
-Generalcases90 _ _
= > =
days
) -Technical
I. Duration complexitytrust _ e = >
(Openended positions:180 B r -
contract) days
-Senior
management240 = r =
days
) -Contract<6 _ _ _ 3 N
Il. Duration months:15 days - - _ - - p
(Fixedterm
contract) -Contract>=6 _ _ - _ Np
months:30days
Pre
M. Exemp.tlon term/temporary Np < Np = Np
or exclusion | contract/provision
of services
=<60daystrial
. = N N = N
IV. Notice period: 7 days P P p
period =or<120days
trial per.: 15 days - NP Np = Np

We now turn our attention to fixed-term hiring (asopposedto openendedappointments).As
the CdTis relatively restrictive as to terminations of openended contracts (particularly in

dismissal$or worker performancereasons; seeMartins 2009, manyfirms makeconsiderable
use of fixedterm contracts. Thisin turn makestheir regulation,in the CdTor in collective
bargainingpotentially veryrelevant.

Table6 ¢ Comparisorof collectiveagreementsand CdT Fixedterm hiring

Matter AT AIMMAP APHORT FENAME AECOPS APICCAPS Banking
Substitutingworkers _ _ _
onleave - - Np -
Seasonabr other
activitywhoseannual _ _
' productioncycle - Np B Np -
Motives presentsirregularities cdT Np
Exceptionahctivity _ _ _
Increase - - Np -
Occasionafask _ _ N _
execution - - p -

14




Executiorof work,
projector other
definedand
temporaryactivity

Launchinghew activity
for uncertainduration

Startof companywork =
with fewer than 750 Np (Noworkers Np
workers requirement)

Hiringworkerlooking

for first job/in along-

term unemployment
situation

(Noworkers
requirement)

Additional motives: Np Np

Np

Maximum
duration

Persornlookingfor
first job: 18 months

Launchingf new
activity, beginning
of work or long-
term
unemployment:2
years

Referenceto CdT
Remainingases3
years

Renewal

Maximum3 times Np = = Np

Np

Successive
contracts

Impedimentto
morethan 1/3 of
the durationof the
contract

Np

Examiningthe summary results presented in table 6, we concludethat while fixedterm
contractsregulationsare part of collectiveagreementsmost of thosenormsestablishequalor
essentiallysimilar provisionscomparedto the CdT In only a few cases,especiallythat of
AIMMAP isthere somewideningof the list of legalvalid motivesfor fixed-term appointments
We considerthese casesto be unfavaurable to workers as we believe that, without such
additionalmotives,the worker wouldinsteadbe hiredunderanopenendedcontract Thisview
followsfrom the fact that the availablelist of motivesis alreadyparticularlycomprehensive

Thethird dimengon we considerconcernsworkplaceissues;n particularthe scopethat firms
haveto relocateworkersbetweengeographicalocations.Thismaybe motivatedby changesn
the demandconditionsfacedby the firm or by productionrelatedreasonsfor instane. Onthe
other hand,this maynot bein the interestof someof the workersaffected.

Table7 ¢ Comparisorof collectiveagreementsand CdT Workplace
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Matter

AT

AIMMAP

APHORT

FENAME

AECOPS

APICCAPS

Banking

Geographianobility

(FirmQinitiative)

l. Plea

Inthe eventof a
changeof locationor
extinctionof the
establishmen

Whenanotherreason
for the company's
interestrequiresit

andthe transferdoes
not imply serious

injury to the worker

Additional Motives

<

r' by agreement

IJ

Il. Formal
aspects

Written + pre-notice 8
days(temporary
transfer)or 30 days
(definitivetransfer)

I,
Duration

Temporarytransfer:6
months

Np

IV.Costs

Increasedravel costs
+changeof residence > r Np > =
or accommodation

Fromour analysispresentedin Table7, we concludethat workplacematters are regulatedin

the collectiveagreementsthat we examine althoughagainin many respectstheir provisions
are equal or essentiallyidentical to those of the CdT At the level of the rationale for the

workplacetransfer, all but one agreementadds additionalmotivescomparedto the CdT Some
of these reasonsare potentially unfavourable for the worker (by increasingthe number of

situationsin whichthey haveto acceptto be transferred. However someprovisionsare not: in

the caseof banking,there are additionalfoundationsthat are favourableto the worker, when

requiringemployersto acceptrequestsmadeby the workers.

Asto the formal aspectsaunderpinninggeographianobility, somedifferencesare beneficialfor

workers ¢ either by requiringminimum content to the transferagreement or by providingfor

more generousnotice for suchmobility. However,in someagreementgnamelyAECOP&nd

FENAME there is a different type of flexibility ¢ with FENAMEallowing the exemption or

reduction of the pre-warningand AECOPS8stablishinga 24-hour notice in caseof temporary
transferand 10 daysif definitive (muchshorterthanthe 8 or 30 days,respectiwely, established
in the Cd7). Finally,we find that the duration of the transferis a poorly regulateddimension

unlikeits cost, whichalsotend to be more favourablefrom the workera gerspective

Next we considerthe critical case of working time, one of the most important working
conditions,together with pay, for trade unionshistorically Workingtime provisionsincludea
numberof different aspects suchasthe standardnumberof hoursof work and different types
of worktime flexibility andits remuneration (seeMartins 201 7for more on the caseof overtime
payments) We find ¢ Table 8 ¢ that, while these matters are regulated in the collective
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agreementghat we examine,many provisionsare the sameasin the CdT, while manyothers
are not regulatedat all.

Table8 ¢ Comparisorof collectiveagreementsand CdT Workingtime

Matter Ct AIMMAP APHORT

FENAME AECOPS APICCAPS

Banking

8h/dayand
Standardhours 40h/week

Adaptability

I. Increase ATyeeyEnd
' 60h/week

. .| Averages0h
1. Averagelimit in 2 months

Ill. Reference | Subsidiary4
period (months) Max:12

Minimum 1

day,
WeeklyRest mandatory

on Sunday

Minimum 11
Dailyrest consecutive
hours

Timetableexemption

Not subjectto
maximumlimits

Possibilityof a
I. Modalities | certainincrease
in hours

Followingagreed
work schedule

Senior
management+
supportrole

Work performed
Il. Motives outsideworking

hours

Teleworking/
activity outside
firm

Additional Motives

Overtime
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|. Information

Provisionof
info to labour
inspectorate

Np

Np

Np

Np

Np

II. Limits

Smallfirm:
175h/year*

Mediumor Large
firm: 150/year*

Parttime
worker: 80h/year

Np

Np

Np

Np

Normalworking
day:2h/day

Weeklyrestday
or holiday:=
DailyPNT

Np

Np

Halfday of
complementary
rest="daily
standard

Np

Np

Np

Np

Np

IIl. Exemption

Minors +
attainable
motives+
expressly
requested

V.

Normal
day/Complement
aryrest/holiday:
25%o0f the hours

provided

Compensatory
rest

Mandatoryrest
day:1day

Impeditivedaily
rest=hoursof
restmissing

Np

Np

Np

Np

Np

Np

Shifts

*k%

I. Shiftchange

After weekly
rest

Il. Rest

ldayin7

Np

Np

Np

Night work

Hoursrange 7amllam > > > > >

Asto the normalworkingperiod,we find that the agreementsonsiderecheregenerallychange
the limits establishedin the GdT, makingthem (slightly) more favourable for the worker, for
instanceby allowingthemto spreadtheir workingtime overthe weekmore flexibly.

Animportantadditionaldimensionisthe Wdaptabilityscheme allowingfor the normalworking
periodto be adjustedovertime by the employer, thusofferinggreaterflexibility (andpotentially
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lower costs)for the firm. We find a numberof instancesnvolvingcollectivebargainingchanges
to this schemethat favour workers. Thisincludesthe introduction of a smallerincreasein

working time or a shorter referenceperiod comparedto the CdT In other caseswe find no

changesn relation to the GdT. Themain exceptionis FENAMEwith a lessfavaurable regime
(the averagetime of 50hoursperweekis measuredveraperiodof 3 monthsinsteadof 2, thus

providing greater flexibility for employersto allocate additional hours of work dependingon

their need).

