

















CEC 2010 CONFERENCE IN VERONA (ITALY)
BACKGROUND FACTS

European employment policy has experienced, in the
last decades, extraordinary changes with the deve-
lopment of the global economy, the improvement of
working conditions and the economic recession effects
on labour market.

The bi-annual report on Industrial Relations in Europe
published by the European Commission reveals that the
new jobs in Europe are occupied, in the vast majority,
by highly qualified employees having the status of ma-
nagerial staff or executive.

In a recent press release from Eurofound, the Euro-
pean agency for studies and statistical data (ex-Dublin
Foundation) mentioned that the number of jobs created
in Europe in the course of one year was approximately
30,000 whereas the number of jobs lost was 80,000.

The net employment rate is obviously negative, however
managers’ population in Europe rose by 50%.

Improving the employment rate is also one of the five
pillars of the European strategy 2020 presented by the
European Council in March 2010. The employment
rate of the population aged between 24-64 years is cur-
rently 69% and should reach 75% by 2020. The created

jobs will mainly be covered by managers.

Based on these data and as the representative voice of
managers, CEC has decided to get involved and has
organised a conference on managers’ status. As part

of a broader strategy of recognition of executives and
managers, CEC has recently conducted a survey among
the CEC member organisations to obtain information
by country on the contractual conditions of managers
and to compare practices in the employment contracts
of executives and managers in the European Union.

INTO THE DISCUSSION
On June 18th, 2010, the CEC launched its annual

conference on “Individual and collective contracts for
managers” in Verona in Italy in an industrious but also
convivial atmosphere. The program included a day of
exchange with the participation of the Presidents of the
two organising Confederations: Mr. Liarokapis from
CEC and M. Corradini from CIDA, as well as the Pre-
sident of the Italian Federation hosting the event, Mr.
Ambrogioni from Federmanager; the very enriching
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contribution of Mr. Costa, Professor of Economics at
the University of Padova (Italy) on the role of managers,
a report with useful statistical data by Ms. Lyly- Yrjanai-
nen of the Directorate of Studies and Trends at Euro-
found on the weight of managers among workers, and

a relevant analysis by Mr. Aleite and Mr. Zimmermann,
respectively from our member organizations Ledarna in
Sweden and ULA in Germany of the survey on contrac-
tual conditions of managers. The afternoon was devoted
to an exchange of experience with the participants in
presence of distinguished guests: Mr. D’Haeseleer,
Director of Social Affairs BusinessEurope, and four re-
presentatives of major European groups: Mr. Bombley,
Director International Human Resources Manager of
Finmeccanica, Mr Gaudriot, former Director of Human
Resources for Solvay, Ms. Kreis, Advisor Labour and
Social Law of Evonik, and Mr. de Senneville, Director
of Social Relations of L'Oréal Group. For the second
part of the program, participants were invited to the
first evening of the season of the Arena of Verona for

the European opening of the Puccini Opera: Turandot,
directed by Zefhrelli.

Exchanges during the conference defined more preci-
sely what a manager is today and clarified the profile of
executives and managers in a changing environment.
The relation between managers and their companies is

complex as explained Mr Costa.

QUALIFICATION CRITERIA OF A MANAGER - EXTRACTS OF THE PRESENTATION OF PROFESSOR COSTA

Instruments Actors Contents Impact on Issues
performance
Culture Universities, research | Values, professional Potentially very high | Generational and

centres, professional
and cultural asso-
ciations, publishers,
press

ethics, behavioural
norms

if there is coherence
between company
culture and social
cohesion

ethnic conflicts,
intolerance and
resistance to change

International treaties,
directives and recom-
mendations

EU and other supra-
national organisa-
tions

General principles of
collective negotiation
and participation

Convergence and ho-
mogeneity between
national systems, in-
ternational mobility

Red tape

Tripartite law and Political parties, Legal status, disputes,| Equity, balance of | Confusion of roles
agreements trade unions, Pubhc minimum treatment power and inadequate
opinion, lobby assumption of
groups responsibility
Collective negotia- | Lobby groups, entre- | Contractual Joint regulation Capacity to drive
tion: first level prencurial organisa- | framework, pay and facilitate without
tions structure and added limiting efficiency
benefits of the next levels of
discussion
Collective negotia- Lobby groups, Specification of Joint regulation; Capacity to drive and
tion: companies businesses company contractual | negotiation costs facilitate without li-
framework miting efficiency, the
individual contract
or the psychological
contract
Individual contract | Individuals, Fixed and variable Performance, Prevent excessive
iresses pay satisfaction, individualism or opp-
retention, etc ortunistic behaviour
Psychological Individuals, Reciprocal expecta- | High performance ‘the trap of feelings’
contract businesses tions impact, commitment,
involvement

