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Introducing collective bargaining and the work-family balance

1 INTRODUCING COLLECTIVE BARGAINING AND THE WORKFAMILY BALANCE
In the Netherlands, the terms and conditions of employment of most employees
are regulated through collective contracts. These contracts deal with terms and
conditions such as wage, working hours, and secondary and tertiary employment
benefits. The employment contracts are called collective labour agreements, or
collective agreements for short. They are termed collective because one single
collective contract is valid for all employees in a company or in a branch of industry, and they are named ‘agreements’ because they come about as a result of
bargaining between one or more trade unions and one or more employers.

Looking at the number of female employees in the labour market, one may notice
that this number has increased quite considerably over the last few decades, both
in absolute terms and in relation to the number of male employees. If we assume
that women’s preferences with respect to labour terms and conditions differ from
those of their male colleagues to some extent, we could expect to find those different preferences reflected in collective labour agreements these women are
covered by. It seems logical to ask the following question: given the increased
female labour participation, do women’s preferences carry more weight in collective bargaining? Irrespective of whether or not a clear answer can be given to this
question, a subsequent objective would be to distinguish possible other forces
that affect the extent to which female-oriented provisions are included in collective labour agreements.

This dissertation explores this issue. The central objective is to ascertain the role
of trade unions in bargaining over work-family provisions in collective labour
agreements (CLAs). The major reason for focusing on collective labour agreements is that they constitute a very large part of terms and conditions of paid labour in the Netherlands, as most employees are covered by a CLA. Trade unions
are important players in this area, especially since they, rather than employers,
usually take the initiative for new developments in CLAs, by drawing up bargaining agendas and proposal letters. A secondary reason is a practical one. A rather
unique dataset, consisting of very extensive quantitative data on the contents of
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FNV1 bargained collective agreements, has recently become available for scientific
research. It is unique in the sense that no other data collection of Dutch collective
labour agreements exists on this scale and scope. More detailed information
about this dataset can be found in Section 1.3 and in Schreuder and Tijdens
(2003). This dataset restricts the focus of the dissertation to the Netherlands.
Quantitative data analyses will be carried out on collective labour agreements
that were valid between 2001 and 2003, and on trade union bargaining agendas
preceding these CLAs. Before turning to the analyses, I will describe female labour market participation and collective bargaining in the Netherlands with respect to the work-family balance.

1.1

FEMALE LABOUR MARKET PARTICIPATION IN THE NETHERLANDS

Today, work-family balance is an important issue in many countries in the European Union (Department for Education and Employment 1998; Bruegel 1999;
Schulten 2000; Yeandle e.a. 2000; EIRO 2001; OECD 2001; EuroFound 2004). In
all countries belonging to the European Union, the employment rate of women
increased noticeably between 1993 and 2003,2 ranging from 2 percentage points
in Denmark to over 18 percentage points in Ireland (Eurostat 2003). Examining
transitions specifically in the Dutch labour market during the 90s and early 2000s,
it becomes clear that the employment rate has risen considerably in the Netherlands as well, which is mostly due to the participation of women. Between 1993
and 2003, the total employment rate increased from 57 per cent to 65 per cent
(Statistics Netherlands 2004); among women, it rose from 42 per cent to 54 per
cent3.

Since the beginning of the 1970s, the number of female employees has been rising, in absolute numbers as well as in proportion to the total number of women of
working age (Statistics Netherlands/STATLINE 2006). In 1970, the active female
labour force in the Netherlands amounted to 1.2 million employees, and in 2004,
this number had increased to more than 3 million. In Figure 1.1, the uppermost
line of the two shows this gradual increase; the corresponding scale is shown on

1

The FNV is the largest trade union federation in the Netherlands.

2

Except Sweden, where the female employment rate was already very high.

3

Employment rate is defined as the number of working people aged 15 to 64, divided by the total
population aged 15 to 64.
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the left-hand vertical axis. The increase of the female labour participation during
the 1970s is mostly due to female population growth; many immigrants and people from the baby boom generation were joining the labour market then. From
the mid 1980s onwards, it is mostly a matter of housewives entering or reentering the labour market. As can be seen from the lower line in Figure 1.1, the
share of women in the labour force, compared to the total number of women in
the population aged 15 to 64, has grown from 33 per cent in 1981 to almost 60
per cent in 2004. The corresponding scale is shown on the right hand vertical
axis. In other words, in 1981, 31 per cent of the women aged 15 to 64 was active
in the labour market while the other 69 per cent was inactive; in 2004, 59 per
cent of the women aged 15 to 64 was active in the labour market while the remaining 41 per cent was inactive. This implies that over the years, a continually
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Figure 1.1. Active female labour force from 1970 to 2005, in the Netherlands. The
black line shows the number of women active in the labour market; numbers can
be read on the left-hand vertical axis (in 1000s). The grey-white line shows the
active female labour force as a share of the total female labour force; percentages can be read on the right hand vertical axis. Source: Statistics Netherlands
(CBS), STATLINE, consulted November 23, 2006.
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CAUSES FOR THE INCREASING FEMALE LABOUR FORCE
The increased female labour participation rate finds its causes in a number of
technological and social developments. First of all, the introduction of the birth
control pill in the Netherlands in 1962 and the fact that costs for the pill were refunded from 1971 onwards helped women in their career planning (Pott-Buter
and Tijdens 1998). Now the unwanted risk of suddenly becoming pregnant had
diminished, women no longer needed to fight this barrier to employment.

The introduction and development of laboursaving electrical household appliances, like the vacuum cleaner, the washing machine and the dishwasher, has
freed up a large amount of time for women to spend on, for example, paid labour
(Greenwood and Seshadri 2005). The ensuing continuous decrease of consumer
prices of these household appliances has enabled women to join the labour market even further, as empirical research by Cavalcanti and Tavares (2005) suggests.

Public opinion on female employment changed as well in the seventies and eighties. It became more accepted for women to combine family care with work, under
substantial influence of the second Feministic Wave (Van Gils and Kraaykamp
2004). This Wave lasted approximately from 1965 to 1985, and was started and
fuelled by Joke Smit. She stated that men and women were formally equal, but
they could only be equal in practice if women were to increase their labour market participation, and men were to increase their time spent on caring and household tasks (Smit 1967).

Most social scientists agree that the increase of female labour participation is primarily a result of the significantly changing labour market behaviour of married
women (Visser 1999, Tijdens 2006), and not so much that of cohabitating women
(Henkens, Grift and Siegers 2002). While getting married used to be a reason for
employed women to withdraw from the labour market, this is no longer the case
(Visser 1999). Labour participation among the group of single women, consisting
primarily of girls and young women, has decreased slightly, because they receive
education for a longer period of time (Tijdens 2006). This increased level of education can be considered a major cause for women’s changing labour market behaviour since 1970 (Hendrickx, Bernasco and De Graaf 2001). Because the op4
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portunity costs of not working during the educational years rise, the incentive to
find a job after having completed education increases.

Since the early 80s, it is no longer customary for women to retire from the labour
market after the birth of the first child: an increasing number of women resume
their employment after a period of leave (Tijdens 2006, De Beer and Deven
2000). During the following decennia, the period of leave taken after the birth of
the first child continues to grow smaller (Wetzels and Tijdens 2002). This effect is
probably strengthened by the fact that, partly due to the Dutch ‘part-time law’ of
20004 (Fouarge, D., R. Grim, M. Kerkhofs, e.a. 2004), the availability of acceptable, non-marginal part-time jobs has increased significantly, which has pushed
the part-time discussion away from the kitchen table and towards the social partners’ bargaining table (Visser 1999). Obviously, all the aforementioned factors
affect women’s labour market participation positively.

IMPLICATIONS OF THE INCREASING FEMALE LABOUR FORCE
With employment rates of both men and women rising steadily, the need for effective arrangements that facilitate the combination of work and care is growing.
While ‘care’ can signify both care for children, care for other family members living in the same house, and care for family living elsewhere, the usual interpretation is the first. Therefore, in this dissertation, care will be defined as childcare.
Ermisch (2003) asserts that in richer countries, marriage and childbearing now
occur much later in people’s lives, and people are having fewer children. Couples
may decide to postpone having children, in favour of being employed (OECD
2001). If and when couples do decide to have children, but at the same time wish
to continue being employed because of, among other reasons, the investment
costs of followed education, they may experience a lot of stress when trying to
combine work with family care. The traditional role division where the man is the
breadwinner and the woman is at home, doing household tasks and caring for
children, has evolved into a model in which both partners perform paid labour. In
a family consisting of two parents and one or more young children, the woman
usually works part-time, at least in the Netherlands. Outsourcing or efficiently
planning and scheduling household and caring tasks may enable young parents to

4

The Working Hours Adjustment Act is referred to here. This will be elaborated in Section 1.2.
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join the labour market or increase the amount of hours they work. This is especially true for women, since research by Tijdens et al (2002) shows that in oneand-a-half earner households, 95 per cent of the women claim to be the one who
takes on the childcare responsibilities. Lack of childcare provisions can be a serious barrier to especially women entering the labour market (Chevalier and Viitanen 2002), and consequently, many new government policies and laws deal with
this issue. The need for work-family arrangements outside the family has obviously increased, and this dissertation focuses on work-family provisions that are
included in collective labour agreements.

1.2

REGULATING THE WORK-FAMILY BALANCE

Work-family arrangements can be both informal and formal. Informal arrangements

include childminding

by grandparents

and

other

family

members,

neighbours, or unpaid babysitters. They are the primary choice of lowereducated, and therefore mostly low-income families (Esveldt 2002), possibly because informal childcare arrangements are relatively cheap. In 2000, 84 per cent
of Dutch women who had children aged between 0 and 4 made use of informal
childcare arrangements (Leijnse 2001). The availability of informal care depends
on family or friends living in the vicinity and willing to provide care, or neighbours
able to do so, and formal care availability is dependent on the amount of qualified
staff, either individual nannies or day-care centre personnel. In 1990, a Stimulation Measure Childcare was created, which considerably helped expand the number of childcare provisions, like day-care centres (Tijdens and Lieon 1993). Nonetheless, it was not until the end of 2002 that the shortage of childcare centres
seemed to have disappeared in most cities (Volkskrant 2002). The costs involved
are high, however: on average, they amount to 10 per cent of the household income, and even 25 per cent of the woman’s income (Portegijs et al. 2006). Although some municipalities hand out subsidies to parents who make use of childcare facilities, the costs involved for parents remain high, which is a major reason
why working couples prefer informal childcare, along with the fact that parents
place more trust in carers they know personally (Portegijs et al. 2006).

While informal work-family arrangements usually only concern childcare provisions, formal work-family arrangements also include opportunities for part-time
work, paternity leave arrangements, parental leave arrangements and maternity
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leave arrangements. Formal care refers to professional childminders, either in the
home of the parents or in day-care centres. Formal work-family arrangements are
instigated by governmental bodies or social partners, and concern financial compensation and leave arrangements for parents. The remainder of Section 1.2 contains a description of formal work-family provisions in Dutch legislation, in legislation in other EU countries and in Dutch collective labour agreements.

REGULATING FORMAL WORK-FAMILY ARRANGEMENTS IN DUTCH LAW
In 1991, the scientific council for government policy in the Netherlands (the WRR)
set three main targets with respect to the Dutch labour market (WRR 1991; De
Beer 2002). First, to counter the effects of an aging population and stimulate
economic growth; second, to stimulate emancipation and equality processes, and
third, to promote individual well-being and happiness. In practice, this should be
achieved by increasing the labour force, giving women more opportunities to enter the labour market, and helping women and men find a good work-family balance, respectively.

Considering that women may be mothers of young children, the demand for arrangements that help workers find a beneficial work-family balance became
stronger. This concern was recognised by the Ministry of Social Affairs, who
launched a plan of action in July 2001, intending to stimulate labour market participation of women (Ministry of Social Affairs and Employment 2001). The plan
included lowering the income threshold for mothers claiming childcare taxes deduction.