With regardto the rulesonweeklyrest,almostall agreemaents establishdifferenceswith respect
to the CdTihat aremorefavourablefor the worker. Onthe other hand,the regulatiorsregarding
the dailyrest betweenwork daysare equalto the CdT or absent

Asfor the timetable exemptionschemewhereworkersdo not havea fixed dailywork schedule
and may therefore haveto work more hoursin any givenday than the standardlimit (being

subjectto greatervariabilityin workinghoursfrom dayto day), we find additionalgroundsfor

this (notablyin the casesof AECOP8nd AIMMARP) On the generalgroundsfor the schemethe

only differenceis in the financial sector, which have them set more generally(allowing for a
greaterbreadth of valid reasors). Thereis alsoa particularlybeneficialrule for the worker in

finance the worker is entitled to financialcompensationif this schemeis withdrawn by the

employer.

With regardto supplementarywork, we have found that, in generalterms, either it is not
foreseen, or it replicates the CdT standards. When differences exist, they are usually
unfavaurable for workers.Asregardsthe matter of communicationof workingtime provisions
to the labourinspectorate only the bankingsectorintroduceschangeswhichmaybe regarded
to be more favourable to the worker as they involve an increasein the frequency of
communication.As for supplementarywork, the differencesare usudly lessfavourableto
workers,asthere isanincreasan maximumamount(annuallimits) of suchhours:workersmay
therefore be requiredto work additional hours.

With regard to the exemption from the provision of overtime, AECOP&nd banking are

potentially lessfavourableto workers, as they specificallydetermine the casesin which this

exemptioncanbe applied,in contrastto the GIT which mentions"attainable motives" Asfor

compensatoryrest, the agreementsgenerallyeither do not regulte this aspector have the

same regulation as the CdT AECOP@&llows for the possibility that the worker chooss a

remunerationwith a premiumof not lessthan 100%overthe baserate insteadof compensatory
rest.

Asregardsto the shift regime,onceagainit eitherisnot regulatedin the bargainingagreements
or simply replicatesthe GJT. The few exceptionsinclude the caseof APHORThich is less
favourable for workersby givingmore scopefor firms to changeshifts at short notice. Onthe
other hand,bankingintroducesa more favourablechange jmposingtwo daysof restbetween
shifts (againstonly one dayin the caseof the Cdt)and providinggreaterclarity for workerson
the scopefor shiftsin their jobs.

Finally asto night work, the agreementsare usuallymore favourableto workers, giventhat this
periodis definedin a broaderway. Thisformat widens the accesgo the more generoussafety
rulesand compensationlevelsthat are paid duringnight work.

Arelateddimensia of workingtime concernghe periodsduringwhichwork is not requiredor
not delivered.Again,we find severalcasesn whichsuchworkingconditionsare not adjustedor
aresimplythe sane aswhatisindicatedin CdT Asexplainedbefore, while the absncesregime
is essentiallyimperative (collective bargaining cannot deviate from the CdT) there are
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exceptions Forinstance,with regardto holidays only the bankingagreementprovidesfor a
longerdurationthanthat of the CdT asall other casegeplicatethe provisionsof the CdT or are
not mentionedat all (Table9).

Table9 ¢ Comparisorof collectiveagreementsaand CdT Work suspensios

Matter aT AIMMAP APHORT FENAME AECOPS APICCAB Banking

Bankholidays

Januanyl, Holy
Friday,Easter
SundayApril 25,
May 1, Bodyof
I. Mandatory GXS(:;JUUSI;T;O’ = > = = = =
Octoberb,
Novemberl,
Decembert, 8
and25

ByIRCT:
II. Optional Carmygland > r > > > >
municipal

holiday

Holidays

I. Duration 2By = = = = = i
days

-25days:0/1
absence

. -24days:2 _ _ _ _

II. Premium absences = = > = = Np

-23days:3

absences

2 daysper
month ¢ after = = = = = Np
6 months

I1l. Yearof
entry

2 daysper _ _ Referenceo —
month ¢ after = Np = CdT B NP
6 months

IV.Yearof
termination

Absences

Employemay
requestproof
after 15daysof | NPdeadline = Np Np Np <
absence
communication

I. Proof of
justification

Lossof
Retribution:
. Effect- _Disease
Justified -Workaccident
-FamilyService

-etc
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1. Effect-
unjustified

Discounton
seniorityand
retribution (or:
Lossof vacation
daydadditional
work)

In contrast,there are somedifferencesin the caseof the absenceregime.In the justificationof
absencesthe banking agreementdiffers from the CdTby not determininga deadlinefor the
employerto requestsuchjustification, makingthis regime potentially lessfavourable for the
worker. In the effectsof justifiableabsencesthere are somedifferencesaswell: APH®&Tand
FENAMEre lessfavourable to workers sincethey add absencedor activitiesregardingtrade
union work as resultingin lossof remunerationor decreasethe scopefor family assistance
without effects In the caseof banking there are fewer typesof justified absenceshat resultin
the lossof remuneration whichfavoursworkers APHOR@&lsoregulatesunjustifiedabsencesn
a lessfavourable way, establishinga limit of 18 daysin somecasesinsteadof the 20-day limit
of the CdT

Remuneration(table 10) is another areathat receivesconsiderableinterestin our collective
agreementsindeed,in our analysiswe do not find any caseof a lessfavourablestandard(for
the worker). However,many working conditionsprove to be the sameasthe CdT,including
manycasef exactreplicas.

Table10 ¢ Comparisorof collectiveagreementsand CdT remuneration

Matter AT AIMMAP APHORT FENAME AECOPS APICCAPS Banking
-Regularand
permanent
¢ benefits
Benefits -Frequent
included expenses r r Np > Np S
-Merit,
performanceor
assiduitybonus
-Costallowance
-Travel
. allowances
Benefits -Transportcosts
expressly -Installation Np = Np Np Np .
excluded allowances
-Gratuitiesor
extraordinary
benefits
Holidays
allowance
Basepay+
counterpartto _ B
- velE provisionof . > r = r >
work
II. Date of Beforeholidays Np = = S _ _
payment
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Christmas

allowance
l. Value =1month of = = r = = >
pay
- Dateot | pecistn = = ¢ = = ¢
payment
Shift
> > > >
allowance Np Np N
25%increase
Remuneration| (equivalent _ S _ - _ _
NightWork | workprovided - = = =
duringday)
Work
schedule
exemption
I. Not subject n
o sk suppler(r)gntary
schgdule work per day
ceilings
>
1. Possibility
of certain AL ey
. . supplementary > > Np Np >
increasein work per day
normal hours
Il o0
Observance of our
d supplementary r
agree work per week
normal hours
Overtime
50%for 1st
I. Normalday | hour/ 75%for = > = = >
subsequent -
II. Dayof rest o
. = > > = >
and holidays SO0 e
Meal
Np > > > > > >
allowance
Contract
termination ;
(objective
reasons)
1 month of
salary+ Referenceo
I. Amount senioritypay cdT Np Referenceo CdT]| Np Np Np
per yearof

seniority




- 3 monthsof
I1. Minimum
salary+
value 2
seniority
Seniority
Payments NP NP NP Np NP

With regardto the benefitsthat areincludedor expresshexcludedfrom the conceptof pay,the
clausesre essentiallythe sameg althoughat times, with different phrasing.Theonly exception
is the bankingagreement where the definition of payfor the purposeof the computationof a
numberof benefits(holidayspay,severanceetc) is slightly broader,which benefitsworkers

With regardto holidays and Christmasallowances(annualsalariesin Portugalare paidin 14

instalments,one per month plusthesetwo allowarces) there are extensivesimilaritieswith the

CdTInthe caseof the holidaysallowance someagreementffer better conditionsfor workers,
as it includesnot only base salary but also other componentssuch as the work schedule
exemptionallowance In AECOP$)e holidays allowancereferenceis ¥honthly remuneratiorQ
which can correspondto the averagetotal payin previousmonths (and, again,not only base
pay). Asto the timing of the payment,FENAMEnd AECOP&e more favourablefor the worker
than the CdTbhecausehey are more specificabout this aspectthan the CdT(the worker faces
lessuncertaintyasto the timing of this payment)

Asto the shift regime APHORENd APICCAP&o not discussit at all, implying that workers
engayedin this form of work organisationdo not receiveany extra pay for that. However,the
remainingagreementestablisha premiumin thesecasesin contrastto the CdTwhichdoesnot
regulate suchpayments With regardto the night allowance,only APHOR&nd AECOPS&ffer
better conditionsthan the CdT(while the remaininginstrumentssimplyreplicate the CdT).