Market economy does not mean market society. To
keep its promises and keep on track, the market not
only needs rules but also values. Today, we ask that
businesses and managers are able to build a vision
that gives coherence to the work of different actors,
to techniques and to roles. If today we feel an ethical
need, it is not just because businesses become more
moral, but moreover because the loss of direction
imperils their survival. Weak values include egoism
and opportunism that enriches few people and is
divisive. Strong values strengthen social responsibi-
lity and equity, enhance everyone and unite. Among

these values, that representation and promotion or-
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ganizations like the CEC, CIDA and their affiliates
subscribe to, is the recognition of the irreplaceable
importance of managers and leaders, free actors, the
responsible, motivated and capable of multiplying
their efficiency with hybridization, cross-fertiliza-
tion, the respect of differences, an awareness of the
long-term ‘ecological’ consequences of actions. It is
only in this way that companies can legitimize their
role and create the conditions that permit human
capital to preserve and develop itself, create utility,
consolidate links and share values and concepts.

Without concepts, businesses cannot be governed.



The discussion also dedicated time to present the results

of the survey conducted by CEC — and analysed by

Mr Aleite and Mr Zimmermann - among its member

organisations to obtain information by country on the

contractual conditions of managers and to compare
practices in the employment contracts of executives and
managers in Europe:

e There is a broad consensus on the definition of
»managers", especially on the need to distinguish
between directors / board members and all other
semployed” managers.

e Employment protection for managers is valued - in all
countries covered by the study, legal protection
against unfair dismissals also applies to managers.

e In most countries, employment contracts are the result
of individual negotiations and collective agreements.

Europe’s managers therefore need both: strong

law” policy coordination such as the Lisbon Strategy,
the Europe 2020 strategy etc.

FOOD FORTHOUGHT

The exchanges during the conference in Verona brought
answers to the following questions:

- What has the evolution of the workforce been in the
company in recent years compared to the evolution of
the number of executives and managers during the same
period? For which reason?

The number of managers and executives has increased
significantly over the past years in companies in Europe.
This increase is due to technological advancements
which made autonomous work possible, thus modifying
the operation of teams. Companies are willing to hire
qualified and mobile employees, capable of working in
network. But in parallel, the blue collar workforce is re-

unions/associations willing and able to negotiate and
individual help in contract negotiations.

o Employee participation has manifestly become a def-
ning feature for European companies, but managers
are only partially integrated in participation schemes.

This study has therefore shown that there are national
differences but also many similarities on the contractual
conditions of managers in Europe. The internal market
thus requires more and more convergence between the
member states’ labour and social policies, but also “soft
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duced as a consequence of restructuring and relocations.
Therefore, the number of managers has been growing
more rapidly than for other professional occupations.

- Is this growth a trend or is it cyclical?

W are talking about a persistent trend as the proba-
bility of Europe turning back to low skilled jobs is very
low. Added to the effects of the financial crisis, the
achievements of 10 years of economical growth and

job creation have been completely erased. Let us recall
that the fall in GDP reached -4% in 2009 in Europe,

industrial production fell by -20% compared to its
level of the Nineties, and 23 million people among the
least skilled are unemployed, that is to say 10% of the
working population.

- What are the factors that determine the profile of an
executive / a manager? : The level of education, the law
or collective agreement, the common practice within the
company itself?

The level of education is a decisive factor but not the
only one. Practical experience, the capacity to adapt,
and to bring in initiative are other differentiation ele-
ments. In addition to traditional skills acquired throug-
hout the educative process, new competences, which are
not necessarily part of the training programmes, appear
to be valued. If the educational system made its best
students leaders of companies, the 2009 financial crisis
would never have occurred. Thus selection criteria for
recruitment in companies will evolve, giving applicants
additional chances.

A Manager is an individual, male or female, capable of
motivating himself/herself (self motivation) before he/
she undertakes to motivate others; an individual capable
of multiplying his/her efliciency through the hybridiza-
tion and fertilisation of available knowledge and ideas
(innovation capacity); an individual capable of giving
coherence to work (moral and ethics); an individual
with the awareness of the long-term ‘ecological” conse-
quences of actions (sustainable development).

- Do executives and managers have a role to play in the

Sfoeld of industrial social relations, if so what kind of role?

Managers and executives’ behaviours can inspire other
occupational categories. The first and foremost quality
of a manager is to unify. In a dull economic context,
worsened by issues in demographics and the financial
state of countries, it is easy to divide populations (the
employed, the unemployed, the elder workers...), where-
as unifying citizens is at stake. Executives and managers,
through their education and their abilities, are better
prepared to face this challenge threatening equilibrium
in our societies. The presence of executives and mana-
gers in staff representative bodies of companies thus
becomes mandatory so as to ensure a good information
flow, worthwhile dialogue, the management of obsta-
cles, the research of optimal solutions.
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- In addition to remuneration, do executives and mana-
gers have special contract conditions?