Supposing the lack of availability of work-family provisions to be one of the main
barriers for women to enter and remain in the labour market, the Dutch government has been trying to improve legislation with respect to childcare issues. Between 1990 and 2002, the government has followed a stimulation policy, based
on the Welfare Law 1994 (‘Welzijnswet 1994’), to increase the number of available places in childcare centres from 23 thousand in 1989 to 185 thousand in
20035. Parents could also lay claim to fiscal compensations. Furthermore, the

5

Source: http://home.szw.nl, the website of the Dutch Ministry of Social Affairs and Employment.
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government started considering childcare a common interest and a shared responsibility of parents, government and employers alike. In 2005, which lies outside the time scope of this dissertation, the Childcare Act (‘Wet Basisvoorziening
Kinderopvang’) was introduced, regulating the tripartite funding of childcare and
monitoring the quality of day-care centres.

During the years that are covered by this dissertation, two other Dutch laws dealt
with formal work-family arrangements. In July 2000, the Working Hours Adjustment Act (Wet Aanpassing Arbeidsduur, WAA) was established, which regulates
employee requests for changes of hours worked. The Work and Care Act (Wet Arbeid & Zorg (WA&Z), December 2001) regulates leave and financial backing for
employees around the time of childbirth. To summarise it briefly, the WAA states
that every employee who has been employed for at least a year with an employer
who employs at least ten employees, has the right to ask this employer for an
extension or a reduction of his or her weekly working hours. The employer is expected to consider and comply with this request, providing the company’s interests are not harmed6. The WA&Z envelops several regulations that deal with
childcare. According to this legislation, women are allowed at least 16 weeks of
fully paid pregnancy and maternity leave, of which 10 weeks must occur after
giving birth. The father can also take leave to be present at childbirth and on two
days afterwards. In addition to this, both parents are entitled to unpaid parental
leave, for the duration of 13 times their weekly working hours. Someone working
36 hours a week, for example, is entitled to 468 hours of unpaid leave, which
amounts to 13 weeks. In the regulation, it as advised that the parent works 50
per cent of their usual working hours, spread out over half a year (Ministry of Social Affairs and Employment 2004). In the example, the employee would then be
working 18 hours a week for 26 weeks. Formal work-family arrangements are appreciated widely in the Netherlands; Dutch couples expect it to be easier to combine work and family in the future, given the increasing opportunities for childcare, working at home, flexible working hours, part-time work and care leave (Ester and Vinken 2000).

6
How ‘the company’s interests’ are defined remains an issue of discussion, since the WAA does not
describe these in a detailed, measurable way.
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WORK-FAMILY PROVISIONS IN DUTCH COLLECTIVE LABOUR AGREEMENTS
In addition to legislation, the most important institution that covers formal childcare arrangements in the Netherlands is the collective labour agreement (CLA).
CLAs are collective agreements on conditions of employment between employees,
who are represented by trade unions, and employers, who are often represented
by employers’ organisations. Dutch legislation stimulates collective bargaining between employers and employees, principally through the Collective Agreement
Act of 1927 and the Extension Act of 1937 (Verhulp 2005). In short, the Collective Agreement Act states that employees, represented by one or more trade unions, and employers are allowed to make agreements concerning terms and conditions of employment. Employers and employees (both union members and nonunion members) are expected to abide by these terms. The Extension Act regulates the extension of the coverage of collective agreements. Under certain conditions, the minister of Social Affairs and Employment can extend the coverage to
all employees in a branch of industry. A more detailed discussion of extension of
collective agreements and its conditions can be found in Section 2.1, sub-section
‘Extension of collective agreements’.

Employment conditions are usually bound by legal regulations. These regulations
are often stated in the form of minimum conditions, allowing employers to deviate from them only when it is favourable to the employee. However, CLAs are not
always completely bound by existing legislation – many articles of law include
clauses that state that CLAs may derogate, partly or entirely, from the specific
article. This type of legislation is called ‘semi-mandatory law’. All articles of law
that deal with the work-family balance have these kinds of semi-mandatory elements, because the social partners are believed to be better suited than the government to make arrangements in this field. For instance, the Working Hours Adjustment Act states that an employee is entitled to ask his or her employer for a
decrease (or an increase) of their working hours, and that the employer should
comply unless business interests are damaged. However, if the employee were
covered by a CLA, part-time stipulations included in this collective agreement
may weaken or even overrule the regulations in this specific Act. An example of
such a part-time stipulation would be that the employee is required to have been
employed for at least two years with this particular employer, instead of one as
stated in the Working Hours Adjustment Act. According to the Work and Care Act,
female employees are entitled to 16 weeks of paid pregnancy and birth leave, but
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an exception is made for collective labour agreements, in which the duration may
be shorter. Legally, employees are entitled to unpaid paternal and parental leave,
but with respect to paternal leave arrangements, provisions in CLAs are not restricted by the law at all. In other words, it is not obligatory for employers to include paternal provisions in their CLA. Regarding parental leave, several exceptions to the law can be made in collective agreements, for example in relation to
the age of the child, the length of time the employee has worked for the employer, and the time at which the parental leave is proposed7.

There are two types of CLAs: company CLAs, which pertain to one company, and
sectoral CLAs, which pertain to an entire branch of industry. Regular collective
agreements concern conditions and benefits like wages, work schedules, rights
and obligations, working conditions, social security, and work-family themes,
while specific-issue agreements cover only one subject of regular CLAs, like social
funds, training, and older workers, known in Dutch as SF, O&O, and VUT, respectively. These types of agreements usually exist alongside a regular CLA of the
company or sector, and they are used when a specific target population is addressed. This target population is generally smaller than the number of employees covered by the regular CLA.

Nine types of work-family provisions can be distinguished in labour contracts and
collective labour agreements: (1) opportunities for part-time work; (2) childcare
facilities or provisions; (3) paternity leave arrangements; (4) parental leave arrangements; (5) maternity leave arrangements; (6) opportunities for employees
to work flexible hours; (7) teleworking or working at home arrangements; (8) career break opportunities; and (9) financial compensation for services like cleaning, gardening, ironing and grocery service. How do these provisions take shape
in collective labour agreements, and how can they facilitate the combination of
work and care? CLA regulations on part-time work are primarily centred on the
question whether or not the employee is allowed to work part-time. If so, the
most important specifications that may be added are whether all employees can
make use of it, whether a minimum number of working hours is required, and
whether part-timers have the same rights as fulltime employees. Working part-

7

Source: http://www.st-ab.nl/wetaz.htm, consulted on June 26th, 2006. ST-AB (Foundation AB) is an
independent organisation offering free legal help with respect to social law, a.o. by providing information through their website.
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time enables parents to spend more time at home to care for their children. If, for
example, an employee is scheduled to work five days a week from 10 AM until 4
PM, she can use the extra free time to bring children to and from school. If children are not yet of school age, a part-time construction where the employee
works eight-hour days, but only three or four days a week, might be preferred.
Parents can effectively save on expenses for kindergartens and babysitters, especially if the employee’s partner has a similar arrangement.

Types of work-family provisions
1.

Opportunities for part-time work

2.

Childcare facilities or provisions

3.

Paternity leave arrangements

4.

Parental leave arrangements

5.

Maternity leave arrangements

6.

Opportunities for employees to work flexible hours

7.

Teleworking or working at home arrangements

8.

Career break opportunities

9. Financial compensation for services like cleaning,
gardening, ironing and grocery service.

Box 1.1. Types of work-family provisions in Dutch (collective) labour agreements.

Childcare regulations typically include monetary contributions to employees with
childcare needs. These regulations may vary between CLAs with respect to the
amount of financial compensation, the target population that is entitled to it, the
maximum age of children for whom employees may use the compensation, and
whether a special fund has been established in which money is reserved for the
purpose of childcare compensation. In the 2003 report of the ongoing research
project on childcare arrangements in CLAs, the Dutch Labour Inspectorate found
that, in a representative sample of 125 Dutch CLAs, 89 per cent includes a childcare provision (Schaeps 2003). After considering CLA coverage, Schaeps concluded that 68 per cent of the Dutch population in dependent employment could
now make use of such an arrangement. Paternity, parental and maternity leave
arrangements in CLAs are mostly concerned with the amount of time off that employees are entitled to, and whether they receive full or partial pay during this
time. These types of leave arrangement allow parents to stay at home to carry
out their childcare duties. Teleworking arrangements, allowing parents to work at
home and enabling them to perform caring tasks when necessary, are found in
only a handful of Dutch collective agreements. Neither employees nor works
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councils exert a lot of pressure to include teleworking provisions in CLAs, although FNV Bondgenoten8 may be regarded as a noteworthy exception, since
they have bargained over this topic in the IT sector (Van Klaveren and Tijdens
2003). More specific details on work-family provisions in Dutch CLAs, aggregated
by branch of industry, can be found in Section 3.3.

1.3

THE DUCADAM DATASET

Between 80 and 85 per cent of all Dutch employees are covered by a collective
labour agreement (Vossen and Engelen 2002, Rojer 2002). The exact number of
CLAs depends on how they are defined. The Ministry of Social Affairs and Employment regards only those CLAs that have been registered at the ministry as
valid9, which include both regular and specific-issue agreements. In December
2003, the total number of current CLAs according to the ministry was 1005. The
largest Dutch trade union federation, the FNV, only considers regular collective
labour agreements to be ‘real’ CLAs, of which more than 15 per cent are not registered at the ministry. The FNV is currently bargaining over 769 different CLAs10,
of which they keep a detailed account in a CLA database. In the next section, the
backgrounds of the FNV’s database are described, along with a general design of
the database itself.

Currently, 14 trade unions are affiliated with the FNV, FNV Bondgenoten being the
largest with over 480.000 members. This trade union began setting up a database of all collective agreements signed by FNV-affiliated trade unions in the mid90s (Tijdens 2002a). The ‘FNV CAO-databank’, as it is called, is a digital database
that stores all collective labour agreements negotiated by FNV trade unions in the
Netherlands since 1995. These CLAs are stored in the form of texts and 650 different coded characteristics, plus proposal letters, pamphlets, change notes and
jurisprudence texts. In 2003, the Amsterdam Institute for Advanced Labour Studies (AIAS) has made both a scientific translation and an extension of the FNV da-

8
With 480.000 members, the Dutch FNV Bondgenoten is the largest trade union of the FNV trade union federation. FNV Bondgenoten bargains over CLAs in manufacturing, trade, ICT, services, transport,
farming and the metal industry.
9
In order for a CLA to be lawfully valid, registration of the CLA by one or all of the negotiating parties
at the Ministry of Social Affairs and Employment is required.
10

A list of these CLAs plus extensive information on the DUCADAM dataset can be found in Schreuder
and Tijdens (2003).
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tabase, culminating in the DUCADAM dataset11. Twice a year, AIAS receives a
tab-delimited dataset containing coded CLA characteristics, which it converts into
scientific data that can be analysed.

The FNV CAO-databank is a database of both textual and coded information, pertaining to all collective labour agreements that the FNV trade
unions have negotiated in the Netherlands since 1995.
The textual part is an online database that stores CLA texts, bargaining
agendas, pamphlets and legal documents.
The coded part of the database exists only offline. The FNV has converted
the textual CLA data into values for more than 1100 variables.
The DUCADAM Dataset is a scientific translation of the coded part of the
FNV CAO-databank, relating to the years 1995 to 2003. It consists of
3752 CLAs.
Some of the variables are meta-variables that were not included in the
FNV CAO-databank, like branch of industry, negotiator’s gender, number
of employees covered and type of CLA. Coding is done in SPSS format.
For more information on both databases, see Schreuder & Tijdens (2003).

Box 1.2. Information about the FNV CAO-databank and the DUCADAM Dataset.