Theremunerationdue for work scheduleexemption(mandatoryby law ¢ article 2650f the CdT
¢ but substitutable by an IRCT)is usually more favourableto the worker in the collective
agreementsanalysedandonly FENAMEBENnd APICCAR® not haveit, perhapsbecausét isnot
used frequently in those industries In contrast, the paymentof overtime is regulatedin all
collectiveagreements with better conditionsin all casesexceptAIMMAPand APICAP&vhich
simply replicate the provisions of the CdT). Moreover, while the meal allowanceis not
establishedn the CdT all collectiveagreementgrovidefor it, albeitwith different values¢ and
with APHOReterminingthat its paymentbe in kind.

Concerninghe matter of individualemploymentcontract termination (specificallyon objective
or economicgroundg, we find that it is either not foreseenin agreements or they simply
replicatethe CdT(or referto it). Lastly,with regardto the tenure premig, it is not regulatedin
the CdTbut bankirgand APHORProvidefor it.

We now turn our attention to mattersrelatedto discipline(table 11). Onceagain,our collective
agreementgeplicatein manycaseswvhat is alreadyestablishedn the GJT. Still, it is possibleto
find somedifferences(mostof whichin amore favourable sensefor the worker). Thisisdespite
the fact that, while the CdT(article 328)allows certainlimits imposedon disciplinarysanctions
(suchas pecuniarypenaltiescannot exceedone-third of the daily remunerationand, in each
calendaryear,30 daysof remuneration) thesevaluescanbe changedoy collectivebargaining

Tablell ¢ Comparisorof collectiveagreementsand CdT discipline
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Matter Ct AIMMAP APHORT FENAME AECOPS APICCAPS Banking
-Simplerebuthe;
-Registeredebuked,;
-Pecuniarypenalty;
-Lossof vacation
Discibli days;
ISCIplinary | -suspensiomf work _ — =
retribution and
seniority;
-DismissaWithout
compensatioror
compensation
1 yearsafter
the
. infringement _ _ Referenceo _ _
Prescription or the term of = = cdT Np = =
the criminal
offence
60 dayssince
Deadlineto | knowledgeof
initiate the factsby _ _ Referencdo N _ _
disciplinary the - - CdT P - -
procedure disciplinary
power holder
Worker In caseof .,
response dismissal10 Np = € g§$ceo Np = >
deadline workingdays
el :;fTeOr'::]ZS Referencdo
I issuanceof < < cdT Np = =
sanction L
the decision
Someof the differencesobservedincludethe caseof AIMMAP,which doesnot provide for a
pecuniarypenalty, which we considerto be more beneficialfor the worker. In banking,the
worker'sresponsetime to a disciplinaryprocedureis increasedo 15 working days while the
lossof retribution and seniorityis reduced.Moreover,the suspensiorof unionrepresentatives
doesnot predude them from havingaccesdo the sites and activitiesto exercisetheir rolesas
such
Finally,we considerthe trade union rights dimension(table 11) ¢ seeMartins (2018b)for an
overview of some of the legal aspectsin this dimension Again the agreements analysed
generallyreplicatethe standardsof the CdTor do not mentionthem at all (andimplicitly refer
to the CdTstandards)
Tablel2 ¢ Comparisorof collectiveagreementsand CdT trade unionrights
Matter Ct AIMMAP APHORT FENAME AECOPS APICBPS Banking
-Companywith
; lessthan 50
e syndicated < = < Np = <
delegates workers:1
-50t0 99:2
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-100to 199:3
-200to0 499:6
-5000r more: 6 +
[(N-500):200]

-Inacompany
. with fewerthan
No union 50syndicated
leaders workers:1
(with right to -50t0 99:2
credit of hours -100to 199:3
andjustified -200to0 499:4
absences) -500to0 999:6
-1000to 1999:7
-etc
g General:
Creditof
. 5h/month
union X
In Interunion
delegate o
hours Committee:
8h/month
Creditof
: 4 daysper
hoursunion
month
leaders
Meeting right Maximum
at work time 15h/year
OnA
permanent
Rightto basisif A
facilities Companyhas
1500r more
workers
Calls,
communication
. s,information
Rightof or other texts
postingand | concerninghe
distributing Unionlife and
information the socio
occupational
interestsof
workers
-Recent
developments
andprobable
future
developmentof
the Companyand
its economic
. situation
Rightto -Situation,
Information structureand
probable
evolutionof
employmentin
the companyand
eventual
preventive
measures;
-etc
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Oneinteresting generalpoint in this caseis that, despitethe above there is a much higher
prevalenceof ruleson trade unionsthanother g 2 NJ répxekeftativestructuresc suchasthe
workergouncilor the representativeson health and safety¢ which may follow from the fact
that collectivebargainings carriedout by trade unionsonly.

Asregardshe numberof uniondelegatescollectiveagreementsareusuallythe same(implicitly
or explicitly)asthe CdT. Interestingly the onlythree deviationg AIMMAP FENAMEndbanking
involvea (slight)worsenirg of theseprovisions Forexample AIMMAPprovidesfor four union
delegatesn firmswith 200to 499affiliatedworkers(insteadof the sixin Cd7). Asfor the number
of union leaders,only APICCAP&Idresseghis aspect and replicatesthe CdT With regad to
the credit of hours of delegatesthere are four collectiveconventionsthat predict differently
from the AT, three of whichinvolvingadditionalhours) Inthe caseof facilities, AIMMAPSand
FENAMEre more favaurable becausethey introduce the right to permanentofficesin firms
that employ from 100 workers, instead of 150 asin the CdT Asto information accessand
posting bankingis more favourable asit covers awider rangeof information.

5. Discussion

Animportant resultof our analysisaboveis that there are manyworkingconditionsthat follow
directlyfrom replicatingthe LabourCode(CdT), in manyinstancesserbatim Howeverthereare
alsoseveraldifferencesin the collectiveagreementsanalysedwhen comparedto the CdT In
orderto summarizethe detailedand complexinformation we haveobtainedassyntheticallyas
possible and better understand the importance of each type of working conditions we
aggregatedhe variousnormsof theseagreementsand calculatedtheir relative frequency

Thisquantitativeapproachinnovativein the contextof collectivebargainingstudies represents
a summaryindicator, that is easilyunderstandableand comparable despite the complexityof
the underlyinglabourlaw context Thisapproachcantherefore be usedfor comparisonswith
other agreementsin Portugalor other countries¢ andin betweencountriesandor in different
periods Obviously this statistical exerciseis subjectto limitations, namelyasit gives equal
weight to standardsthat may be of different importance for companies workers or both.
However ,in the future, one mayintroduceweightsfor eachindicator, basedon an assessment
of the importanceof eachdimension.

Fromthe analyss of the 3890bservationgesultingfrom this exerciseg whereeachobservation
correspondgo a specificcombinationbetweena standardanda conventiong, we find that the

maincategorycorrespondngto replicasof the CdTcorrespondo 62%o0f allnorms Thatis,most
of the standardsare revealedto be either a replicaof the text containedin the CJT (the most
frequent situation) or a differently written norm but againthe samelegalprovisionasin the

CdT

Another caseincludedhere is when the standardin the collectiveagreementsimplyrefersto
the applicablelabour law. However,these 389 observationsalreadyexclude174 caseswhich
correspondo Wrissions$in relationto the GdT: workingconditionsregulatedin the GIT andat
leastone agreement but not in, at least, the one under review. TheseW Y A aodskeryadon§
denote areasof potential bargaining which some agreementstake into account(evenif, in
many casessimplycopyingfrom the Cd7), but whichare not subjectto changein at leastone
of the agreementsonsidered.

Followingthese two main categoriesare the caseof the rules that are more favourable for
workers- 25% of the 389 observations- and lessfavourable- 12%.We thus find that the first
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exceedthe secondfor a margin of more than 10 percentagepoints. Still, these percentages
evenif addedup, remainmuchlower thanthe percentageof clausesvhichmerelyreplicatethe
CdT Indeed the latter casecorrespondo almosttwice the numberof the first one.