The desire for a work life balance is universal; it is also
and especially shared by managers and executives. The
notion that managers and executives can and should
have weaker working conditions compensated with
higher remuneration is no longer relevant. According to
the countries, supplementary pension schemes dedica-
ted to executives and managers are created with suita-
ble financial disposals to face possible lowering of the
income at the time of retirement.

- 10 what extent, are the executives and managers em-
ployment contracts part of a collective negotiation rather
than an individual one?

Cases vary from one country to another. Executives
and managers aspire to a greater autonomy in the
establishment of their work contract, at least according
to employers. However, maintaining and promoting a
“collective” negotiation approach is preferable for more
safety and in order to spare possible criticism regarding

excessive individualism.

- Are the aspirations and needs of executives / managers
the same depending on age?

The answer is obviously no. The pace of recovery from
physical and mental fatigue differs according to the
age. One should not go as far as locking up individuals
in categories. It is rather a matter of cautiousness to
offer working conditions that fit life reality. Perhaps
here lies a beginning of solution to deal with the issue
of the place of elder workers in the company in certain
countries of Europe.
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CEC INVOLVEMENT IN THE EUROPEAN
SOCIAL DIALOGUE

TRIPARTITE SOCIAL SUMMIT

The setting of the Tripartite Social Summit was deci-
ded in March 2003, as a replacement of the previous
Permanent Committee on Employment. The Summit’s
mission is to ensure a permanent consultation among
the social partners, the European Commission and the
heads of government and employment Ministers of the
current and subsequent two Presidencies of the Coun-
cil of the European Union. Within the Summit, social
partners can have a direct say in employment, sustai-
nable economic and social development issues, thus
actively participating in the definition of the European

social strategies.

On October 28th, 2010 CEC addressed the European
Commission and Council at the Tripartite Social
Summit of the fall, under the Belgian Presidency of the
Union. For this Summit CEC President, Georges Lia-
rokapis wished to give food for thought with his speech
“Beyond austerity, some ideas for growth and better

jobs in Europe”.

“Short-term pressures are forcing policy makers to focus
on urgencies, it is however necessary to reflect on how
to reach longer-term growth again.

The challenges Europe must face are serious, more for
some economies than for others. Economic growth
remains fragile in several countries. Given high levels of
national debt and deficits, there is little remaining scope
to stimulate growth from public funds.

In addition, according to European Commission esti-
mates, ageing will require additional government expen-
diture equivalent to as much as 3% of GDP by 2035.
The senior employment rate remains weak. Promoting
the employment of seniors is crucial, in order to reach
the level of Scandinavian countries.

Another crucial challenge is unemployment among the
younger generation. To this regard an important com-
ponent of youth unemployment rate, which varies from
one country to another, is early school leavers.
However, contrary to popular perceptions of Europe’s
poor record on job creation, 24 million new jobs were
created between 1995 and 2008, more than in the Uni-

tes States over the same period despite slower popula-
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tion growth.

Furthermore, in 2009, the European market boasted
approximately 101 million households earning more
than $35,000 a year. The EU-27 is today the largest
integrated economy worldwide, representing 28% of

world GDP.
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Europe’s companies have been highly profitable. From

1998 to 2008, European companies have been growing

more profitably, with an average profit growth of 9.7%,

compared with 6.1% in the United States.

Reforms to stimulate the development of service across

the broad range of European economies would boost

economic growth and employment, and they need to be

a priority for economic policy makers.

Europe is rather well positioned to benefit from opp-

ortunities offered by clean technology solutions and to

improve productivity through innovation.

Three broad growth opportunities should be the prio-

rity:

e Pursuing further market reform, in cooperation with
the social partners

e Unlocking productivity and growth in services

o Aligning policies to boost growth through innovation

In this context, the representative organizations of

managers in Europe, CEC and Eurocadres, are ready to

contribute their share and make available the network

of the workers they represent for a better understanding

of the stakes and to pursue to a strategy in an effective

way.

For this purpose, it is important that the organiza-

tions of managers are visible and recognized in all the

countries. In Belgium for example, the organization of
managers CNC/NCK should be recognized as a social

partner.”

SOCIAL DIALOGUE COMMITTEE

Set up in 1992, the Social Dialogue Committee is
the main body for cross-industrial social dialogue at
European level. It meets 3-4 times a year to discuss
employer/worker views on various topics, adopt texts

negotiated by both parties, and plan future initiatives.