In Box 1.2, both datasets are described. The DUCADAM dataset is an SPSS file in
which collective labour agreements are cases and CLA characteristics are variables. The extension consists of newly created meta-variables, which are not actually included in CLAs but are closely tied to them, for instance branch of industry, gender of the negotiator, and type of CLA (Schreuder and Tijdens 2003). To
my knowledge, this kind of collective labour agreement database is rather
unique; a comparable database of the same scope and depth is constructed and
updated by research and training organisation ACIRRT, of the University of Sydney, Australia, but nowhere else. In January 2004, the DUCADAM dataset contained 3752 CLAs, with 1001 different CLA numbers. The difference between
3752 and 1001 can be understood by realising that a CLA number is present in
the database 3,75 times on average, but the starting and expiration dates are
different. For example, the CLA of Dutch Public Universities, which has CLA-

11

DUCADAM is an acronym for Dutch Collective Agreements Database And Monitor. The project to
generate this dataset was subsidised through an NWO investment grant (no. 400-47-100) in January
2000.
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number 1108, is present in the database four times – one that has been valid
from 1-1-1999 till 31-5-2000, one from 1-6-2000 till 31-5-2002, one from 1-62002 till 31-8-2003, and one from 31-8-2003 onwards. Of the 1001 CLAs, 769
CLAs are currently in force, while the other 232 ceased to exist because of mergers, takeovers, bankruptcies, or a decision not to prolong the collective agreement. Alternatively, some collective agreements sometimes split up into several
collective agreements, as has been the case with the sectoral Banking CLA in
2000. Several large banking companies decided to start their own company CLA.
The old sectoral CLA continued to exist under its original name and CLA number
(866), while the large banking company CLAs received a new CLA name and
number. In Figure 1.2, the chronological development is shown year by year.

1999
Bankbedrijf
(866)

2000
Bankbedrijf
(866)

2001

2002

Bankbedrijf
(866)

ING Groep
(1036)

2003
Bankbedrijf
(866)

ING Groep
(1036)

ING Groep
(1036)
Rabobank
(1055)

Rabobank
(1055)

Rabobank
(1055)

Rabobank
(1055)

Fortis
(1140)

Fortis
(1140)

Fortis
(1140)

ABN/Amro
(1326)

ABN/Amro
(1326)

ABN/Amro
(1326)

ABN/Amro
(1326)

Figure 1.2. Chronological development of sectoral and company CLAs in the banking industry in the Netherlands.

Branch of industry, one of the meta-variables included in the DUCADAM dataset,
is coded according to the SBI’93 system. This is the Dutch 1993 system of categorising businesses. Each business, firm or company can be classified according
to its core activity. Statistics Netherlands (in Dutch: Centraal Bureau voor de Statistiek) defined a system called the Standard Business Index (SBI), which, at the
highest level, consists of 17 branches of industry, labelled A to Q. Each branch is
divided into one or more ‘sub-branches’ of industry, or perhaps more accurately
named ‘SBI-2-digit-level branches of industry’. There are 58 SBI-2-digit-level
branches, numbered (discontinuously) from 01 to 99. This process of division
continues until, at the most detailed level, a business is characterised by a five-
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digit code. A firm that is categorised under code 6021.1 (Regulated public transport of persons by road) automatically falls under the categories 6021 (Regulated
transport of persons by road), 602 (Transport by road), 60 (Transport over land)
and I (Transport, storage and communication). During the preparation of the
data, each CLA in the sample has been manually given an SBI code. This makes it
possible to link CLA data to other labour market data, available at Statistics Netherlands/STATLINE, which is categorised by branch of industry.

Work-family provisions are an important element of collective labour agreements,
and they take up a large part of the variables of the DUCADAM dataset. However,
of the nine types of work-family provisions distinguished in Section 1.2, only the
first five are coded in the DUCADAM dataset. This means that provisions 6 to 9
cannot be used in the analysis. Each work-family provision included in the dataset
is coded not only for being included in the CLA, but also for its precise contents.
For instance, if a regulation about parental leave is included in the CLA12, the data
specifies what percentage of pay employees receive during their leave, whether
employees have to continue working for a specified number of hours during their
leave, whether the employer, the employee and possibly a pension fund continue
to pay pension premiums during the period of leave, whether a maximum age of
the child has been specified before which employees have to take up their parental leave, et cetera. In Section 3.4, all specifying variables of the five work-family
provisions are listed.

The next chapter observes two characteristics of trade unions with respect to
agenda setting processes. Using the existing literature on union-member models
and coordination mechanisms, several factors are discussed that are deemed to
influence trade unions’ bargaining policies. In Chapter 3, these factors are translated into variables that comprise the empirical model that tries to explain the occurrence of work-family provisions in collective labour agreements. The results
from the empirical analysis provide input to construct another model, in Chapter
4, which focuses on trade unions’ bargaining agendas and the extent to which
they include work-family proposals. The results from both Chapter 3 and Chapter
4 provide input for the qualitatively oriented empirical Chapter 5, in which FNV

12

To be precise: a regulation that exceeds the parental leave provisions declared in the Work and
Care Act (WA&Z).
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trade union negotiators reflect on their agenda setting processes and explain
which factors affect them. The last chapter serves as a summarising and concluding section.

A different order of the empirical chapters 3, 4 and 5 could have been to start
with interviewing trade union negotiators in order to get oriented in the field, then
to research bargaining agendas, and finally to focus on the collective agreements.
This would have been logical from a chronological point of view. However, I have
chosen to start the research by looking at the final products of collective bargaining, i.e. the collective agreements. Since the results from that part of the research left us with further questions, I decided to take a step back in time and
take a look at the bargaining agendas, which chronologically precede the collective agreements. When it turned out that results from this part of the research
generated new questions once again, I decided to talk to the people who actually
draw up bargaining agendas and bargain with employers about terms and conditions of employment. In this way, I have tried to remain as unprejudiced as possible by first looking at the hard and detailed facts (the collective agreements),
then at less hard and less detailed facts (the bargaining agendas), and only then
at qualitative information (the interview data).
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2 TRADE UNIONS: (NON-)MEMBERS AND COORDINATION
Since the objective of this dissertation is to ascertain the forces that affect union
agenda setting, two things need to be observed. First, there are two types of employees covered by CLAs that trade unions bargain over: those that are a member of the union and those that are not. Employees who are covered by a CLA but
who are not a member of a trade union still enjoy the benefits of trade unions’
bargaining efforts, since the terms and conditions declared in the CLA are valid
for all employees, whether they are a member of the union or not. The second
observation to be made is that there are two types of coordination mechanisms
that trade unions use to facilitate agenda setting: vertical and horizontal coordination. Both observations will be discussed in this chapter. First, however, collective bargaining itself is discussed.

2.1

COLLECTIVE BARGAINING

Work-family provisions in collective labour agreements come about through bargaining processes between employers and trade unions. In order to understand
the role of unions in this process, we first need to know more about collective
bargaining and agenda formation.

In the ILO’s terminology, collective bargaining is considered to be the activity or
process leading up to the conclusion of a collective agreement (Gernigon, Odero
and Guido 2000). Collective agreements are defined as “all agreements in writing
regarding working conditions and terms of employment concluded between an
employer, a group of employers or one or more employers' organisations, on the
one hand, and one or more representative workers' organisations, or, in the absence of such organisations, the representatives of the workers duly elected and
authorised by them in accordance with national laws and regulations, on the
other” (ILO 1951)13. Furthermore, collective agreements are meant to be binding
instruments for the signatories, and stipulations in the collective agreement overrule individual contracts unless the individual contract is more favourable to the
employee (ILO 1951).

13

Facsimile of the “Collective Agreements Recommendation (No. 91)” on the ILO website
(http://training.itcilo.it/ils/foa/library/recommendations_en/r091.htm).

17

Trade Unions and the Work-Family Balance

Employers and trade unions bargaining over collective agreements can be termed
opposing because in principle, employers’ main objective is making a profit
through selling products or services, and doing this in an efficient and effective
way (Rojer 2002), while the unions’ first responsibility is to defend and improve
employees’ rights and terms of employment, which are naturally costly to the
employer. Nevertheless, the opposing parties also share a common interest: the
continued existence of the company and an employment situation that is satisfactory for both employer and employees (Schilstra, Smit and Paauwe 1996). It is
this mutual dependence that forces parties into cooperation and collective bargaining.

In her classic book on trade unions, Booth (1995b) introduces two basic assumptions that most economic theories about trade union objectives are based upon.
These are the assumption that all workers are identical and the assumption that
the union is only concerned with the economic welfare of its members. From
these two assumptions, two basic models of trade union objectives are constructed which form the basis for several derivative models. The first is the utilitarian objective function, which models the utility of the union as a function of
wage and employment. The union’s main goal is wage maximisation, where
wages also include fringe benefits. The second model is expected utility objective
function, which can be characterised as a rent maximisation objective. Whereas
the utilitarian objective function assumes an absolute wage increase to be the union’s main objective, the expected utility objective function focuses on wage increase relative to non-union members.

Trade unions are member organisations and should therefore be concerned with
the wellbeing of their members. The typical union member is male and of an age
that childcare issues are no longer relevant. Why then should trade unions worry
about preferences of female employees? In order to stay representative, trade
unions should not only be worried about the wellbeing of their existing members,
but also with attracting new members. If both the female employment rate and
the share of female employees in the labour market are growing, trade unions
need to take preferences of these potential members into account when drawing
up their policies and bargaining agendas. Most social-psychological research on
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trade union membership motivation is rooted in one of three theories. The first is
frustration-aggression theory, which describes how employees are moved to become a trade union member as a result of frustration with their current employee
benefits or conditions of employment. The second theory, interactionistic theory,
underscores the importance of social interaction and normative pressure, while
the third - rational choice theory – explains membership motivation through employees who measure costs and benefits of joining the union. Klandermans and
Visser (1995) have integrated these three theories into one model, in which frustration-aggression theory and interactionistic theory explain employees’ attitude
towards trade union participation; interactionistic theory also explains normative
pressure to become a member; both attitude, normative pressure and rational
choice theory explain employees’ motivation to become a member; and motivation can lead to actual union participation. The interest Dutch trade unions display
in female employees’ preferences contradicts Booth’s assumption that all workers
are identical. Obviously, not all workers are identical, because some workers appreciate specific employment benefits more than other workers. To be precise,
female employees are on average more interested in work-family provisions than
their male counterparts. It also contradicts the widely used Median Voter model
(Freeman and Medoff 1984), since it does not seem to reflect its current members’ preferences. Apparently, trade unions are a special kind of member organisation in which democracy is not absolute (see e.g. Lipsett et al 1956). Trade unions are centralistic organisations whose negotiators face a dualistic task: on the
one hand, they try to convince target groups, i.e. female employees, to become a
member, while on the other hand they must convince existing members about
the logic of reacting to non-members’ preferences.

Trade union objectives may sometimes be conflicting. For instance, wage increase
may be achieved at the expense of employment. This explains why all economic
models and derivations that Booth describes are in one way or another based on
the multiplication of wage level and employment level. These factors also exist in
the two canonical models of union behaviour as described by Teulings and Hartog
(1998). These are the Labour Demand Curve model and Efficient Bargaining
model. In the first model, employer and trade union bargain over wages only, after which the firm sets the level of employment. This means that the firm can
pick the highest profit to the number of employees ratio. In the second model,
the union also has bargaining power in second phase, so that it can negotiate
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about employment of workers. This implies that trade-offs between wage and
employment are possible. Unions obviously want to protect employment, and
may do so at the cost of wage increase. Teulings and Hartog state that the LDC
model describes reality best, but it should be observed that these models are developed for settings with one firm and one union and homogenous labour, and
therefore not specifically for the Netherlands.