We also conclude that the area with more beneficial differences for the worker is the

remuneration dimension while the one with the most unfavaurable differencesis the

workplaceorganisationOnthe other hand,the themeswith more omitted provisionsand more

replicationsare workingtime andthe discipline respectively.The mostgenerousagreements,

without surprise,the bankingsector, while the conventionwith more unfavaurable provisions
to the worker is the one of APHORThotels and restaurants) Interestingly, APPICAP&hoe
manufacturing)doesnot seemto containany changethat is lessfavourablecomparedto the

CdT.Onthe other hand, AECOP&onstruction)is the one that omits mosttopicsandthat has
more clauseghat replicatethe CdT

Gldbally,basedonthe sampleconsideredandthe comparativeanalysesve havedevelopedwe
concludethat there is a very significantpercentageof the agreementsthat do not add value
comparedto what is alreadyestablishedn the CdT Althoughthere are seeral dimensionsn
which the worker benefits when applyingthe agreement(comparedto the CdTonly), we
considerthat the latter numberof thesecasesds relativelylow ¢ and not much largerthan that
of caseswhere the convention introduces less favourabe changes The small number of
favaurable caseds particularlyclearwhen comparedto the total numberof articlesof the CdT
(560) especiallynoting that eacharticle cancontainseveralnorms Moreover,althoughthere
are other more generousprovisionsin the agreementsther thanthosecomparableo the CIT
(asdescribedin AnnexIV), the number of suchprovisionsis generallyvery limited, with the
exceptionof the caseof the banking(possiblythe mostgenerouscontractin Portugal)and, to a
lesserextent, APHORT

When contrastingthe percentageof favourable and unfavaurable clausesacrossthe different
agreements(Figure 1), we also found some suggestiveevidenceof a positive relationship
betweenthose two variables.In other words, agreementswith more favourable clausesend
alsoto be agreementswith more unfavaurable clausesThisrelationshipis consistentwith the
ideathat the partiesdevelopa negotiationinvolvingconcession®n both sidesin comparison
to the parametersestablishedn the CdTsothat there is a direct relationshipbetweenthe two
concession offered by each party. We also note that the agreementswith ®ternalisationQ
clauses are the two pointsof Figurel moreto the right (banking andon top (APHORT)hat is,
with higher percentageof positiveand negativeclausesrespectively Although our sampleis
smallandnot necessarilyepresentativethisresultmaysuggesthat the ®ternalisation(lauses
did not necessarilyhavea negativeeffect on the intensity of collecive bargaininginsofarasthe
percentageof amendedclausesn theseagreementssrelativelyhigh

Figurel ¢ percentagef favourable and unfavourable clausesby agreement
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Note: Thehorizontal (vertical) axisindicatesthe percentageof favourable (unfavaurable) clauses Each
point correspondgo a specificCCTTheabsolutevaluesusedin this chartare describedin Annexll. The
dashedstraightsegmentcorrespondso the predictedvaluesby estimatinga linearrelationshipbetween
the two variables

Havingestablishedhe significanhumberof casesn whichthe contractingpartieshavedecided
to copyfrom the CdT, it isimportantto try to explainthe motivationof thesedecisionsWe offer

severa] not necessarilymutually exclusive explanatiors. Firstly, we considerthat, in some
casesthislargeoverlapbetweencollectivebargainingand baselabourlaw mayresultfrom an
aim to strengthenthe rules againstpotential future changesin the GdT and thereby ensure
greater predictability of working conditionsin the sector. With the exceptionof the casesin

which the amendments of the GJT are endowed with WnperativityQ (that is, the CdT
amendmentsautomatically override the existing conditions of collective agreementswhen

there is a clashbetween the two), the inclusionof these standardsin the conventionswill

promote their stability - in contrastto the cases of areferenceto the CdTor the absenceof the

normin the contract

Secondlythis duplicationof standardsbetweenthe agreementsandthe GdT mayresultfrom a
willingnessto facilitate the accessto information for workers and employers about the
applicablerules. The explicitinclusionof the CdTstandardsin the convention may makethe
applicablenorms more visibleto all actors increasingclarity and transparencyand facilitating
the resolutionof potential conflictsin the workplace for example

Thirdly, there may also be a professionalmotivation on the part of the bargainingparties in

orderto enhancethe valueof their contributionsto their associategfirmsandunionmembers)

through the presentation of a collective contract that appearsto be more extensiveand

detailed Indeed by includingthe transcribedstandardsfrom the GdT, collectiveagreements
becomemuchlarger. Thegreatercomplexitythat canresultfrom this mayalsoexacerbatethe

importanceof the bargainingpartieswith respectto their membersin the sensethat the former

acquiregreaterimportancein clarifying the content of the agreementsandtheir applicationin

practice.

Finally one alsoneedsto considerthe possibilitythat the baselabourlaw (the GdT, in our case
study) is restricting the negotiatng space for collective bargaining In order to establish
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referencevaluesin a verywide numberof areas overthe courseof its more than 560 articles,
eachonetypicallyincludingmultiple norms,the GdT maybe unintendedlywealkening collective
bargainng by limiting the spacefor employersand trade unionsto find their own negotiating
options

It is true, aswe discussedthat the QT itself providesfor someflexibility in the sensethat it
allows trade unions and employersto adjust the initial parametrsations of the CdT, both
downward and upward However,these default starting points may end up generating a
significantrigidity in collectivebargainingbecausef psychologicalactorssuchaslossaversior)
and,in this senseend up makingthe collectivebargainingporocessoorer. Thisrigidity mayalso
befurther reinforcedthroughCdTreformsthat referto individualnegotiationmattersthat were
previouslyregulatedonly by collectivebargaining

Internationalexpeiliencein countrieswith more limited, lessextensivebasiclabourlegislation,
mayunderlinethe point aboveabouta negativeimpact of the CdTdetail, namelywhenwe find
that in thesecountriescollectivebargainingendsto be more dynamicanddifferentiated.
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Annexl. Detailedcomparativeanalysis

"=" correspondgo casesvhenthe collectiveagreementis equalto the respectiverulesin the
QT and"NP"whenthe provisionin not applicablein the collectiveagreement

A. Admission/hiring

Matter aT AIMMAP APHORT FENAME AECOPS APICCAPS Banking
A) minimum - )
- | AYminimum 16yearsold
A)minimum | ageof 16years; .| -minimum levelof
. ageof 16 years; )
Minimum entry 16years(for | ageof 16years; or and schooling Dependson
" accesdo the and b) Compulsory -Qualifications Refersto Cdr .
Cenel s generalregime) | b) Compulsory |  schooling+ b) Compulsory | _Cericateor the job level
i i schooling Ballot(required)
schooling. physicaland (with exception) i
psychiccapacity p -Physicallyit
Trialperiod
-In general 90 _ A) 60 daysfor _
days - levelsl to VI -
-Technical Lawcg with the
complexity/resp b) 180daysfor possibilityof
|. Duration onsibility/positi = levelsViland Dependson the = extendingto 6
(Contractwithout | onsof trust: Vil Professional months
term) 180days category management
positions/senior
-Directionor staff
senior _ c) 240daysfor _
management - levellX. -
240days
-Contractless
than 6 months: = = Np
1. Duration 15days
(Termcontract) | _contract=<6 Refersto CdT
months:30 = = = Np
days
NP¢ Onthe
contrary:Trial
' Preterm/ period always
1. Exemp.tlonor temporary N Np exists,onlyif Np _ Np
exclusion contract/provisi excludingby
on of services written
agreement
otherwise
=<60daystrial
IV.Denunciation | periogt 7ydays = Np Np = Np
¢ obligation to
notice by the =<120days
undertaking trial period: 15 = Np Np = Np
days
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B.TermContracting

Matter AT AIMMAP APHORT FENAME AECOPS APICCAPS Banking
Substitution of _ _ N _
workeron leave B - P B
Seasonabr
other activity
with irregular = Np Np =
annual
productioncycle
E_x_ce_ptlonal _ _ Np —
activityincrease
Occasionalask _ _ N _
execution B - P B
Executiorof
work, projector
other defined = Np = =
andtemporary
Fundamens activity Np
Launchingnew
activity of _ _ _
uncertain - - Np B
duration
Launchof
establishmenin = =
firm employing Np (Noworkers Np (Noworkers
fewerthan 750 requirement) requirement)
workers
Hiringworker
lookingfor first Refersto CdT
job/in along- _ _ _
term - - Np B
unemployment
situation
Needfor
maintenanceof
. essentiakervices | .
Additional for the regular -I;I(T;E"ig: g:;taii':est Performanceof
Fundaments operationof the vy the worker's
companyduring activity in several
holidays worksin chargeof
the employer,
Additionsof the providedthat the
activity for the workerconcerned
fulfilment of remainsin each
ordersthat leave Hiringworkers work for per_lods
the normalscope not exceeding
. to perform extra .
of the activity + . consecutive Np Np
. services
equipment months
breakdown+

recoveryof delays
in production

Accrualf activity

for executionof

tasksor orders
whosetotal
quantity or
regularityof

deliveryis not
specified
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Launchof new
products
productionor start
of newindustrial
equipment