This year’s meetings have included discussions on the

following topics:

e Europe 2020 Strategy,

e Social partners’ work on climate change and
flexicurity,

e Social partners’ joint table on the implementation of
the agreement against harassment and violence at work,

e Revision of the Working Time Directive,

e European Commission report on the implementation
of the social partners’ agreement against stress at work,

e European Commission Communication Youth
on the Move,

e European Commission Staff Working Document on

Sectoral Social Dialogue.

LTAISON FORUM

At sectoral level, the social dialogue underwent an
important development in 1998, when the European
Commission decided on the establishment of sectoral
dialogue Committees promoting the dialogue between
the social partners in the sectors at European level.
Under this framework, the European Commission also
meets with the actors of the sectoral social dialogue 3-4
times a year to discuss recent developments in European
social dialogue and industrial relations. CEC is invited
to these meetings and thus supports the work of its

professional federations active in nine sectors.

CEC STATEMENTS

ACTIVE AGEING AND DEMOGRAPHIC
CHANGE

Europe is going through an inevitable process of popu-
lation ageing. As of 2012, the European working-age
population will start to shrink, while the over-60 po-
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pulation will continue to increase by about two million

people a year.

In order to face demographic and sociological changes,
CEC suggests to strengthen policies encouraging the
retention of senior workers in employment. This is true
for all categories; it is especially true for executives and
managers whose attitudes and behaviour can become

a reference for all employees. The active ageing policy
must aim at creating more opportunities to enable older

people to continue work and to stay healthy longer.

EUROPEAN COMMISSION GREEN PAPER ON
PENSIONS

In July 2010, the European Commission has launched a
European wide public debate on how to ensure pen-
sions and how the European Union can best support
the national efforts.

CEC welcomes the integrated approach of the Green
paper. We agree that a broad analysis is needed that
goes beyond isolated elements of the member states’
pensions system and includes all types of retirement
provisions. The analytical framework that focuses on

adequacy, sustainability and safety is fundamental for all

pillars of the member states’ pensions’ schemes.

However, CEC calls on the European Commission

to adequately take into account the huge diversity
among the member states’ pensions systems. Due to the
intricate interdependencies between the pillars of each
system, identical measures of harmonisation can poten-

tially lead to very different outcomes in each member



states, sometimes with desirable, but sometimes also

with unwanted outcomes.

ESCO - THE EUROPEAN NOMENCLATURE
OF SKILLS, COMPETENCES, QUALIFICA-
TIONS AND OCCUPATIONS

Preparatory work is beginning on developing a common
language for education, training and employment by
building a multilingual European standard terminology
and classification of skills, competences, qualifications
and occupations (ESCO). The European Commission
has thus asked for the input at an early stage of all rele-

vant stakeholders, including the social partners.

Up to now the status of manager varies from one mem-
ber country of the European Union to another. In some
countries managers are recognised and can be identified
in national statistics as a specific category of workers,
whereas in other countries, managers are not even offici-
ally recognised. Consequently, at European level, CEC

has had to give its own definition of managers.

CEC recalls that occupational systems of classifications
serve as reference in the framework of negotiations be-
tween social partners. In the case of managers, the ESCO
taxonomy represents a crucial challenge towards the
acceptance of managers’ representative organisations at

the table of negotiations all over the European Union.

RESULTS OF THE STUDY ON THE IMPACT
OF THE EUROPEAN COMPANY

The statute of the European company — or Societias
Europea (SE) — gives companies operating in more than
one Member State the possibility to reorganise their
cross-border business under one European label. The SE
has proved to be very popular in some Member States
but it has not taken off in others. In order to determine
whether changes are needed to make the SE Statute
work better, the European Commission has launched a

public consultation.

CEC strongly objects to the study’s notion of employee
involvement being a negative driver for the establish-
ment of an SE. Generally speaking CEC views parti-
cipation and involvement of employee representatives
as a valuable resource for organisational effectiveness

through higher employee commitment and reduced

transaction costs.

Nonetheless, CEC shares some observations in the
study and recommends certain changes in the current
SE regulation. CEC is in favour of an automatism be-
tween the activation of a shelf-SE and new negotiations.
CEC views the notion of “structural change” as a prere-
quirement for reopening negotiations as too narrowly
defined. CEC recommends strengthening the principle
that the representation of employees should generally

not be lower than prior to the creation of an SE.

REVIEW OF THE WORKING TIME
DIRECTIVE

In this first phase consultation, the European Commis-
sion invited the social partners to present their views
on whether action is needed at European Union level
on reviewing the Working Time Directive, and on the

possible scope of such an initiative.

The CEC has long followed the progress of the debates
on the Working Time Directive. We are particularly
concerned by the issue of permitted derogations which
includes managers. Thus we are totally in favour of

revising the Directive.