BARGAINING LEVELS
Collective bargaining between trade unions and employers may take place at different levels. Traxler (1994) distinguishes three levels: economy-wide, sectoral
and company level. At the highest level, negotiation takes place between union
federations, employers’ associations and possibly government representatives,
often on macroeconomic issues and with the intention of providing a basis for
lower level bargaining. The next level is that of the industry, at which trade unions and employers’ associations negotiate over terms of employment of all employees in one branch of industry. This type is predominant in most continental
West European countries. The lowest level is the company level, at which trade
unions bargain with employers; in Anglo-Saxon countries, this is the main form of
collective bargaining (Traxler 1994).

A closely related concept is centralisation, the ratio of sectoral CLAs compared to
company CLAs, or the hierarchical level at which employment terms and conditions are bargained over (Visser 2005). In countries with a high level of centralisation, like the Netherlands, most employees who are covered by a CLA are covered by a sectoral agreement, and relatively few by a company agreement. On
average, this could imply that there is less variation in terms and conditions
among covered employees, at least in comparison with countries where centralisation is low.

Within the boundaries set by national labour legislation, bargaining parties can
choose the bargaining level, or mixture of levels, for their negotiations (Traxler
1994). A decision to generate a new sectoral CLA can make sense when new
branches of industry are developing into maturity, which has been the case with
the IT sector in the Netherlands in the nineties. A company currently covered by a
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sectoral agreement can decide to withdraw from enveloping sectoral CLA and establishing their own company level CLA, provided that a legitimate bargaining
partner for representing the employees is found.

How does the bargaining level affect the way collective bargaining is conducted,
and the contents of collective agreements? I will consider only sectoral and company level bargaining here, because only these two result directly into collective
labour agreements. The main difference that the level of bargaining has on the
contents of CLAs is the extent of generality. In Dutch sectoral CLAs, for instance,
between 100 and 750000 employees are covered14, working for numerous different companies. It is not feasible to draw up one set of specific terms of employment for all these distinctive companies; it is necessary to keep the terms of employment general, to be worked out further by the companies themselves. As for
company CLAs, the bargaining goals are much more concrete, since employees’
preferences can be determined more precisely, as well as the company’s ideas
and economical situation.

Another difference between sectoral and company level bargaining is the negotiating party at the employer’s side. With company CLAs, it is the employer that
negotiates with the trade union, whereas in the case of sectoral CLAs, it is an
employers’ association that does the bargaining. The important aspect of difference lies in the fact that an employers’ association is a representative of a number of member organisations or firms, and thus, in economic terms, an agent representing a number of principals. It is difficult to determine how this particular
setting affects collective bargaining outcomes, but a tentative guess may be that
outcomes in sectoral bargaining do not mirror members’ preferences as completely as in the case of company level bargaining.

14

There is large variability in the number of employees covered by Dutch sectoral CLAs. When ordered
by CLA size, the first 25% ranges from 100 to 1400 employees, and the last 25% ranges from 17000
to 750000. Two sectoral CLAs cover as few as 100 employees: Dutch Opera (‘Nederlandse Opera’) and
Amateur Art (‘Amateurkunst’); the CLA with 750000 employees covers all Dutch temp workers (‘ABU:
Uitzendkrachten’). Source: DUCADAM dataset, CLA years 1995 – 2003.
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COLLECTIVE BARGAINING IN THE NETHERLANDS
In the Netherlands, labour relations at the national level have been characterised
by consultation and cooperation for decennia. This culture has been termed the
‘polder model’. Representatives of employers’ associations and trade union federations confer in the Foundation of Labour (‘Stichting van de Arbeid’, STAR).
Twice a year, during the spring and the fall talks, government representatives
join them at the table to collectively discuss the basic conditions under which the
employment policies should be made (Van Houten 2004). This advice is sent to
central employers’ associations and to trade union federations, to be distributed
and fine-tuned by decentralised employers and employers’ organisations, and by
decentralised trade unions, respectively.

The Social and Economic Council (‘Sociaal-Economische Raad’, SER) is a governmental organisation that serves as a communication platform for deliberation and
consultation between social partners and the government. These dialogues usually result in policy advice and recommendations, for instance about collective
bargaining topics like the work-family balance15.

As explicated before, decision-making and policymaking in Dutch labour relations
typically take place at several levels rather than just at the national level. At the
level of union federations, policy makers ideally use the advice of the Foundation
of Labour as a guideline to establish their own union-specific agenda. This advice
provides input for agenda-setting processes within all affiliated trade unions, after
which the individual trade union negotiators draw up their bargaining agendas,
specifically directed to the relevant company or branch of industry. According to
Vossen and Engelen (2002), unions and employers bargain collectively over labour conditions of 80 per cent of the population in dependent employment in the
Netherlands. According to Rojer (2002), 84 per cent of all employees in the Netherlands are covered by a collective agreement in 2002. These percentages are
comparable to the average collective bargaining coverage level in the European
Union16. This EU average lies relatively stable around 75 per cent (Visser 2001,

15

Source: www.ser.nl/overdeser, consulted 13 January 2007.

16

The average relates to those 15 member states of the European Union that had become a member
before 2004, at which time another 10 countries joined the EU.
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percentage relating to 1995; Traxler and Behrens 2002, percentage relating to
2001).

(x 1000)

(%)

Employees in the Netherlands

7199

100%

•

not covered by a CLA

1152

16%

•

covered by a CLA

6047

84%

o

covered by a company CLA

1285

17.8%

o

directly covered by a sectoral CLA

4011

55.7%

o

covered only through extension by
a sectoral CLA

751

10.4%

Table 2.1. Employees in dependent employment in the Netherlands in 2002, and
collective agreement coverage rates. Sources: Rojer (2002); CBS/STATLINE 2002
(consulted May 2007).

In most EU countries, including the Netherlands, it is sectoral rather than company CLAs that cover the majority of employees. Sectoral CLAs cover about 66
per cent of all Dutch employees, while less than 18 per cent of Dutch employees
are covered by a company CLA (Rojer 2002). Table 2.1 shows the number of employees in dependent employment in the Netherlands in 2002, categorised by
whether or not they are covered by a collective agreement, and if so, what type
of collective agreement. More than four million employees are directly covered by
a sectoral collective agreement, and another 751 thousand employees are covered by a sectoral collective agreement as a result of extension of these agreements. Extension of sectoral collective agreements is discussed in the next section.

EXTENSION OF COLLECTIVE AGREEMENTS
Once a collective agreement has been signed, bargaining parties can ask for the
coverage of the collective agreement to be extended to all employees in the sector. The minister of Social Affairs and Employment must officially perform this extension. Collective agreements can only be extended under certain conditions:
when requested by one or more of the bargaining parties; if at least 55 per cent
of employees are already covered; if no objections are raised; and if the conditions in the agreement are not at odds with law or other formal conventions and
covenants (Rojer 2002). Extension of collective agreement is quite customary: 70
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per cent of all sectoral agreements in the Netherlands are extended in this way.
Whereas 55.7 per cent of all employees in the Netherlands are covered directly by
a sectoral collective agreement, as shown in Table 2.1, 66.1 per cent of employees are covered after extension of the collective agreements (Rojer 2002). The
reason behind extending collective agreements is to force all employers in the
sector to adhere to the same global employment terms, preventing unfair competition by employers trying to overbid on wages. Although this is a restriction to
employers, many feel comfortable with this measure since it also provides some
respite in the sector with respect to recruiting policies. If all employers in a sector
have to adhere to the same terms and conditions of employment, then employers
cannot economise more on labour costs than other employers in the sector – in
other words, no employer has a financial advantage over others with respect to
labour costs. The disadvantage for employers is lack of flexibility with respect to
creating new terms and conditions of employment, at least theoretically (Rojer
2002). Empirical research by Heijnen and Van Rij (2003) confirms these theoretical assertions. Heijnen and Van Rij interviewed 726 Dutch employers about their
opinions on, among other issues, extending collective agreements, and it appeared that employers agreed on the advantages it offered, especially those employers that were covered by a sectoral CLA. They also agreed on the fact that
extending a collective agreement reduces flexibility in determining terms and
conditions.

As listed in Table 2.1 in the previous section, more than 10 per cent of all employees in the Netherlands are covered by a collective agreement only as a result
of extension of the agreement. These employees do not have any formal means
to influence the contents of the collective agreement, not even if they are union
members, but they are still bound by its terms and conditions. Would trade unions take account of this fact when drawing up a bargaining agenda for a sectoral
collective agreement that is likely to be extended, and if so, how? The fact that a
union’s bargaining efforts can possibly affect employees who are unable to formally influence or direct these efforts may move trade unions to pay more attention to the common interest. For instance, union negotiators may also include
proposals in their agenda that affect all employees17, rather than just proposals
that are specifically targeted at employees covered directly by the collective

17

I.e. employees that are covered directly by the collective agreement and those that are covered
only after extension.

24

Trade unions: (non-)members and coordination

agreement. The next section describes how policy formation processes take place
within the Federation of Dutch Trade Unions (FNV).

FNV POLICY FORMATION
The Federation Congress (in Dutch: ‘Federatiecongres’) is the union’s highest decision-making body. The Congress consists of representatives of all associated
FNV trade unions – the number of representatives per trade union depends on the
trade union’s size (FNV Marketing & Communicatie 2005). In Figure 2.1, the unions, boards and bodies are depicted graphically. The Federation Congress meets
at least every four years, at the four-yearly convention, where it makes decisions
about the FNV’s policy strategies and chooses the four members of the Federation
Board (in Dutch: ‘Federatiebestuur’) for a period of four years.

Federation Congress
general policy

Federation Council
Federation
Executive
Committee

Chairpersons
of FNV trade
unions

representatives
specific
policy

FNV
Trade
unions

chairpersons

supports

Federation Work Corporation

facilitates

members of

Rank and File

Figure 2.1. Policy formation within the FNV.

The Federation Council (In Dutch: ‘Federatieraad’) is the next highest decisionmaking body. It meets once every two weeks to develop and elaborate the broad
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policies as formulated by the Federation Congress. The Federation Council consists of the Federation Board and the chairpersons of all FNV trade unions.

The Federation Board is in charge of the FNV’s day-to-day governance and meets
once a week. It executes policies as formulated by the Federation Congress and
the Federation Council. In this, Policy and Lobby Teams support the Board. These
teams consist of policy advisors who prepare new policies and advice and draw up
policy documents (FNV Marketing & Communicatie 2005). In so-called Policy Advice Councils, Policy and Lobby Teams and a member of the Federation Board
regularly talk with FNV trade union negotiators to acquire knowledge about the
shop floors. In this way, the FNV is able to gather information about employees’
preferences18.

The Federation Work Corporation (in Dutch: ‘Vakcentrale’) supports the Federation Board through the previously mentioned Policy and Lobby Teams. It also facilitates the FNV trade unions by coordinating the bargaining process and managing the strike fund. Furthermore, it is in charge of publicity, it organises campaigns for school pupils and students and it serves as a platform for young FNV
members19.

Each year in September, the FNV publishes a set of central recommendations for
collective bargaining objectives, called the ‘FNV Arbeidsvoorwaardennota’, which
translates roughly to ‘FNV Memorandum of Terms and Conditions of Employment’.
Since this extensive clause seems a bit unwieldy, the term ‘Arbeidsvoorwaardennota’ will be used instead. The affiliated FNV trade unions (see Table 2.2) then
formulate their own policies at a more decentralised level, more attuned to their
specific members, and with help from several internal commissions and councils
(Rojer 1996). Then it is up to the FNV trade union negotiators to formulate the
bargaining agendas; during this process, they can take advice from policy advisors, CLA coordinators, lay officials and colleagues. This implies that a union negotiator has to take account of both the policy advice of the central trade union
federation, the preferences of trade union members and the input of negotiators

18

Source: http://www.fnv.nl, consulted on June 24th, 2006.

19

Source: http://www.fnv.nl, consulted on June 16th, 2007.
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who work for his or her trade union (Rojer 1996). This dissertation investigates
the role of trade union negotiators in work-family agenda setting processes.