Maximum
duration

Personlooking
for first job: 18
months

Launchof new
activity,
beginningof
work or long-
term unempl:
2years

Replacemenof

workers:2 years

Remaining
cases3years

Renewal

Maximum3
times

Successive
contracts

Impedimentto
morethan1/3
of the duration
of the contract

Np -
Np Np
Np Np
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C.Workplace

Matter AT AIMMAP APHORT FENAME AECOPS APICCAPS Banking
NOTEunion
delegatesmay not
betransferred
fromthe
Geographianobility workplacewithout
(Enterpiise Initiative) their agreement
andwithout prior
knowledgeof the
respectiveunion's
management.
Inthe eventof
a changeof
locationor = = Np = =
extinction of
establishmat Whenthe
Whenanother interestof the
|. Plea reasonfor the wg?szraer;ytﬁ:es
C?nTgaerg S = V_V'th the it + underthe
requiresit and requirementto _ Np law andcontract — —
the transfer beonly
doesnotimply | temporary
seriousinjury
to the worker
Bordering
Excess counties(if
manpowerdue Coimbra,
to anoticeable Lisbonor
decreasén Porto): There
services maybe
transfer
If concession: Byagreement
proven with new
inadequacyof workersg if
the workerto within D
the Districtor
Additional Fundamens Np management Np Np Np district
methods contiguous
adopted
Theexistence
of adispute
betweenthe Atthe request
grantingor the of the worker;
clientsonthe Hierarchical
permanenceof criteriaif
the worker, in multiple
fact requests
attributable to
this
Written + pre- =adding Advancel0 B Communicatio
N notice8days | justification days . n with 24_h B 30-Day
Il. Formalities (temporary and (temporary) . advancef =
. be dispensedor Advance
transfer)or 30 | predictable and30 reduced temporaryand
days duration (definitive) 10 daysif
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(definitive definitive +
transfer) minimal
content
transferto
foreignor
islands
. Temporary Temporary
[Il. Duration transfer:6 transfer:2 years Np Np Np Np
months
Dependson the Direct
type of transfer: expensegor
Increased -With fixed the changeof
travel costs+ Transport+ workplace residencet
IV. Expenditure ch_angeof = Added Direct Np -With daily of the
residenceor | shippingcosts |  Transfer returnto
accommodatio costs residence persqnsy ho
n -Nodailyreturn coabitswith
to residence the worker or

-Abroad

arein charge
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D.Workingtime

Matter AT AIMMAP APHORT FENAME AECOPS APICCAPS Banking
Effective
YRS General8h/day
Tl fromer?d to and40h/week,in 5
=(Inoor days
Work time 8h/dayand = daysanda More =(in5days) 7h/dayand
40h/week half) ExceptionOna3- | administrative 35h/week
shift basisthe PNT| categories37,
canbe distributed 5hiweek
for 6 daysfrom
2ndto Saturday
Adaptability
NP¢ Flexible
I. Increase %hég;"y ankd 25h0/(ri]71y anlij ihég;e\y anlg 25héﬁ71y anlg Np 50hrs/week time
wee wee wee wee modaliiesmay
. exist,subject
II. averagelimit AverageSOh Np Np AveragesOhin Np Np to the
in 2 months 3 months authorization
Ill. Reference | Subsidiary4 6 4 B* * 8 6 of the Ministry
period (months) Max: 12
Minimum 1 2 daysor 1 cidma){zﬁisr:tqar NP¢ but HT
dayand _ anda half- P shouldbe | Saturdayand
WeeklyRest = yand Np
mandatory always _ from 2ndto Sunday
mandatory(=
on Sunday followed 6th
Sunday)
Dailyrest | consoautive N = N N N Time:8h30s
y P B P P P to 16h30
hours
"If the complaintis
from the initiative
of the institution, it
isdueto the
paymentof
Work scheduleexemption additional
remunerationup to
three monthsafter
it hasbeen
communicatedo
the worker"
Non-subjectionto
the maximumlimits
of the normal Np Np Np = Np
standardwork
schedule
Possibilityof a
|. Formats certainincreasen Np
daily or weekly Np Np Np = Np
standardwork
schedule
Observancef the
agreedstandard Np Np Np = Np

work schedule
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Administrationor »
management Specificor
position+supportto = Np Np = framing
the holder of these functions
positions
I Executionof works Allthose
’ that canonly be _ _ whose
Fundamens performedoutsideof - NP Np - functions
workinghours justify it
Teleworking/casesf
regularexerciseof _ _
activity outsidethe - e i B /
company
Professiorthat may
requireunforeseen .
andoccasional Exercisef
performances surveillance, /
necessaryor the transportand
Additional EEREITEe salesactivity
Fundameris maintenanceof Np Np
un equipment
Exercisef
surveillance, / /
transportationand
salesfunctions
Overtime
In Januaryand
Mandatoryto Julyshouldbe
_ labour _ sentto labour
| inspectoratec list inspectoratelist
N of workerswho of workerswho
Comir:#mcat provided Np Np Np Np Np provided
supplementary supplemeptary
work in previous work during
year previous
semester
Snallcompany: _
175hl/year -
200h/year 200h/year 200h/year 200h/year 160H/year
Mediumor Large _
company:150/year -
=but canbe
. raisedto
Parttime worker:
80hlyear Np Np Np 200h/yearby Np Np
written
[I. Limits agreement
=(If everyone
reachesghis
Normalworkingday: _ _ _ _ _ limit: company
2h/day - B B B B canonly reach
20%of
160h/year)
Weeklyrestdayor
holiday:= Daily = Np = = Np =
normalschedule
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Halfday of
complementaryrest _
=Y Dailynormal - Np Np Np Np Np
schedule
Workers with -Partidpationin
asabies st
chronicdisease; household
-Pregnantwomen -Minors _Preparationof
-Workerswith -Pregnant exapminations
childrenunderthe women _Residencelistant
Mi ageof 12 months; -Puerperal from the
inors+ _ ‘ , ,
1. . . _ _ Forbiddenfor Paternltyleave!n women workplace
. attainablemotives = = ) casesf mother's -Lactating )
Exemption minors hysicabor psychic| -Womenwith | -Workerswith
+expresslyequest physicabr psy ; disabilitiesor
disability,mother's |childrenunder 1 chronicdisease
deathor joint year Pregnantvomen
decisionof parents -Student an d\?vorkerswith
until the children workers -
are 12 monthsold childrenunder12
-Studentworkers months .
-Minors -Breastfeeding
-Minors
Normal = or the provision
day/Complementary _ N of paidworkwith | 1 Daywhen N
rest/holiday:25%of - P anincreaseofnot | 32 hours P
the hoursprovided lessthan 100%.
V. 25%of
Compensato, Mandatoryrestday: _ working _ _
= Np = = Np
ry rest lday hours
Impeditivedailyrest:
=hoursof rest = Np Np Np Np
missing
Informaticsand
No worker may mecanography;
be 0b|lgedt0 EXChang@fﬁCeS,
. . . includingairports,
Shifts worlf in shifts cenor rail and
without border:
agreement Surveillancand
security.
P
Imperaive
needs:Worker
I. Shift canbe
After weeklyrest r . = = = =
change Y 2 Shifts:40hweek, |  temporarily
by normalworking | displacedrom
days/3shifts:40h oneshiftto
week, potentially another
for 6 days
It depend®on
Il. Rest ldayin7 Np Np Np = functions
performed
Night work
Between7pm to
|. Between 1lam(provided 12am and 8pmand
G o 10pmand7am 8pmand7am | 10pmand7am P 8pmand7am
what hours | betweenmidnight 7am 7am
and5am)
Il N N N N N N N
Formalities P P P P P P P
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E.Suspensionf the provisionof activity