The CEC has put forward two requests to the European
Commission with regard to the exclusion of managers
from the scope of the Directive, and the flexibility of

working time for managers.

All our position papers are available on:

WWW.CCC-managers.org.
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IDEAS FOR GROWTH

EUROPEAN PROJECTS
FIT MANAGERS

The Managerial Community broadly accepts that busi-
ness success is the result of professional and non-profes-
sional competences. Being fit, healthy (physically and
mentally) and well-fed contributes to perform well on
managerial position and better adapt to an increasingly
challenged business environment. The development of

those non-professional competences is not an casy task.

The CEC Spanish member CCP is thus conducting

a project in partnership with us and with the support
of the European Commission to develop a Training
Programme to help managers develop non-professional
competences. The expected impact is to reduce ab-
senteeism, staff turnover, deterioration of individual
relations within companies and working teams. But
also, provide qualified professionals with new learning
abilities to adapt themselves to job market and develop

new qualifications.

EUROPEAN WORKS COUNCILS - PERCEE
In view of improving the conditions of development of
worker participation in European Works Councils, our
French member CFE-CGC has developed a European
project supported by the European Commission in

partnership with us and our professional Federations.

First results of a questionnaire reviewing the process of
creation and functioning of European Works Councils
were presented during a European conference held in

Paris on 14-15 October 2010. The project will be com-
pleted with the creation of a stakeholders’ network and

the edition of an informative guide.

STRENGTHENING THE COMPETITIVENESS
OF REGIONS - CAPATER

In 2009, the Grenoble School of Management (in
France) presented the conclusions of its research project
MATRI which aimed at strengthening the competitive-
ness of European clusters in the creation of innovative

products and services. In 2010 the School has launched
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a follow-up phase with the support of the European
Commission under the name CAPATER.

This time the objective is to widen the capacities of
the actors - higher educational establishments, unions,
staff representatives, employees, employment agency

- by building up on good practices to face the socio-
economic problems of a territory and to contribute to

its dynamism.

Once again both CEC and its French member CFE-
CGC are partners of the project, which involves the
setting up of training sessions to increase awareness on
territorial intelligence. The first pilot session in Grenoble
on 15-16 December 2010 gathered participants who

will be able to lead further sessions at local level.

FLEXICURITY INTEGRATED SERVICES - FIS

Facing the increasing demands on developing workers’
skills to ensure employability and competitiveness of
businesses, the Management Club Association research
institute, promoted by Italian social partners, has initia-
ted an investigation to support employment and deve-
lopment for managers and companies. The project aims
at disseminating information and exchange experience
on the issue of flexicurity, with particular reference to

integrated services.

This European project is carried out with the support
of the European Commission and in partnership with
other European training institutions, universities and
social partners. CEC supports this project in which two
of our member organisations are involved: CNC/NCK
from Belgium and HMA from Greece.

EMPLOYMENT OF AGED WORKERS IN THE
BANKING SECTOR IN CRISIS - ACTIVE AGE-
ING

In the crisis context, the CEC banking federation
FECEC has developed in partnership with us a project
supported by the European Commission to tackle the

issue of senior employment in the banking sector.



This project aims at setting up a Code of Good Practice
on active ageing for companies of the banking sector.
Input has been gathered through a questionnaire to over

2,000 managers in six European countries.

A European conference held on 24 September 2010

in Lisbon (Portugal) highlighted the issues faced by

the banking sector: the need to satisfy shareholders

and to make companies profitable. The complexity of
transmitting competences was underlined, as well as the

weakness of the sector in matters of lifelong learning.

DEMOGRAPHIC CHANGE IN THE EUROPE-
AN CHEMICAL INDUSTRY

The first conference carried out jointly between the
three European social partners of the chemical industry
— CEC member FECCIA (European Federation of the
Managerial staff in the Chemistry and Allied Indu-
stries), ECEG (European Chemical Employers Group),
and EMCEF (European Mine Chemical and Energy
workers’ Federation) - with the support of the European
Commission was held in Potsdam (Germany) on 23-24
September 2010.

First results of a study on the importance and the
weight of the demographic trends in the European che-
mical industry were presented by Professor Thusnelda
Tivig of the University of Rostock.

Participants including experts from the economic
world, associations and trade unions agreed that the
crucial objective is to adapt the organization of work

according to the increase in population ageing.

CEC EUROPEAN SURVEYS

RESEARCH ON CONTRACTUAL CONDI-
TIONS OF MANAGERS IN EUROPE

As a European social partner representing managers and
executives, it is the role of CEC to assess and analyse
the evolution of the different contractual conditions of
managers and executives in Europe. To this effect, CEC
conducted a survey between February and June 2010,
interviewing a panel of managers’ representative organi-

sations and companies throughout Europe.