FNV Trade unions
FNV Bondgenoten
FNV Bondgenoten ZZP

x 1000
470,7
5,2

ABVAKABO FNV

363,6

FNV Bouw

151,1

FNV Bouw ZBO

2,6

Algemene Onderwijsbond AOb

73,2

FNV Kiem

41,9

FNV Kiem ZZP

5,5

FNV Horecabond

27,5

AFMP

20,6

Nederlandse Politiebond NPB

22

Marechausseevereniging

5,9

Kappersbond FNV/FNV Schoonheidsverzorging

9,9

NVJ

7,3

FNV Vrouwenbond

5,9

FWZ

5,9

FNV Sport

1,5

Vereniging van Contractspelers VVCS

0,8

FNV Total

1221

Table 2.2. FNV Trade unions with member counts. Source: CBS/STATLINE, October 1st 2003.

COLLECTIVE BARGAINING TOPICS

In collective labour agreements, many employment issues are formally taken care
of. One of the best-researched issues is wage and wage increase (see for instance
Teulings and Hartog 1998; Bernstein and Schmitt 1998; Katz and Krueger 1992),
among other reasons because it can be quantified very well. It is the most important and most basic employment condition for employees; without a decent wage,
secondary and tertiary terms of employment have less meaning to employees,
and unions would have a hard time defending a topic like care leave if the wage
demand were below acceptable. In Box 2.1, a list of bargaining topics is given.

An analogy can be drawn between Maslow’s hierarchy of needs (Maslow 1954)
and employees’ preference for types of employment conditions. Maslow’s prefer-
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ence theory describes a pyramid of needs, in which higher needs cannot be fulfilled until the more basic needs are taken care of: food and shelter first, then social acceptance, and finally self-actualisation. Without the basic presence of food,
for example, a human being could not seriously start considering to strive for acceptance by important others – exceptions omitted. In the same way, the benefit
of a company car would be close to zero if the employer refrained from paying
salaries. Herzberg, who outlined factors affecting people's attitudes about work,
takes a related but slightly different viewpoint (Herzberg 1959). He claims that
for employees to be satisfied about their employment, work-related ‘motivators’
(achievement, recognition, the work itself, responsibility, and advancement) take
precedence over environment-related ‘hygiene factors’ (company policy, supervision, interpersonal relations, working conditions, and salary). Absence of hygiene
factors can make employment less satisfactory in the short term, but only the
motivators really make a difference in job satisfaction in the long term.

Wages and other primary terms of employment are the most common reasons for
unions to organise a strike. In circa two thirds of all strikes in the Netherlands between 1950 and 1995, wages were the main reason to strike (Van der Velden
2000). Next to wages, working hours and schedules are important elements of
collective labour agreements. These describe the number of working hours in a
fulltime week, the days and hours of the week during which employees are supposed to work, and possible part-time, irregular hours and overtime regulations.
Research on this subject includes the often-addressed relationship between actual
and preferred working hours, and between actual working hours and job satisfaction (see for instance Tijdens 2003; Böheim and Taylor 2004).

Other conditions of employment that are included in CLAs include leave and holidays, working circumstances, labour market policies, social security, employee
voice, flex-workers, special employment conditions for older or younger workers,
environmental issues, and last but not least, work-family arrangements (Schreuder and Tijdens 2003). Remarkable is that, although most collective bargaining
topics benefit all employees covered by the CLA, some topics are only beneficent
to specific groups of employees, like early retirement schemes (for older employees) and parental leave arrangements (for young parents). This implies that trade
unions, when drawing up a bargaining agenda, need to make choices about putting extra energy into the demands of certain groups, and therefore less energy
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into certain other groups. This is at odds with their principle of equality and the
conviction that all employees are entitled to equivalent packages of conditions of
employment, but it happens nonetheless. The story and reasons behind this will
be described in more detail in Chapter 5.

Conditions of employment included in CLAs
1. Wages
2. Working hours and schedules
3. Leave and holidays
4. Working circumstances
5. Labour market policies
6. Social security
7. Employee voice
8. Flex-workers
9. Special employment conditions for older or
younger workers
10. Environmental issues
11. Work-family arrangements

Box 2.1. Conditions of employment included in CLAs.

Finally, childcare and other work-family provisions can be an effective instrument
to help employees combine work and family life. These CLA provisions facilitate
women, or more generally, young parents entering into or remaining in the labour
market. As mentioned before in Section 1.2, these include flexible work arrangements, childcare provisions, and several kinds of leave arrangements, like parental, pregnancy/maternity and paternal leave. By including work-family provisions,
collective agreements can contribute to increasing the labour market participation
in the Netherlands to some extent.

HOW DID WORK-FAMILY PROVISIONS COME TO BE A PART OF THE UNION AGENDA?

In the Netherlands, childcare provisions have not always been organised and financed by employers and government. In the 1960s and 1970s, day-care centres
and crèches were the most common forms of formal childcare (Tijdens and Lieon
1993). Pressure on the government to take responsibility for the childcare problem increased during the 70s and 80s. However, actions taken by the government, like implementing laws that should facilitate women combining work and
care, did not reduce the problems. Until the mid eighties, FNV trade unions were
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of the opinion that facilitating childcare was the government’s responsibility, but
since no effective measures were taken, and because childcare issues did have to
be taken care of for women to be able to work, the Women’s Secretariat of the
FNV decided in 1987 that the subject had to be part of the union’s agenda (Tijdens and Lieon 1993). From then on, unions viewed the responsibility for financing childcare as shared by government, employers and employees.

Reasons for employers and trade unions to bargain over work-family items include the following. The existence of work-family provisions in the CLA can help
satisfy current employees’ preferences about terms and conditions of labour, especially those that have childcare responsibilities. In times of scarcity in the labour market, this can be an opportunity for employers to attract new personnel,
especially if they are looking for employees in the age category where young children are an issue. Similarly, for trade unions, it is a way to satisfy current and
attract new members from a still under-organised segment of the labour force:
women, and young people in general. Furthermore, including work-family provisions in collective agreements can improve women’s opportunities to enter or
stay in the labour market, which is in line with trade unions’ mission of providing
equal labour opportunities for all employees and potential employees. This dissertation will address these issues in detail.

2.2

TRADE UNIONS, MEMBERS AND NON-MEMBERS

How do unions deal with the fact that both members and non-members benefit
from labour conditions that unions bargain over? Whose preferences do they take
as a starting point? Two opposite hypothetical models can be devised with respect
to trade union agenda setting, namely one in which trade unions focus solely on
the preferences of their members, and one in which they focus on all employees
covered by the CLA. Figure 2.2 shows the continuum extending from a focus on
members only to a focus on all employees. Note that in the latter model, union
members are included in the group of employees. In reality, most trade unions
will be positioned somewhere in the continuum between these two focuses, but
for the sake of clarity, we will focus on these two extremes.
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In the first model, trade unions bargain only for their members. Why would it
make sense for them to do so? The legitimacy of trade unions focusing solely on
union members, as illustrated in the left part of Figure 2.2, lies in the fact that
trade unions are associations, or membership organisations. Employees who want
to have a voice in the way their labour terms and conditions are formulated may
choose to become a member and pay a nominal fee, for which they expect the
union to represent their interests. Teulings and Hartog begin their renowned book
on international comparison of labour contracts, institutions and wage structures
with the statement that unions have little incentive to invest in non-members’ interests, particularly since that could only be done at the expense of members
(Teulings and Hartog 1998, p.1). This is indicative of the model in which trade
unions concentrate exclusively on the preferences of their members.

Trade union

Employees
covered by
a CLA

Trade union

Employees
covered by
a CLA
Union
members

100% focus on
members’ preferences

Union
members

100% focus on
employees’ preferences

Figure 2.2. Two opposite models of trade union focus.

The concept of trade unions bargaining only for their members can be taken a
step further, by realising that they sometimes target only small groups of members. Issues like work-family provisions benefit the young parents, for instance,
and additional leave for older workers is specifically directed at older employees.
In the microeconomic literature, it is often assumed that unions try to maximise
the utility of their members, under the assumptions that the member group is
homogenous and that membership levels are fixed (Ulph and Ulph 1990). Why
would unions bargain for small member groups, when on average more utility
could be gained by targeting larger member groups? In reality, union membership composition can be quite diverse, especially in countries with a high degree
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of union concentration. This makes it difficult to create a bargaining agenda
whose items are equally beneficial to all members; only primary benefits would fit
this requirement. Obviously, secondary and tertiary employment conditions are
part of the union agenda too, but not all union members will appreciate these
items to the same extent. In other words, these are inevitably targeted towards
specific member groups.

In the second model, trade unions focus their agenda setting processes on preferences of all employees in the sector. Why would it make sense for them to do
so? In the model in which unions focus on all employees rather than just their
members, in the right part of Figure 2.2, their legitimacy to do so stems from the
fact that, in the Netherlands, the large majority of employees trade unions are
bargaining for are not a union member. Of all employees covered by a collective
agreement, only 22 per cent is a union member while 78 per cent is not.20 And
since the CLA is binding for every employee that is covered by it, irrespective of
his or her member status, trade unions have the responsibility to bargain for all
employees. Focusing on all employees instead of merely union members implies
that trade union policy makers will set up their labour policies according to what
they believe to be good labour conditions for the sector and all of its employees.
In the case of the Netherlands, for instance, trade unions would then adopt a
strategy to concentrate on bargaining over work-family topics, because of the union’s conviction that all (potential) employees should have equal opportunities to
be active in the labour market, and work-family provisions in collective agreements can facilitate female employees in doing so.

The implication of this strategy is a reduced incentive for employees to join the
union as a member, since their interests are represented in any case. Without a
sufficiently large rank and file, trade unions will see the credibility of their strike
threat decrease, and along with it their bargaining power. In order to remain a
credible bargaining partner, a different basis for trade union authority must be
found, for example through the development of new legislation that describes
trade unions’ legitimacy. Absence or near absence of members would also endan-

20
Union coverage is the share of employees covered by a collective agreement compared to the total
labour force in waged employment. 7.83 million employees in the Netherlands are covered by a CLA
(Rojer 2002) and 1.73 million people aged under 65 are member of a Dutch trade union (Statistics
Netherlands 2002). Assuming that most if not all union members are covered by a CLA, 22 per cent of
all employees covered by a CLA is a union member, which means that 78 per cent is not.
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ger the financial viability of trade unions, although recruitment costs would drop
significantly. If trade unions were to be able to continue functioning effectively,
the abovementioned scenario would probably necessitate government financing,
which seems justified since unions would serve the interests of the large majority
of employees. Solidarity and informal opportunities to influence the union’s bargaining agenda, however, would still serve as reasons to become a union member.

FOUR THEORETICAL UNION-MEMBER MODELS

The existing literature on trade unions reveals several different models describing
the relationship between trade unions and trade union members. Booth (1984,
1995b) and Naylor and Cripps (1993), for instance, developed a public choice
model in which the assumptions of fixed membership rates and homogeneity are
absent. In this model, unions are seen as political organisations that represent
different member groups, and the influence of potential members on the union’s
bargaining agenda is taken into account. The public choice model corresponds to
the model in Figure 2.2 in which unions focus on preferences of all employees,
rather than just their members.