Matter AT AIMMAP APHORT FENAME AECOPS APICCAPS Banking
Holidays
Januaryl, Holy =
Friday,Easter +Carnival
SundayApril 25, May Tuesday
. 1, Bodyof God,June | Refersto Exceptin hotels _ _ _ _
Mandatory 10, Augustl5, law andpensions, - = = =
October5, November eSt"’}b“Sh”_‘e”ts
1, Decemberi, 8 and N
o5 mandatoryon 1
May
. . Providegor
Providegor . Providegor
ByIRCTCarnival these+ FIVBESTE | o, holidays inEsters .
1. andmunicipal holidayscan | . _ these+ holidays canbe holidayscan Prowdgs‘or these
facultati holidavof th be DistrictHoliday canbe exchanaedor be exchanged holidays+
ekl ol ayq . exchanged 9 for another Christma£ve
locality exchanged anotherday
(agreemen) Eg=Em=i (agreement) CEY
(agreement)
Vacation
|. Duration | 22Workingdays = = = = = 25Workingdays
-25days:S/fouls,1
foul, 2 half days =
Il. -24 days:2 Absences _ _ "License'is _ _ N
majoration or 4 halfdays equivalentto P
-23days:3 Absences lack
or 6 halfdays
2 workingdaysfor
lll. Yearof eachmonth of _ _ _ _ _ N
admission | contractduration¢ - - - - - b
after 6 months
2 workingdaysfor
IV.Yearof eachmonth of
. . = N = Refer T = N
cessation | contractdurationg P efersto Cd P
after 6 months
Fouls
Employemay
I. Proofof requestproof after NP _ .
justification | 15daysof absence | deadline = Np Np Np NPdeadline
communication
Lossof Retribution:
Lossof Retribution: g
Discasditherei ] clctionsovcoed
V\EJTOIEGCUQ(T ff(:f}; ;5) n = AT SRS of the duration of
II. Effectof |~ OES ;(;Cljrae:cgor ere _ familymembersif N _ the campaign
Justified subsidies) - Necessarnctsin | it lastsmore than P - - Thoseauthorised
the exerciseof 150r 20days by the employer

-FamilyService
-Anylegalshortage
exceeding30days

representation
functions

-Relatedto the union

if more than 30 days
ayear
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-Thoseauthorisedby
the employer

1. Effectof
unjustified

Discounton seniority
andretribution (or:
LossDayof
vacation/additional
work ¢ in proportion)

=with
minimum
warrantyof 18
workingdays
of vacation

Np
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F.Remuneration

Matter aT AIMMAP APHORT FENAME AECOPS APICCAPS Banking
Basic i
g remunerati Basic Work counterpart
i remuneration +basesalary+
permanentbenefits on andall Base e ularanrg
-Frequentexpenses erangl | e andregular g L=l
-Valuesfor merit, regu. di ‘ ’t and periodic periodic.
. eriodic counterpar .
Benefits PENMIEEEET P P benefits¢
included assiduityof the worker | instalments| work carried Np includ K Np -basesalary
Include -Participationin the made out, regular Inc uhezwlor Seniority
i . ’ S schedule
profits of the company | - i otiyor | andperiodic - FEITIETS
B . somec"’-‘jeﬁf indirectly benefits ST -FunctionGrants
-bonusegproviaearor ’ g _
in the contract in cashor andshift Anothermonthly
R [ allowance andpermanent
in kind
-Costallowance s |
-Travelallowances ~>upp emfantary
-Transportcosts work;
Benefits -Installationallowances -Allowancesand
xoress| -Gratuities N _ N N N other allowances
EXPressly | valegor professional P - P P P -Childand study
excluded performanceor merit grants
-Valuesfor attendance -Lunchanddinner
-Faultallowance allowances
-Meal allowance
Holiday
allowance
Basesalary+
RMB+ The amoun_tsthat are
Basesalary+ ] direct
o languageprize
senioritypay+ +work counterpartto . hholidavday:
amountsthat are _ the provisionof Monthly _ O lCl N EY:
I. Value direct counterpartto = schedule work Retributi = 1/25 settlementof
"erp exemptionpay ot the salary
the provisionof )
+nightly . .
work Holidaypremium
allowance
hasno effecton
allowance
Beforethe Beforethe
holida minimum
II. Date of Beforethe start of N _ enio men);for eniovmentof _ _
payment holidayenjoyment P - el e = =
10daysin a 15working
row days
Christmas
allowance
1 yearof Antiquity
to 31.12:1base
salary
- Admissiorduring
I. Value 1 ".mm.h of = = the yearto which = = 1RME
retribution the allowanceis
respected:
proportionalto the
31.12
II. Date of Until December _ _ _ _
= = November = = November
payment 15th
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-15%of the 15%of the RMBin | ~25%0f the RMB 50%of the Level
. RMEin 2-shift s RS in the caseof work 6 retribution (at
Shift N Lk N -25%of the RMBin | _, 012 Shif N the time:
allowance p -25%of the P e oasoofhreo. | -35%0f the RMB p &
RMEin three- <hifts in the caseof work € n 168nonth)
shift basis on three shifts
25%increase(dueto
.| the paymentof the
EET;?S\;M:IS equivalentwork = 50%increase = 45%increase = =
g 0 providedduringthe
day)
SH
I. Not subject 1 hour
e supplemental
ceilingsof PP ry
work per day i
the PNT 0 -If > 1h of daily
22%o0f the
-LeveldX,VIII salary hours 1h
. Possibilit - andVIl,will
. 1 hour Minimum | have:20%of the supplanentary
of acertain Workday
. . supplementary 20%o0f basesalary Np Np '
increasein work per da RBM -Another Hif<1hof daily
the PNT P y category:25%of hours 2h
basesalary supplementary
1. Work Day
2 hour ..
Observance supplementa. 2h additional
of the agreed woprﬁ erwee[(y work per week
PNT P
Supplementa
ry work
A)Daytime:
1sthour:
Retribution/hour
plus50%-=150%
2ndand subsequent
50%in the 1st hours:
. ointhe s Retribution/time
50%for the first hour increasedrom 75%
I. Normal hour/fraction and _ 75%in the 2nd _ _ =175%;
day 75%for the 100%0f rlo_ur b)ll\ls(t)ﬁtc:lurpalr
subsequent ltime | 100%nthe -Sthours
normalti remaining Retribution/hour
salary plus87.5%=187.5%;
2ndandsubsequent
hours:
Retribution/time
increasedrom
118.75% 218.75%.
1. Dayof 2.5x N.Hoursx
Y 100%per _ R=(hourly pay _ 2xrhnxno
Restand : = Hourly = :
. hour/fraction . xn)x2 hoursprovided
holidays Remuneration
Meal € fper
Np working In kind en®nn Epdcp € H ®H J 0.91%o0f Level6
allowance
day
Termination
of
employment
Contract
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(objective

reasons)
1 month of base
salary+ seniority
I Amount payfor eachfull NP NP
yearof antiquity | Refersto Np Refersto CdT Np
CdT
. 3 monthsbase
Il Minimum salary+ seniorit N N
value 4 y P P
pay
-1=4.2%0f level6,
1 for every4 for f-tfevery5 yearsof
. effectiveservice
Seniority Np Np yearsof Np Np Np -1=6%,7%,8%,9%
Payments antiquity andbelow,in the
(limit of 5) amountresulting
from the latter%
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G.Discipline

Matter aT AIMMAP APHORT FENAME AECOPS APICCAPS Banking
-Simplerebuke;
-Registeredebuked,;
-Pecunianpenalty;
Discipli -Lossof vacationdays; =Nno =but:
ISCIpliNary | -suspensiomf work with . _ — = i
sanctions lossof retribution and pecuniary - - Np - suspensiomay
seniority; penalty not haveeffects
-DismissaWithout
compensatioror
compensation
1yearsafter the
. infringementor _ _ _ _
Duration the term of the = = Refersto CdT Np = =
criminaloffence
. 60dayssince
D?re]‘i(tji!:eeto knowledgeof the
L factsby the = = Refersto CdAT Np = =
disciplinary | . .
disciplinarypower
procedure holder
Worker
response . Ip caseof Np = Refersto CdT Np = Alwaysls
. dismissall0days workingdays
deadline
. 3 monthsafter the | = s/mention )
el issuanceof the of the B S/menthnof =Regarding
apply e ; the deadline | Refersto CdT Np Lo =
T decision. deadlinefor for dismissal dismissal
Dismissal30days | dismissal
Thesuspensiownf the
workerwhois A
representative
Betweerthe Unionor memblelof
beginningof the glcfrr\?r/r?ig(eeéisn
disciplinary }
procedurenci eectenese!