The results of this survey were presented during the
CEC 2010 conference — see point 3.1 of this report.
CEC 2010 Conference in Verona (Italy). A database
detailing answers by countries is available upon free
registration on the CEC Managers’ Network:

WWW.CCC-managers.org.

WOMEN IN LEADERSHIP

Beyond any doubt the future labour market in Europe
will be influenced by the retirement of employees born
in the 1940s and 1950s; the so-called “Baby-Boomers”.
The retirement of this particular group of employees
will not pass unnoticed as it will take up a relatively
large portion, if not the vast majority of management

positions.

The shortage of competent leaders and managers is a
most realistic scenario and the situation calls for imme-
diate action by private companies and public authori-
ties. One obvious solution to the retirement problem
would be to encourage private businesses and the public
sector to employ more women in management posi-
tions. However, experience shows that this is not an

easy thing to do successfully.

In the Scandinavian countries it has been a source of
wonder that despite a very high participation rate and a
very family friendly legislation, female leaders still make

up only some 25% of all managers in the private sector.

To tackle this issue, CEC has launched in collaboration
with its Danish member Lederne, a survey addressed to
its member managers, so as to get a first picture of the
state of mind throughout Europe. Results will soon be

available.

OUR NEXT EUROPEAN CONFERENCE

As Europe has experienced the worst economic reces-
sion since decades, a severe economic and social impact
is felt. The European Union GDP fell by 4% in 2009
and about 10% of the active population is unemployed.
By 2020, 16 million more jobs will require high qualifi-
cations, while the demand for low skills will drop by 12

million jobs. Managers represent a growing category of

workers with high potential to build a knowledge-based
economy and develop “smart growth” as described in

the Europe 2020 strategy.

Our project is to organise a conference in 2011 in
Athens (Greece)on European economic gevernance. We
would gather managers from all over Europe as well as
other stakeholders - such as economists, governments,
companies, and European representatives from the
European Commission, the European Parliament, the
European Economic and Social Committee and the
other European social partners, so as to exchange on:

- what happened with the crisis and its financial and
economic impacts,

- how the crisis has affected employment,

- role models: examples of initiatives and measures

taken to overcome the crisis.

The choice to hold this conference in Greece makes
sense, as Greece is one of the countries most hardly hit
by the economic and social consequences of the world
crisis. However, our debate should not be limited to the
Greek case alone. The project should give an overview
of the different experiences and analyses made by mana-
gers in several European countries (Greece, Germany,
Sweden, Spain, Italy and Portugal), to draw out best

practices from what they have learnt.
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ANNEX

CEC NATIONAL MEMBER ORGANISATIONS

AUSTRIA: WdF - WIRTSCHAFTSFORUM
e DER FUHRUNGSKRAFTE

[ ] Lothringerstrasse 12

AT -1031 WIEN

Tel.: +43 17 1265 10

Fax: +43 17113529 12

E-mail: office@wdf.at

www.wdf.at

WdEA

BELGIUM: CNC/NCK - CONFEDERATION NATIO-
l I NALE DES CADRES/NATIONALE CONFEDERATIE
V/H KADERPERSONEEL

Bd. Lambermont, 171, Bte 4

m BE - 1030 BRUXELLES

Tel.: +32 242043 34

Fax: +32 24 20 46 04

E-mail: info@nck-cnc.be

www.cnc-nck.be

. - DENMARK: LEDERNE
. - Vermlandsgade 67
DK - 2300 KOBENHAVN
LEDERMNE &= lel: +4532 833283
e Fax: 445 32 83 32 84
E-mail: lederne@lederne.dk

www.lederne.dk

FRANCAISE DE 'ENCADREMENT
59-63, rue du Rocher

FR - 75008 PARIS

Tel.: +33 1553012 12

Fax: +33 155301313

E-mail: francois.hommeril@cfecge.fr

I I FRANCE: CFE-CGC - CONFEDERATION

www.cfecge.org

GERMANY: ULA - DEUTSCHER
FUHRUNGSKRAFTEVERBAND
Kaiserdamm 31 - DE - 14057 BERLIN
Tel.: + 49 030 30 69 630

Deutsche
Fiagelte Fax: + 49 030 30 69 63 13
Vebond L&&8B, | E-mail: info@ula.de

www.ula.de
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GREECE: ACEO (EASE) - ASSOCIATION OF
CHIEF EXECUTIVE OFFICERSGREECE

24, Fleming str.