Freeman and Medoff (1984) stated that unions can be seen as vehicles for collective expression of concerns and desires. Taking account of the aforementioned
issues, the question arises in what way trade unions are influenced by employees,
be they members or non-members, whose terms and conditions they bargain
over. The nature of the union-member relationship is often seen as either economic or solidaristic. In the economic exchange model, members are assumed to
be self-interested and to use the union in an instrumental way; unions are characterised as service providers, and nothing more (Bamberger et al. 1999). This
implies that unions would have to take precise and thorough account of their
members’ preferences, and draw up their bargaining agenda accordingly, if they
want these members to keep appreciating the utility of their membership. There
would not be a lot of room for issues for the ‘common good’, or issues that would
mostly benefit potential members. The economic exchange model can be placed
at the left-hand side of the continuum in Figure 2.2, where only members’ preferences are taken into account.
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When viewing the relationship between unions and their members as one of solidarity, like Bacharach et al. (2001) do, emphasis is placed on social obligations.
Members feel a social obligation to support their union, and union officials have
an obligation to take care of their members. As in the economic exchange model,
trade unions focus on members’ preferences, although the motivation for both
trade unions and union members to do so is one of solidarity rather than selfinterest. This model can also be situated on the left-hand side of the continuum.

Snape and Redman (2004) argue that another view needs to be added to the
economic exchange and social exchange models: the covenantal relationship,
which goes beyond economic or social exchange. Employees become members of
a union because of intrinsic motivation to help the union and fellow employees,
rather than out of considerations of economic or social exchange. They find empirical evidence for this in their study of members of the U.K. National Union of
Teachers. In this view, trade unions have quite a lot of flexibility in setting up
their agenda with respect to the target group or groups. In this view, there are
opportunities for preferences of non-members to be included in union agenda setting, which implies that this model should be placed on the right part of the continuum in Figure 2.2.

While the economic and the social exchange models focus exclusively on the relationship between trade unions and their members, the public choice model and
the covenant model clearly touch on the field of tension between members’ preferences and preferences of employees in general. Trade unions will have to find a
balance between agenda setting which favours their (membership fee paying)
members, and agenda setting which favours the majority of employees affected
by collective bargaining. In branches of industry in which union density is relatively low, i.e. in which a larger than average share of employees is not a union
member, it would seem acceptable to move the focus to non-members’ interests.
The union’s bargaining agenda may then include relatively many items that negotiators believe to be beneficial to non-members. Since union members tend to be
male and of middle age, non-members’ interests could lie, for instance, in the
area of work-family provisions. In empirical research, union density is often associated with union bargaining power (Booth 1995a, Belot and Ours 2000), and
since low union density implies low union bargaining power, a drawback of bargaining primarily for non-members is a possible decrease of the union’s chances

34

Trade unions: (non-)members and coordination

of success in collective bargaining. This adds another dimension to the field of
tension mentioned earlier. In branches of industry with high union density, on the
other hand, trade unions may be more inclined to focus on preferences of their
members rather than employees in general, which will lessen the field of tension
between members’ and non-members’ interests.

This short treatise about the four models of trade unions, union members and
non-members shows the dilemma that trade unions face: bargaining over terms
and conditions of employment for their members versus bargaining for all employees in general. This is especially relevant in work-family issues, where the
main beneficiaries (women and young parents) are predominantly non-members.
In the next section, this dilemma is discussed further.

EXISTING MEMBERS VERSUS POTENTIAL NEW MEMBERS

In economics and sociology, the fact that employees who are not a union member
still benefit from collective bargaining is commonly known as the ‘free-rider dilemma’. This is a situation in which a public good is available to everyone, even to
those that do not contribute their share to the production of the public good (see
for example Olson 1971, Buchanan 1973, Hechter et al. 1982). The dilemma lies
in the fact that free-riders cannot be prevented from benefiting from the public
good, but neither can they be coerced to contribute to the production of it. In collective bargaining, non-members cannot be excluded from the regulations agreed
upon in the collective agreement, since that would not only be considered unjust
inequality but also against the law; at the same time, trade unions usually cannot
oblige employees to become a union member21. It is not the objective of this dissertation to resolve the free-rider dilemma, which is an inherent part of the Dutch
industrial relations system, as it is in many other countries. However, the freerider dilemma has an important consequence for trade unions. There is a real
possibility of members leaving the union, knowing that they can still benefit from
the advantages of collective bargaining without being a union member.

21
In the Anglo-Irish countries, before the Second World War, trade unions were able to make ‘closed
shop’ agreements with employers, which required all employees covered by the agreement to join the
union. By the end of the century, the practice was made illegal in Great Britain, and it has become
less widespread in Ireland (Ebbinghaus and Visser 1998). On the continent, the system has always
been either unconventional or unconstitutional (Visser 1991).

35

Trade Unions and the Work-Family Balance

Since membership rates are not fixed, but subject to change, it is important for
unions to respond to member preferences in order to prevent the membership
rate from dropping. Aside from member preferences, unions might want to look
to the preferences of non-members too, because here lie opportunities for attracting new members. Lowering the membership fee is a way to attract new
members, thereby increasing union size and union density (Ahmed and Miller
1999). However, the membership fee must not be decreased so much that, in
spite of potentially increased union size, union funds become too small to organise strikes. One of the bases for union power is their ability to call a strike, or to
threaten with calling one, but such a threat would be futile if the union’s strike
fund is insufficient to actually organise a strike (Van der Velden 2000).

A different way to attract new members is through placing on the agenda bargaining topics that are beneficial to employees who are not a member. For example, since trade unions traditionally have few female and young members, agenda
items targeted at these groups, like childcare provisions and parental leave provisions, may persuade female and young employees to show solidarity and join the
union. This example explains why unions sometimes target small, non-member
groups when setting up their bargaining agenda. Lowe and Rastin (2000) argue in
favour of unions doing so, if new members are to be recruited. In the discussion
of their research on employee willingness to join a union, they state that needs
and experiences of specific age cohorts are to be recognised. Therefore, if unions
want to attract young members and female members, they might add childcare
items to their bargaining agenda.

There are many considerations to be made by trade unions when deciding which
employees to focus on, and one field of tension is always tangible. On the one
hand, focusing exclusively on union members ignores the preferences of nonmembers, the majority of employees in the Netherlands. On the other hand, focusing on all employees may result in members feeling neglected. In reality,
trade unions may try to find a balance between providing services for their members and regulating labour conditions for all employees22. In order to set up trade

22
In the protection of collective interest, trade unions are faced with the problem of free-riders. When
protecting individual (member) interests, another problem exists: competition from other professional
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union policies that satisfy both members’ and non-members’ labour preferences,
a measure of coordination is necessary. In Chapters 3, 4 and especially 5, this
issue will be examined in further detail.

2.3

COORDINATED AGENDA SETTING

In the introduction of this chapter, two coordination mechanisms were mentioned
that streamline trade union bargaining: vertical and horizontal coordination. In
this section, these two concepts will be discussed.

At national level, coordination on collective labour agreement formation can be
interpreted as the level of cooperative rather than competitive interaction between the social partners and the government (cf. Van den Toren 1996). Coordination is a common instrument for creating employment policies in corporatist
countries. At central levels, actors talk and negotiate about future wage levels
and additions to labour conditions, like the provision of childcare, in an intentionally cooperative way. These actors are representatives from government, from
employers or employers’ associations and from trade union federations.

At the level of trade union federations, vertical coordination exists via the formation of central policies about collective bargaining topics. These policies, which
include broad guidelines on bargaining targets, are disseminated to all trade unions that are affiliated to the federation, and they are supposed to serve as guidelines for drawing up detailed bargaining agendas. Within trade unions, negotiators
may ensure horizontal coordination by discussing and evaluating one another’s
bargaining agendas and strategies.

VERTICAL COORDINATION THROUGH CENTRAL POLICY DEVELOPMENT

Countries differ notably in the extent to which collective labour agreements are
coordinated between social partners and government, and levels of coordination

organisations that can also provide employees with services in the field of labour law and information
(Klandermans and Visser 1995). When striving to retain existing members and attract new members,
trade unions must find a balance between these two activities.
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change over time as well (Visser 2005). The Mediterranean and the Anglo-Saxon
countries (Ireland excluded) know relatively little coordination, while in CentralWestern and Scandinavian countries and in Ireland, coordination is a prominent
instrument in formulating employment policies. Coordination is called direct, or
overt, when the principal agents of collective bargaining – trade unions, employers and possibly government – explicitly state goals that must be achieved in the
bargaining process. Indirect or covert coordination is embedded in the internal
governance of the agents themselves (Traxler 1994).

Coordination can easily be linked to another concept of economic theory: corporatism. In the words of Hartog et al (2002): “Corporatism is a structure of wellorganized interaction and consultation between union federations, employer federations, and the national government on all issues of social economic policies,
including labour legislation and social protection.” Corporatist countries are for
instance Austria, Sweden and the Netherlands. The US are an example of a noncorporatist country. In corporatist countries, coordination institutions guide and
steer the formation and development of collective terms of employment.

The question could be raised how coordination institutions affect collective bargaining. In what way do collective bargaining processes in corporatist countries
differ from those in less coordinated systems? Industrial relations institutions like
the Foundation of Labour regularly issue a research-based advice for the social
partners, usually with respect to a new period of collective bargaining. It is customary for the Foundation of Labour to proclaim a number of bargaining topics
that are relevant for the coming few years, coupled with outlined ideas about the
direction in which these topics are to be developed. If the advice is heeded, each
trade union federation will include the Foundation’s recommendations in their
agenda. Therefore, in corporatist countries, the contents of a bargaining agenda
drawn up by one trade union negotiator may show a lot of similarities with the
bargaining agenda’s contents of any other negotiator. Coordination at national
level implies, up to a point, that consensus exists between the social partners
about bargaining outcomes. Since both parties will realise that they have a common goal to achieve, the bargaining parties will act cooperatively rather than
competitively, as opposed to social partners in non-corporatist countries. In Hopmann’s (1974) words, we will see ‘soft’ bargaining, which tends to result in
agreement between parties more often than ‘hard’ bargaining. Taking a problem-
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solving perspective rather than a non-cooperative bargaining point of view yields
both more flexible and more durable, equitable and efficient collective agreements, as most empirical research into this topic concludes (cf. Hopmann 1995,
Scharpf 1997). As long as the interests of trade unions and employers diverge
only moderately, Hopmann may have a good point. When distributional issues are
involved, however, and bargaining gains for one party imply bargaining losses for
the other, as is the case with bargaining over wage levels, coordination measures
such as the Foundation of Labour’s recommendations may not be so effective.

At the level of trade union federations, vertical coordination functions in a similar
way, steering and guiding policy formation at lower levels. Within the federation,
representatives of the affiliated trade unions deliberate on future policies on relevant bargaining topics. This results in a policy document that is meant to be input
for the bargaining agendas of the affiliated trade unions. The fact that input for
the central policy originates from the trade unions themselves may increase
commitment to this policy at trade union level. Thus, negotiators from these
trade unions are coordinated hierarchically, or top-down. A different type of coordination they may experience is the horizontal kind, from colleagues.

HORIZONTAL COORDINATION THROUGH COMMUNICATION BETWEEN COLLEAGUES

Wherever people form groups, be it a family, a class room, an organisation or a
country, they are likely to interact and thus influence each other. A trade union
negotiator finds him- or herself in a lot of different professional social networks,
and thus has contact with many different types of actors, like employers, politicians, members, employees, colleagues from other unions and colleagues from
their own union. These last mentioned colleagues can be seen as the peer group,
potentially influencing our negotiator, who is also a part of the group. This type of
influencing is called ‘peer pressure’.

Many empirical studies into behavioural influence of peer groups focus on children
and adolescents, particularly with respect to either learning behaviour and educational attainment, or types of behaviour that are generally considered unwanted
by the majority of society, like smoking, drinking, doing drugs, and committing
criminal acts (Evans et al. 1992, Ennett and Bauman 1993, Urberg et al. 1997,
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Ryan 2001). However, little research has been done on colleague interaction and
influence. Dillon (1989) describes a university faculty that tries to introduce distance teaching, a concept that involves students learning through courses that
are given not face to face, but by use of telecommunications. She found that the
opinions of colleagues matter significantly when it comes to teachers’ acceptance
of this relatively new method of teaching. Cox (1999) wrote an article about his
experiences as head of a Teacher Training Centre (TTC), and about medical
teachers trying to persuade their colleagues to adopt a new teaching curriculum.
Teachers would follow courses and workshops at TTC, after which these trainees
went back to their faculty in order to encourage their fellow teachers to change
their way of teaching. Cox has two main conclusions after more than twenty
years in this business. First, cooperation, time and commitment are as important
as persuasion, because of the complexity of educational change and its many
stakeholders. Second, the real change begins not with the influencer but with the
person that is influenced; it works best if actors convince themselves, rather than
being convinced by others.