conclusiorcan

not take more

than 100daysin
arow

precludeit from
beingableto access
the sitesand
activitiesthat
comprisethenormal
exerciseof these
functions.
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H. Tradeunionrights
Matter aT AIMMAP APHORT FENAME AECOPS APICCAPS Banking
“Company -Upto 50 union
-Companywith less | with lessthan \‘/)vorkerS' 1
than 50 unionworkers: 50 union -
Number of 1 workers:1 CSILEE 500"?
e -501t0 99:2 -501t0 99:2 _ =Dbut 200to N _ _fgolfg‘n‘zlz%%%%
-100to0 199:3 -100to0 199:3 - 499:4 P - 500
delegates -200t0 499:6 -200t0 499:4 lan '
. . -2501and3000:11
-5000r more: 6 +[(N- | -5000r more: -Foreachfraction of
SR o [g;-éa]ooy 1000to 3000:1
-In acompanywith
fewerthan 50 union
Number of workers:1
nion -With 50to 99:2
I“ ('j -With 100to 199:3
eaaders -With 200to 499:4 _
(entitled to -With 500to 999:6 Np Np Np Np = Np
creditof hours | -with 1000to 1999:7
andjustified -With 2000to 4999:8
absences) -With 5000to 9999:10
-With 100000r more:
12
8h/month +
Plus
1h/monthin 8h/month + Plus Ti trictl
the caseof 1h/monthin the lEsuiady
. undertakings caseof necessaryor the
Creditof General 5h/month | incorporated undertakings exerciseof
union In Interunion inan incorporatedin an _ extraordinaryand
delegate Committee economic 8hrs/month economicgroup o) - Unpostponable
hours 8h/month groupandif andif the Union uniontasks,for a
Cthe U{ltlon ' gommltteeof the specifiedperiod
ommitteeo roupcompanies
the Group isorganised S L FE TRt
companiess
organised
Creditof
hoursunion | 4 daysper month Np = Np Np = Np
leaders
Meetin .
right at ng’k i il = = = N = =
gnt. 15h/year P
time
On
Onpermanent
. Onpermanent | permanent e e
Rightto S o _ basisif firm _ _
facilities basisif firmshas | basisif firm = has100+ Np = =
150+ workers has100+
workers
workers
Calls,
Rightof communications,
posting and 'nformat'onor. b UnionInterest
distributi textsconcerninghe = = = Np inf i
. ot !ng union activities and el
information | sqcigoccupational
interestsof workers
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Rightto
Information

-Recentdevelopments
andprobable
devdopmentsof the
Companyandits
economicsituation
-Situation,structure
anddevelopmentof
employmentand
possiblepreventive
measuresijn particular
whenthe numberis
expectedto be
reduced,;
-Decisiorthat could
trigger substantial
changein the
organistion of work or
individualcontracts

Np

Np

Np

Matters
containedin
trade union
assignments,

notablyon the
evolutionof

activity,
employment
and
reorganization
of the

undertaking

Dutyto provideto
trade unions,in
goodtime, but not
exceedingb0 days
all clarificationsof
aprofessional
naturethat are
requestedof
workersat their
service registered
inthem
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Annex || T Total and percentageof the standardscomparedwith CdT

- AIMMAP APHORT FENAME AECOPS APICCAPS | Banking

Green 17 20 15 16 8 33

Red 10 16 3 5 2 8

Blue 3 1 1 1 1 5

Yellow 51 36 41 35 37 36

Total 82 73 60 56 48 82

Grey 20 24 36 39 47 17

EternalBation
clause?

No Yes No No No Yes
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Hiring/Admission

By collectiveagreement

Green Red Yellow Grey Blue
N.° % N.° % N.° % N.° % N.° %
AIMMAP 1 11 0 0 7 78 1 11 0 0
APHORT 2 22 1 11 4 44 2 22 0 0
FENAME 1 11 0 0 8 89 0 0 0 0
AECOPS 1 11 0 0 5 56 3 33 0 0
APPICAPS 0 0 0 0 9 100 0 0 0 0
Banking 3 33 1 11 0 0 5 56 0 0
Termcontract
By collectiveagreement
Green Red Yellow Grey Blue
N.° % N.° % N.° % N.° % N.° %
AIMMAP 0 0 4 24 10 59 2 12 1 6
APHORT 0 0 3 20 10 67 2 13 0 0
FENAME 0 0 0 0 13 93 1 7 0 0
AECOPS 0 0 0 0 1 7 13 93 0 0
APPICAPS 0 0 0 0 0 0 14 100 0 0
Banking 0 0 1 7 10 71 3 21 0 0
Workplace
By collectiveagreement
Green Red Yellow Grey Blue
N.° % N.° % N.° % N.° % N.° %
AIMMAP 4 57 1 14 1 14 1 14 0 0
APHORT 1 12.5 3 37.5 3 37.5 1 12.5 0 0
FENAME 0 0 1 17 0 0 5 83 0 0
AECOPS 2 33 1 17 1 17 2 33 0 0
APPICAPS 0 0 0 0 5 83 1 17 0 0
Barking 3 37.5 1 125 2 25 1 125 1 12.5
Workingtime
By collectiveagreement
Green Red Yellow Grey Blue
N.° % N.° % N.° % N.° % N.° %
AIMMAP 3 11 4 14 12 43 8 29 2 7
APHORT 5 21 6 25 3 13 10 4th2nd 0 0
FENAME 5 18 0 0 2 7 21 75 0 0
AECOPS 4 14 4 14 10 36 9 32 1 4
APPICAPS 5 19 2 7 4 15 15 56 1 4
Banking 8 28 2 7 14 48 2 7 3 10
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Activity suspension

By collectiveagreement

Green Red Yellow Grey Blue
N.° % N.° % N.° % N.° % N.° %
AIMMAP 1 11 0 0 7 78 1 11 0 0
APHORT 1 11 2 22 4 44 1 11 1 11
FENAME 2 22 1 11 5 56 1 11 0 0
AECOPS 1 11 0 0 5 56 3 33 0 0
APPICAPS 1 11 0 0 7 78 1 11 0 0
Banking 3 33 1 11 2 22 3 33 0 0
Remuneration
By collectiveagreement
Green Red Yellow Grey Blue
N.° % N.° % N.° % N.° % N.° %
AIMMAP 5 29 0 0 9 53 3 18 0 0
APHORT 9 50 0 0 7 39 2 11 0 0
FENAME 5 29 0 0 5 29 6 35 1 6
AECOPS 8 47 0 0 5 29 4 24 0 0
APPICAPS 1 6 0 0 7 39 9 53 0 0
Banking 11 65 0 0 3 18 2 12 1 6
Discipline
By collectiveagreement
Green Red Yellow Grey Blue
N.° % N.° % N.° % N.° % N.° %
AIMMAP 1 20 1 20 2 40 1 20 0 0
APHORT 1 17 1 17 4 67 0 0 0 0
FENAME 0 0 0 0 5 100 0 0 0 0
AECOPS 0 0 0 0 0 0 5 100 0 0
APPICAPS | O 0 0 0 5 100 0 0 0 0
Banking 3 50 0 0 3 50 0 0 0 0
Unions
By collectiveagreement
Green Red Yellow Grey Blue
N.° % N.° % N.° % N.° % N.° %
AIMMAP 2 25 0 0 3 37.5 3 37.5 0 0
APHORT 1 12.5 0 0 1 12.5 6 75 0 0
FENAME 2 25 1 12.5 3 37.5 2 25 0 0
AECOPS 0 0 0 0 8 100 0 0 0 0
APPICAPS 1 125 0 0 0 0 7 87.5 0 0
Banking 2 25 2 25 2 25 2 25 0 0
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Total

250
200 233
150
100
98
50
0 |
Alteragbes  Alteragbes  Omissfes  Réplica do Alteracdes sem
mais benéficas  mais Cddigo do impacto
desfavoraveis Trabalho

Admission/Hiring

85

30 88

25

20

15

10

)

7 3 5
0
Alteracbes  Alteracdes  Omissfes Réplica do Alteragdes sem
mais benéficas  mais Cadigo do impacto
desfavoraveis Trabalho
Term Hiring
60
50
49

40

30

20

10

0 9 1
0 —
Alteragbes  Alteracdes  Omissfes Réplica do Alteragbes sem
mais benéficas  mais Cadigo do impacto

desfavoraveis Trabalho
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Workplace

14
12
12
10
10
8
6 7
4
2 1
0 [ |
Alteragbes Alteragbes Omissdes Réplicado Alteracdes
mais mais Cédigo do sem impacto
benéficas desfavoraveis Trabalho
Working time
80
70
60
50
40
30 37
20 =M
0 ||
Alteragbes Alteragbes Omissbes Réplicado Alteragbes
mais mais Cédigo do sem impacto
benéficas desfavoraveis Trabalho
Suspensiorof activity
35
30
30
25
20
15
10
5 9
4 1
0 [ |
Alteracbes Alteracdes Omissdes Réplicado Alteracoes
mais mais Cdédigo do sem impacto
benéficas desfavoraveis Trabalho
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Remuneration