GR - 15123 N. Filothei, MAROUSI

Tel.: 430210 68 94 323/4

Fax: +30 210 68 31 748

E-mail: secr@ease.gr

www.case.gr

GREECE: HMA (EEDE) - HELLENIC
MANAGEMENT ASSOCIATION
200, Ionas Ave. & Lakovatons Street
GR-11144 ATHENS

Tel.: 43021021 12 000

Fax: +3021021 12 020-1

E-mail: cede@eede.gr

www.cede.gr

ITALY: CIDA - CONFEDERAZIONE ITALIANA DEI
DIRIGENTI E DELLE ALTE PROFESSIONALITA

Via Padova 41

IT-00161 ROME

Tel.: +390697 6051 11

Fax: +39 06 97 60 51 35

E-mail: dirigenti@cida.it

www.cida.it

ITALY €UQ - CONFEDERAZIONE UNITARIA
QUADRI

Via Assarotti, 9

IT-10122 TORINO

Tel.: +39 011 56 35 113

Fax: +39 011 56 12 042

e-mail: confquadri@tin.it

www.anqui.it

NORWAY: LEDERNE
Drammensveien 44, P.O. Box 2523 Solli
NO -0202 OSLO

Tel.: +47 22 5451 50

Fax: +47 22 55 65 48

E-mail: lederne@lederne.no
www.lederne.no

POLAND: KADRA - POROZUMIENIE
ZWIAZKOW ZAWODOWYCH

Ul Obroki 77

PL - 40-833 KATOWICE

Tel: +48 322046571

Fax:+48 32 2540 65 30

E-mail: kadra@kadra.org.pl

www.kadra.org.pl
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PORTUGAL: SNQTB - SINDICATO NACIONAL
DOS QUADROS E TECNICOS BANCARIOS
Rua Pinheiro Chagas, 6

PT-1050-177 LISBOA

Tel.: +351 213 581 800

Fax: +351213 581 803

E-mail: snqtb@snqtb.pt

www.snqtb.pt

SLOVENIA: MAS - MANAGERS’ ASSOCIATION
OF SLOVENIA (ZDRUZENJE MANAGER)
Dimiceva 13

SI-1504 LJUBLJANA

Tel.: +386 158 98 584

Fax: +386 158 98 588

E-mail: manager.association@zdruzenje-manager.si
www.zdruzenje-manager.si

SPAIN: CCP - CONFEDERACION DE CUADROS Y
PROFESIONALES

Calle Vallehermoso 78 - 2a planta

ES -28015 MADRID

Tel.: +34 91 534 83 62 /66 72

Fax: +34 9153405 14

E-mail: ccp@confcuadros.com
www.confcuadros.com

SWEDEN: LEDARNA

St Eriksgatan 26, Box 12069
SE -10222 STOCKHOLM
Tel.: +46 8 59 89 90 00

Fax: +46 8 59 89 90 60
E-mail: ledarna@ledarna.se
www.ledarna.se

SWITZERLAND: SKO - SCHWEIZER
KADER ORGANISATION

Postfach - CH - 8042 ZURICH

Tel.: +41 43 300 50 50

Fax: +41 43 300 50 61

E-mail: info@sko.ch

Web: www.sko.ch

UNITED KINGDOM: MPA - MANAGERIAL
AND PROFESSIONAL STAFF ASSOCIATION
¢/o BACM/TEAM - Danum House

6a South Parade

GB - Doncaster - South Yorkshire - DNI 2DY
Tel.: +44 208 46277 55

Fax: +44 208 315 82 34

E-mail: info@mpa-online.org.uk
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CROATIA: CROMA - HRVATSKO UDRUZENJE
MENADZERA | PODUZETNIKA (CROATIAN
MANAGERS’ AND ENTREPRENEURS'
ASSOCIATION])

Ilica 390a

HR - 10000 ZAGREB

Tel.: +385 14 83 87 09

Fax: +38514 8117 87

E-mail: croma@croma.hr — www.croma.hr

CZECH REPUBLIC: CMA - CZECH
MANAGEMENT ASSOCIATION
Podolska 50

CZ - 147 00 PRAGUE 4

Tel.: +42 02 41 43 11 49

Fax: +42 02 41 43 11 49

E-mail: cma@cma.cz - www.cma.cz
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ESHA - EUROPEAN SCHOOL HEADS
ASSOCIATION / ASSOCIATION EUROPEENNE
DES CHEFS D ETABLISSEMENT

C/o AVS Ellen de Jong

Nieuwegracht 1

NL -3512LBUTRECHT

Tel: +31 030236 10 10

Fax: +31 030236 10 36

E-mail: office@esha.org — www.esha.org

HUNGARY: MSZ - MENEDZSEREK ORSZAGOS
SZOVETSEGE (MANAGERS

ASSOCIATION IN HUNGARY)

Fé6 utca 68. 111. 326

©  HU-1027 BUDAPEST

Tel.: +361 225 8791

Fax: 3612258792

E-mail: menszov@t-online.hu
www.manager.org.hu

ITALY: F.I.R.A.S.-S.P.P.