Greco and Eisenberg (1993) have surveyed and categorised a number of studies
in which physicians were subjected to persuasion to change their practice. They
found six different types of persuasion, or intervention: education of physicians,
feedback about physicians’ practice, participation by physicians in efforts to bring
about change, administrative rules concerning physicians’ practice, financial incentives, and financial penalties. Greco and Eisenberg conclude that combinations
of methods work better than when used in isolation, and that attention should be
paid to whether the chosen method fits the desired change in practice, and
whether the physicians support the intervention. Greer also asserted that physicians are more likely to adopt new techniques or interventions if they can rely on
their own experience or colleagues' recommendations (Greer 1988).

Horizontal coordination through peer pressure assumes active influencing on the
part of one or more actors. A different form of social interaction in which the actions of others influence one’s behaviour or decisions to behave in a certain way
could be called ‘copying’. This means that actors copy the behaviour of other actor in their environment without being influenced on purpose. Research by Hedström, Kolm and Åberg (2003) adequately illustrates this phenomenon. They researched all 20 to 24 year-olds living in the Stockholm metropolitan between
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1992 and 1999, 180 thousand people in total. 95 thousand of these were unemployed at least once during this time. Hedström et al. show that the social and
psychological costs of being unemployed are positively related to actors’ behaviour towards remaining employed or searching for employment. In practice, this
means that actors are affected by people in their environment, which functions as
a generalised other or social aggregate, to adapt to their employment situation.
For instance, if most or all family members and friends of unemployed actor X are
employed, actor X may feel a normative pressure to start looking for work too
and earn a living. Actor X might be ashamed about not working if his or her reference group is different, in this case employed. Alternatively, if the same actor X
finds him– or herself surrounded by family and friends who are also unemployed,
the urge to look for a job will remain small. The phenomenon observed here is
actors copying the behaviour of their reference group, propelled by a desire to fit
in. Copying as a social process described above will probably often coexist with
peer pressure – friends may urge the unemployed actor X to become active in the
labour market. In quantitative data analysis, these two processes may be difficult
to entangle unless respondents are specifically asked about them. Therefore, in
Chapter 5 of this dissertation, the method of interviewing will be used to check
the preliminary conclusions about copying behaviour drawn in earlier empirical
chapters.

To summarise, there is evidence that people who are active in the labour market
can be induced, either actively through influencing by others or ‘passively’
through imitating their reference group, to accept new ideas or behave in a certain way. This is especially true when these ideas and forms of behaviour are
considered normative in the relevant social environment, when the influencing
actors use multiple methods and when the transferred ideas confirm or
strengthen the workers’ own ideas. When translating this into trade union negotiators’ settings, they may be able to effectively influence each other on, for example, issues that should deserve attention on the bargaining agenda. Following
the idea that union-level central recommendations are leading for negotiators’
own agendas, negotiators’ minds should already be set roughly in the same direction. Empirical research will have to reveal whether trade union negotiators actually conduct bargaining with colleagues as well as with employers.
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Figure 2.3. A theoretical model of factors affecting trade unions’ agenda setting
processes.

The four approaches to trade union agenda setting as sketched in this chapter
may create fields of tension. Preferences of union members may conflict with
preferences of employees at large, central trade union policy may collide with
convictions of trade union negotiators, and employee preferences may diverge
from union policy, be it central or decentralised. In this dissertation, I try to disentangle the individual and combined effects these factors may have on trade union agenda setting, with respect to the topic ‘work-family balance’. Figure 2.3
shows a graphical representation of these factors (in the black-lined boxes) affecting union agenda setting. Several issues that were discussed in Chapter 2 and
that may play a role in the processes are positioned over the arrows. Hypotheses
drawn from this model will be formulated and discussed in the next three empirical chapters.
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3 THE WORK-FAMILY BALANCE IN COLLECTIVE AGREEMENTS
Most countries in the European Union, including the Netherlands, have witnessed
rising female employment rates over the last decades, as well as an increasing
awareness of the importance of a favourable work-family balance. It seems likely
that these two developments are closely linked, since the existence of workfamily provisions enables especially women to find and remain in employment
(Tijdens et al. 2002). Vice versa, the possibility to attract and retain female employees may create a pressure for employers to include these kinds of provisions
in their CLAs. In the previous chapter, union members and non-members covered
by a collective agreement have been introduced theoretically as a factor influencing trade union agenda setting (see Figure 2.3). Now, as in Chapters 4 and 5, this
factor will be used in an empirical model. The following research question will be
addressed: can the share of female employees covered by the CLA and the gender of the CLA’s main trade union negotiator explain the presence of work-family
provisions in CLAs? Ideas and theories that relate to this question are described,
which leads to the formulation of the hypotheses. Next comes a description of the
data, methodology, results and conclusions. As mentioned in Chapter 1, the focus
of this dissertation is on FNV trade unions in the Netherlands; this chapter focuses specifically on collective labour agreements with starting dates in 2001,
2002 and 2003.

3.1

HYPOTHESES ABOUT THE WORK-FAMILY BALANCE IN CLAS

The idea that employees’ preferences can affect formal regulations about workfamily issues is not new. The OECD has investigated policies and practices related
to balancing work and family life and relevant flexible work arrangements for the
United States, Canada, Japan and all EU countries except Luxembourg (OECD
2001). These countries are rated according to the extent to which work-family
provisions are available to working parents. This OECD score is a composition of
the coverage of the under-three-year-olds in formal childcare, maternity leave,
flexi-time, voluntary part-time and the extra-statutory leave by firms. The scores
are standardised with an average of zero; a positive score means that workfamily provisions are better than average. It turns out that there is a strong correlation between this OECD work-family provision score and the female employ-
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ment rate (r= 0.81). This is much stronger than the correlation with the male
employment rate (r= 0.52).
Since this OECD research shows only a correlation, one cannot infer a causal relation. While it seems likely that employees’ preferences concerning work-family
provisions can affect trade union agenda setting, and through this the terms and
conditions employers offer, gender segregation literature also states the opposite.
In this literature, it is assumed that, in times of occupational mobility, female
(and male) employees take the presence of work-family provisions into account
when deliberating which branch of industry to work in (e.g. Watts and MacPhail
2004). In other words, availability of work-family provisions may also partly determine the share of women working in a branch of industry. It thus seems to be
a reinforcing process, in which female employees are drawn towards familyfriendly branches of industry and work-family provisions are expanded because of
growing female labour market participation. Although it is possible to disentangle
this interdependency empirically, for instance by taking a longitudinal perspective
on the analysis, it is not feasible with the data that are used for this dissertation
research. The dataset, as will become clear in the Section called ‘The sample of
CLAs’, contains cross-sectional data and it only covers three years. Thus, while
we can neither confirm nor reject effects of the extent to which work-family provisions are included in the CLA on the share of female employees covered by the
CLA, this dissertation focuses on the opposite effect in the reinforcing process –
the share of female employees affecting the amount of work-family provisions.

Hypotheses 1.1 to 1.5 are formulated below.

Hypothesis 1.1: The likelihood of part-time regulations being included in a
CLA is larger when the share of women within the group of employees that
is covered by the CLA is larger.
Hypothesis 1.2: The likelihood of childcare regulations being included in a
CLA is larger when the share of women within the group of employees that
is covered by the CLA is larger.
Hypothesis 1.3: The likelihood of paternity leave regulations being included in a CLA is larger when the share of women within the group of
employees that is covered by the CLA is larger.
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Hypothesis 1.4: The likelihood of parental leave regulations being included
in a CLA is larger when the share of women within the group of employees
that is covered by the CLA is larger.
Hypothesis 1.5: The likelihood of pregnancy and maternity leave regulations being included in a CLA is larger when the share of women within the
group of employees that is covered by the CLA is larger.

Hypotheses 1.1 to 1.5 will be tested against the null-hypothesis that there is no
relationship between the share of women and the presence of each work-family
provision. These five hypotheses pertain to the relationship between female employment and work-family provisions in CLAs. More specifically, a positive relationship between the share of women who fall under CLA X and the presence of
each of the five work-family items in CLA X is expected. One could argue that it
would be sensible to focus on parents instead of women, since fathers may profit
from work-family provisions in their collective labour agreement too. In a family
consisting of two fulltime working parents and at least one child who needs childcare, the ideal situation for giving optimal care would be brought about by both
parents benefiting from work-family provisions in their CLA; not just the mother.
Still, there are two reasons for preferring women over parents as the focus of this
research. First, in 95 per cent of the households in which both partners have a
job, it is the woman who carries the burden of combining work with childcare (Tijdens et al. 2002). This implies that provisions in CLAs that facilitate combining
work and care are more beneficial to women than to men. Second, while labour
market data on women are available at branch of industry level, labour market
data on parents, particularly related to being covered by a CLA, are not. The closest approximation would be the share of employees within a specific age category
per branch of industry. For the reasons mentioned above, the share of women
covered by a collective agreement is the preferred independent variable to explain the variation in work-family provisions in CLAs, rather than the share of fulltime working young parents.23

23
To back up the theoretical arguments with some empirical evidence, the analysis has also been
done with the share of young fulltime working parents as an independent variable. This variable has
been operationalised as the share of fulltime employees aged 25 to 34, as compared to the total labour force aged 15 to 64, at SBI 2-digit level. The proxy is not very accurate, although it seems the
best possible approximation, considering the available data at Statistics Netherlands/STATLINE. This
proxy turned out to have no significant effects on either of the dependent variables.
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Although the sectoral level of collective bargaining remains dominant in the Netherlands, a trend towards decentralisation can be observed over the years until
about the year 2000, as ever more (decentralised) company-level labour agreements were being negotiated. One of the consequences has been a rising demand
for people who can represent employees in collective bargaining. In accordance
with increasing female employment rates, the number of female trade union negotiators also increased. For instance, in 1996, 39 female negotiators were employed by FNV trade unions in the Netherlands, while in 2000 there were 60.
From then on, however, their number began decreasing again. In 2003, approximately 50 women (and 100 men) are responsible for collective bargaining at FNV.
The development of men working as a negotiator at FNV has followed almost exactly the same trend as that of female negotiators: increasing in the second half
of the 90s, and decreasing slightly during the next few years.24

As noted previously, collective labour agreements are the result of collective bargaining between employers and trade union negotiators. Several empirical studies
confirm that female negotiators place higher priority on equality issues than do
their male counterparts in collective bargaining (Dickens 1998), which implies
that the gender of a negotiator may influence their position towards work-family
provisions as secondary benefits. These provisions are primarily beneficial to female employees, since women still carry most of the childcare burden. Being of
the same gender, and having a greater awareness of how things are experienced
by their own sex, Dickens (1998) assumes that female negotiators better understand women’s concerns and working conditions, which leads to more effective
collective agreements. Therefore, they will put more energy into bargaining for
work-family provisions than their male colleagues. This leads to the second set of
five hypotheses, in which each of the five work-family items is hypothetically related to the gender of the main trade union negotiator – more specifically, in
which being a female negotiator, as opposed to being a male one, increases the
likelihood for a work-family item to be included in the CLA.

Hypothesis 2.1: The likelihood of part-time regulations being included in a
CLA is larger if the CLA’s main trade union negotiator is a woman.