40

35

30 34

25 28

20

15

10

5 0 7

0 ||
AlteracOes Alteragbes Omissdes Réplicado Alteracdes
mais benéficas  mais Cédigo do sem impacto

desfavoraveis Trabalho

Discipline
20
18 19
16
14
12
10

2

oON b O
ol

0

Alteragfes Alteracbes OmissGes Réplicado Alteragdes
mais benéficas mais Cédigo do sem impacto
desfavoraveis Trabalho

Trade union rights

20
18 19
16
14
12
10

8

oON B O

0

Alteragbes Alteracbes Omissdes Réplicado Alteracbes
mais benéficas mais Cédigo do sem impacto
desfavoraveis Trabalho
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Annex Il T Minimum wagetables(grossmonthly basewagesn eurosfor eachjob level)

AIMMAP
Level | ; FENAME
0 1027.5 1050 Level | !
1 884.5 901.5 0 1050 | 1090
2 7735 7935 = 904 938
3 747 769.5 2 791 825
4 666.5 684.5 3 7ol 798
5 656.5 675.5 4 698 728
6 600.5 629 > 673 703
[ 582.5 601 6 613 653
8 co1 - 7 595 625
9 . c32 8 565 593
10 297 S05 9 529 554
11 258 405 10 500 521
12 280 165 11 472 489
13 pE e 12 461 477
13 451 465
14 417 417
15 322 322
16 322 322
17 322 322
18 322 322
19 322 322
20 322 322
APHORT APICCAPS
Level| Group A | Group B Group C Level Production Administrative
1 512 512 512 1 932 874
2 548 520 520 2 710 811
3 602 589 542 3 630 753
4 661 632 592 4 578 710
5 681 655 612 5 537.50 667
6 766 706 650 6 527.50 575
7 939 823 766 7 502 502
8 1055 939 823 8 497 497
9 2039 1753 1172 9 492 492
10 485 388
11 388 /
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AECOPS Banking
Level Level
1 841 1 480.15
2 788 2 539.91
3 749.50 3 601.94
4 720 4 679.31
5 639 5 770.51
6 591.50 6 859.91
7 563 7 904.75
8 545.50 8 974.81
9 545 9 1076.03
10 496.50 10 1172.02
11 485 11 1294.44
12 485 12 1391.45
13 485/388 13 1504.43
14 485/388 14 1646.14
15 485/388 Minimum value 15 1800.92
maintained for a
16 485/388 maximum ofl year 16 195268
17 485/388 17 2115.03
18 388 18 2343.80
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AnnexIV: Additional benefits: Working conditionsin the agreementbut not in the CdT

Agreement Benefit Description
Performance Companieareobligedtp implementan obje_ctiveassessm(_amysterrnp
assessment measue the progressionof wage levels in the profession of their
AIMMAP workers __ : : —
Integrationand Whgre pos.S|bIean'd appropngtg, companiesshould promote an initial
Training period of integration and trammg, so that the worker acquiresthe
necessarknowledgeandskills.
Harassment Concern with har_ass.m-entin the- workpl_ace, attributing the same
consequencessdiscriminatoryactionsagainstworkers.
Prohibitionof Firmsare prohibitedfrom concludingagreementdetweenthemto limit
agreements accessto the professionof any worker who has provided them with
betweenfirms | service.

o Fixedterm workers areto be rehired under permanent appointmentsif
Admission suchvacanciesare createdfor identicalfunctions. If not, the employer
Preference | shouldpaythem three monthsof salary.

Benefits for workers with reduced working capacity, such as:
Workerswith improvementsin the workplace,quotasfor hiring 2 in each100workers
reducedv_vork with reduced work capacity and involvement of local organisdions
capacity when hiring.
Automatic Workerswho do not have a managementor supervisorcategoryare
Promotions promotedto superiorcategoryafter five yearsin the samecategory.
Company Given the frequency of_t_he transmissipn of the establishmat of
Broadcasting canteen§and barg, spt_'-:mﬂcrules were stipulated to determine what
happensin thesesituationsat the level of employmentcontracts.
APHORT Seniority :
Payments Every4 years,in the monthlyamountofe ¢ ®c n ®
Language Theyhavethis awardto _workerswho, in the performancegf their duties
Knowledge gnd_by proof, spec_:lfledln the _CCTuse knowlgdge(_)f_ foreignlanguages
Award in direct contactwith the public,telephoneor in writing. Monthly value
ofe no ®
. The employermust meet minimum requirementsand cannotwithdraw
Accommodation | or provideit in worseconditionsthan agreed
Seknessand In_c_ase of hospital admission:_Paymentof a supplement of 30% of
occupational minimum monthly remunera_tlon up t_o_ 30 dayslyear. In case of
accident temporz_iry, absolute or partial disability from qurk accident or
allowance professmnlal illness: allqwafnce. _of 30% of minimum monthly
remunerationaslongasthis disabilitylasts,up to 90 days/year.
SpeciaProtection The dismissalof union representativesare presumedto be made
UnionMembers | Without cause unlessthe firm provesotherwise
Special Gommitteesfor certainmatters,incl the resolutionof disputesbetween
Commissions | firmsand promotior/regulationof vocationaltraining
No worker with leadershipfunctionsmayreceivea lower remuneration
Speciatonditions | than the one effectivelyearnedby the best paid professionalunder his
of retribution guidance plus 5%on this lastremuneration,and this increasemay not
FENAME be lessthan € 50.
Certainrulesto be applied by firms for workers who work under the
Alcoholism influenceof alcohol.
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A more demanding regime for physical, psychic and qualification

Access requirementsfor different professionakategories.
Detailed conditionsfor eachtype of transfer (temporary or definitive;
AECCORS Transfers nationalor foreign;with or without changeof residence)
Alcoholism Certainrulesfor workerswho work underthe influenceof alcohol.
Harassment | Sameconsequenceasdiscrimnatory actionsagainstworkers.
Practitionersautomaticallyascendo the categoryof professionaBrd to
Automatic the end of 1 year of learning.Practitionersqualified with a vocational
Promotions training course at a job and training centre are in category of 3rd
APICCAPS professionakfter 6 monthsin the firm.
Preferenceor If a seniorjob isvacant,it will be completedby the older professionabf
admission the nextcategory.
Promotions Automaticpromotionsfollowingthe yearsdetermined in the agreement
_ _ Minimum annualquotasfor promotion by merit of workerswithin each
Merit Promotions | wagegroup (e.g.:group | ¢ 15%and grouplll ¢ 5%).
Reducedcapacity Quota_(2 in each 100 workers must be a personwith reduced work
capacity).
. The children of deceasedor incapacitatedbankingwaorkers, who are
Admission . : e S
minorsat the time of death or disability,and survivingspousesof bank
Preference
workers.
o Definition of periodsthat add to the worker's seniority,includingtime
Seniority providedin institutions other than the currentone.
_ If workplace is extinct or modified by the introduction of new
Newtechnologies| technologiesworkeris entitled to a compatiblepostandtraining.
Seniority Everyfive years.Monthly valuestartsat € 0.80andincreasesy agiven
Payments percentage.
Retirementat 65 yearsold and the right to old age,disabilityor iliness
Retirement pensions(SocialSecurity substitutive system). Integration into Social
Banking Securityfrom 2011.
. Grantedto spouser unitedin fact survivorsof bankworkersandtheir
Subsidyto . : ,
. children, until pre-determined age, a death allowance, a monthly
survivors L . . X
survivor'spension,a Christmasallowanceand a holidayallowance.
Medical social assistancescheme managed by unions. Payment of
Healthcare

monthly valuesharedbetweenworker and bankinstitution.

Childallowance

Monthly allowanceassignmenfor eachchildofe H p dn 1T ®

Studyallowance

Quarterlyallowancedor eachchild, up to amaximumage.

Everyl5,25and 30yearsof seniority, a bankinstitution paysa premium
of avalueequalto 1, 2 or 3 months, respectively of effective monthly

SeniorityAward . S
y remuneration.Inthe yearof termination of the contract:paymentof the
proportionalremainingvalue
Housing Lower interestratesin loans
Advanceof Workersreceivein advancehe valuesthey will receivelater from Social
values securitydueto illness.

Supplementary
pensionplan

Workers enrolled in social security are covered by a supplementary
defined contribution pensionplan, funded through contributions from
the institutionsand workers.
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