Via Taranto, 18

IT -00182 Rome

Tel: +39 06 77 07 68 64

Fax: +39 06 77 07 95 44

E-mail: ufficiointernazionale@firas-spp.it
www.firas-spp.it

MONTENEGRO: MCM - MONTENEGRIN
CONFEDERATION OF MANAGERS

Trg Republike bb (Podgori¢anka III sprat - MBC)
ME - 81000 Podgorica

Tel: +38 269 076 032

E-mail: info@managercg.org
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SERBIA: SAM - SERBIAN ASSOCIATION OF
MANAGERS

Kumadraska 241

RS- 11000 BEOGRAD

Tel: +381 (0)11 3404 011, 3404 012

Fax: +381 (0) 11 3404 010

E-mail: office@sam.org.rs

WWW.Sam.Org.Is
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AECA - ASSOCIATION EUROPEENNE DES CADRES
DE L"’ASSURANCE/ EUROPEAN ASSOCIATION

OF INSURANCE COMPANY MANAGERS

¢/o CFE-CGC SNCAPA - 43, rue de Provence

FR - 75009 PARIS

Tel.: +33 155 07 87 60

Fax: +33 149 9598 28

E-mail: asso.curo.cadres@cgc-assurance.com
WWW.Cgc-assurance.com

ECMF - EUROPEAN COMMERCIAL
MANAGERS FEDERATION

Maison des Professions Libérales

13, alle de 1"ile Gloriette

FR - 44000 NANTES

Tel.: +33 662 825 889

E-mail: jpguillard@wanadoo.fr

www.ccmf-europa.cu

eTIC - EUROPEAN FEDERATION FOR
MANAGERS IN TECHNOLOGIES

OF INFORMATION & COMMUNICATION
C/o0 CFE-CGC - Péle Europe

59-63 rue du Rocher

FR - 75009 PARIS

Tel.: +33 682 813 009

E-mail: contact@etic-managers.cu
Wwww.etic-managers.eu

FECC - FEDERATION EUROPEENNE DES CADRES
DE LA CONSTRUCTION/EUROPEAN FEDERATION
OF MANAGERS IN THE CONSTRUCTION INDUSTRY
15, rue de Londres

- FR-75009 PARIS

Tel.: +33 155317676

Fax: +33 155317633

E-mail: patrizia.forcina@federmanager.it
contact@cgcbtp.com

24

REOPLLN HAMAGTEE

I

P>

LBDFEAN MARAG

FEDEM

FECCIA - FEDERATION EUROPEENNE DES
CADRES DE LA CHIMIE ET DES INDUSTRIES
ANNEXES/EUROPEAN FEDERATION OF
MANAGERS IN THE CHEMICAL INDUSTRIES
56, rue des Batignolles

FR -75017 PARIS

Tel.: +33 1422828 05

Fax: +33 142281299
E-mail:vincent@feccia.org

www.feccia.org

FECEC - FEDERATION EUROPEENNE DES
CADRES DES ETABLISSEMENTS
BANCAIRES/EUROPEAN FEDERATION OF
MANAGERS IN THE BANKING SECTOR
2, rue Scandicci

FR - 93691 PANTIN Cedex

Tel.: +33 148 10 10 50

Fax: +33 148 10 10 51
E-mail:jean.marc.gueguen@snb-services.org
snb@fr.oleane.com

FECER - FEDERATION EUROPEENNE DES CADRES
DE L"ENNERGIE ET DE LA RECHERCHE/EUROPEAN
FEDERATION OF EXECUTIVES IN THE SECTORS OF
ENERGY AND RESEARCH

59-63 rue du Rocher

FR - 75008 PARIS

Tel.: +33 155 07 57 00

Fax: +33 15507 5727

E-mail francois.perniola@edf.fr

www.fecer.cu

FEDEM - FEDERATION EUROPEENNE DE
L'ENCADREMENT DE LA METALLURGIE/EUROPEAN
FEDERATION OF MANAGERS IN THE STEEL INDUSTRY
33, avenue de la République

FR-75011 PARIS Tel: +49 68 31 96 49 29

E-mail : norb.mueller@web.de

FICT - FEDERATION INTERNATIONALE DES CADRES
DES TRANSPORT/EUROPEAN MANAGERS IN THE
TRANSPORT INDUSTRY

59-63, rue du Rocher

FR - 75008 PARIS

Tel: +33 15530 13 35 / +33 (0) 665 09 02 52

Fax: +33 15530 13 45

E-mail: ficc@live.fr

www.fict-tansport-international.com