24

Source: the DUCADAM dataset, CLA years 1995 to 2003.
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Hypothesis 2.2: The likelihood of childcare regulations being included in a
CLA is larger if the CLA’s main trade union negotiator is a woman.
Hypothesis 2.3: The likelihood of paternity leave regulations being included in a CLA is larger if the CLA’s main trade union negotiator is a
woman.
Hypothesis 2.4: The likelihood of parental leave regulations being included
in a CLA is larger if the CLA’s main trade union negotiator is a woman.
Hypothesis 2.5: The likelihood of pregnancy and maternity leave regulations being included in a CLA is larger if the CLA’s main trade union negotiator is a woman.

These hypotheses will be tested against the null-hypothesis that there is no relationship between the gender of the negotiator and the presence of each of the
work-family provisions.
One could object that focusing only on the gender of trade union negotiators neglects the fact that the gender of negotiators bargaining for employers may also
affect the outcome of collective bargaining, much for the same reasons as mentioned above. I refrained from including employer negotiators in the analysis,
however, for two reasons. First, as has been argued before, this dissertation focuses on trade unions and trade union agenda setting processes rather than the
much wider theme of collective bargaining. Second, another aim of this dissertation is to analyse as many collective agreements and bargaining agendas as possible, which can be done by using the DUCADAM dataset. Including the gender of
employer negotiators in the analysis would mean reducing the sample size considerably, since ascertaining the names and genders of these negotiators for each
collective agreement in the dataset was deemed quite unfeasible. Therefore, the
gender of other negotiators than those working for the FNV has been deliberately
omitted from the research.

On the assumption that the five work-family provisions are interchangeable, an
aggregate work-family provision variable can be constructed by combining these
five provisions statistically to create a compound variable, measuring the level –
or, to be more precise, the number – of work-family provisions in a collective labour agreement. One of the advantages of such a compound variable is the increased variability: six possible values instead of only two. Providing that the
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construction of this variable is valid, the model will gain more accurate predicting
power. Replacing the five dependent variables in hypotheses 1 and 2 with the aggregate variable yields the following hypotheses.

Hypothesis 3: The number of work-family provisions included in a CLA is
higher if the share of women within the group of employees that is covered by the CLA is larger.
Hypothesis 4: The number of work-family provisions included in a CLA is
higher if the main trade union negotiator is a woman.

These will be tested against the null-hypotheses that neither the share of female
employees nor the gender of the trade union negotiator has an effect on the
number of work-family provisions in the CLA. All hypotheses can be summarised
graphically, as illustrated in the model in Figure 3.1.

Work-family provisions in
the CLA

Working part-time

Wage
increase

Childcare provisions
CLA size
Paternity leave
Sector type
Female
negotiator

+

Parental leave

Pregnancy and
maternity leave

CLA type

+
Female CLA coverage

Figure 3.1. Research model with independent and dependent variables.

The independent variable as mentioned in hypotheses 1 and 3, the share of female employees covered by the CLA, is situated in bottom part of the graphical
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model, while the negotiator’s gender from hypotheses 2 and 4 is placed at the
left-hand side in the model. Both variables are assumed to affect not only the
presence of each distinct work-family provision in the CLA, but also the number of
work-family provisions in the CLA.

At the right, four more variables are included in the model. These variables act as
control variables because they may affect the relationship between the dependent
and independent variables. Collective agreements in which a generous wage increase has been agreed upon may leave the employer with fewer economic resources for the inclusion of work-family provisions than CLAs in which the wage
increase is small or even non-existent.25 Thus, the degree of wage increase may
affect the relationship between the share of female employees and the presence
of work-family provisions. Furthermore, if one assumes that larger companies
tend to have larger budgets for things like childcare and leave arrangements,
then CLA size – at least in case of a company CLA – is another complicating factor
in the proposed research model. Finally, the distinctions between public and private sector and between company and sectoral CLAs may be of importance in the
conceptual framework, although exact implications cannot be estimated beforehand. Because the abovementioned control variables appear to play a role in the
model, they will be included in the analysis. They will be discussed in more detail
in the next section on methods and measurements.

3.2

VARIABLES OF THE MODEL AND REGRESSION METHODS

This section describes the sample, the operationalisation of the dependent, independent and control variables, and the testing methods. In order to understand
the assumed relationship between female employment and trade union negotiators on the one hand, and work-family provisions in CLAs on the other, the level
of analysis in this chapter is the collective labour agreement.

25
Alternately, one could argue that a large wage increase indicates a healthy financial position of the
employer, which could be used not only for increasing wages (‘rent sharing’), but also for improving
work-family provisions in the collective agreement. In this case, there is no trade-off.
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THE SAMPLE OF CLAS

The research sample used in this chapter consists of the 769 current collective
labour agreements bargained over by the FNV, where ‘current’ means that the
starting dates of these CLAs must lie in or after 2001. Since the analysis took
place in 2004, the CLAs in the sample have starting dates in 2001, 2002 and
2003. They are distributed as follows: a quarter of the CLAs has a starting date in
2001, one fifth has a starting date in 2002, and the rest has a starting date in
2003. In Figure 3.2, they are categorised by branch of industry, which, for convenience’s sake, shows only the aggregate level branches; in the analysis, more
detailed branch categories are used.
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Figure 3.2. CLAs in the sample, categorised by aggregate level branch of industry.
N= 769. Source: DUCADAM dataset, selection of recent CLAs.

The vertical axis lists the branches of industry in the Netherlands, as distinguished by Statistics Netherlands. Each bar represents the number of sampled
collective labour agreements per branch of industry. Almost half of all CLAs are
found in manufacturing, while less than one seventh of the employed labour force
is active in this branch of industry. Apparently, this branch of industry has an
overrepresentation of collective agreements when compared to other branches of
industry. This can partly be explained by the fact that, while a large firm is more
likely to have a collective labour agreement than a smaller company, more largesized companies can be found in manufacturing than in any other branch of in-
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dustry. A more important reason is of a historic nature, however. In the early
days of collective bargaining, the majority of the population in dependent employment had a job in either manufacturing or farming; in other words, these
branches of industry have a long history during which many collective labour
agreements came into being. Usually, employers’ and employees’ representatives
agree on sectoral CLAs first, after which mainly large companies begin formulating their own collective agreements. This is especially true for CLAs in manufacturing – to a large extent, farm workers have never been organised, but factory
workers have. Although the share of jobs in manufacturing decreased over time
in relation to other branches, while workers’ representation developed and grew
outside of manufacturing, the large number of CLAs in the manufacturing industry
remained.

THE DEPENDENT VARIABLES

In the DUCADAM dataset, each collective labour agreement is coded for the presence or absence of each of the following five work-family provisions: regulations
regarding part-time work, childcare, paternity leave, parental leave and pregnancy and maternity leave. These are the dependent variables of hypotheses 1.1
to 2.5. When an item is present, the variable is given the score of 1, and absence
of the item results in a score of 0.

The dependent variable in hypotheses 3 and 4 is a compound variable, called the
‘simple work-family score’. It is operationalised as the number of work-family
provisions in CLAs. A score can be any natural number in the range from 0 to 5,
where 0 means that the CLA contains no work-family arrangements, and a score
of 5 means that all five work-family provisions are included in the CLA. The variable is called ‘simple’ because it is rather a crude measure for the extent to which
a CLA incorporates work-family provisions. From Section 3.4 onwards, a more
complicated work-family score will replace this simple score. The more complicated variable will be called ‘precise work-family score’. In hypotheses 3 and 4,
however, only the number of provisions is used to compute the simple workfamily score. The dependent variables are listed in Table 3.1 in the Results section, along with the values they can have.
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THE INDEPENDENT AND CONTROL VARIABLES

The independent variable ‘share of female employees’, as used in hypotheses 1.1
to 1.5 and in hypothesis 3, is operationalised as the number of women working
within a SBI-2-digit-level branch of industry, divided by the total number of
workers within the SBI-2-digit-level branch26. Ideally, since the level of analysis is
the collective labour agreement, the share of female employees should be measured at that level as well. In other words, the exact share of female employees
should be known for each CLA. Since these data are not available, aggregated
data from Statistics Netherlands/STATLINE will be used. Thus, each CLA is assigned the value for the share of female employees in the SBI-2-digit-level
branch of industry in which the CLA belongs, and not the value for the share of
female employees covered by the CLA itself. The disadvantage of using this proxy
is that it reduces the variability between CLAs to some extent. For the analysis, it
means that all CLAs in the same SBI-2-digit-level branch of industry have the
same value for the share of female employees. The share of female employees is
based on employees who work at least twelve hours per week, since Statistics
Netherlands does not include jobs of less than 12 hours per week in the major
labour force statistics.

The independent variable ‘gender of the negotiator’, as used in hypotheses 2.1 to
2.5 and in hypothesis 4, is measured at CLA level. This implies that in the DUCADAM dataset, each CLA is given a score for the variable ‘gender of the negotiator’, depending on whether the main FNV negotiator who had bargained over the
CLA was a woman or a man. A female negotiator is coded zero and a one represents a male negotiator. In the DUCADAM dataset, no data is included about bargaining parties apart from the FNV; therefore, only the gender of the FNV’s negotiator is used in the analysis.

Next, four control variables are added to the model: average monthly wage increase, CLA size, sector type, and CLA type. As explained at the end of Section
3.1, these variables are assumed to affect the extent to which work-family provisions are included in a CLA, and they are added to the model in order to better
understand the effects of the independent variables. It is plausible that in CLAs

26

The term ‘ SBI-2-digit-level branch of industry’ has been explained in Section 1.3.
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where the employer and trade union have agreed on generous work-family arrangements, that this was accomplished at the cost of structural wage increases27. This would imply lower wage increases in CLAs with a higher workfamily score. In other words, wage increase has a moderating effect on the relationship. In the DUCADAM dataset, up to eight variables are reserved for structural wage increase percentages, each accompanied by a date at which the increase takes place. For example, in the Potato, Vegetable and Fruit Wholesale
CLA that is valid for a period of 1.5 years (from 01-01-2003 to 30-06-2004), a
structural wage increase takes place on three separate dates: 1 per cent on 0101-2003, 1.5 per cent on 01-07-2003 and again 1.5 per cent on 01-01-2004. The
average monthly wage increase percentage is computed by determining for each
month the percentage with which the initial wage is increased, and dividing this
by the duration of the collective agreement in months, using the following formula:

y1*(1 + p1/100) + y2*(1 + p1/100)*(1 + p2/100) +
Average monthly

y3*(1 + p1/100)*(1 + p2/100)*(1 + p3/100) + ...

wage increase =

–1

y1 + y2 + y3 + ...

where
pi = the percentage of each distinct wage increase, and
yi = the number of months that each wage increase is valid.

Note that each consecutive wage increase percentage incorporates previous increases. For instance, a wage increase of 2 per cent in July following a wage increase of 1.5 per cent in January is effectively a wage increase of 3.53 per cent
(1.02 * 1.015 – 1) compared to the initial wage of before January. The formula
also takes the dates that a wage increase takes place into account: for instance,
in a collective agreement valid from January to December, a wage increase of 5
per cent in January followed by a wage increase of 1 per cent in December will
result in a higher average percentage than a wage increase of 1 per cent in January followed by a wage increase of 5 per cent in December. In the example of the

27
Structural wage increase as opposed to incidental wage increase. Wages increased structurally cannot be made undone by the employer; furthermore, this increase affects pension levels, whereas incidental wage increases do not.
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Potato, Vegetable and Fruit Wholesale CLA, p1 = 1, p2 = 1.5, p3 = 1.5, and y1, y2
and y3 are all 6. The average monthly wage increase percentage would be
(6*(1+1%) + 6*(1+1%)*(1+1.5%) + 6*(1+1%)*(1+1.5%)*(1+1.5%))/18 - 1
= (6*1.01 + 6*1.01*1.015 + 6*1.01*1.015*1.015)/18 - 1
= 18.454/18 – 1 = 0.02523, or 2.523 per cent.28

Large companies and branches of industry tend to be especially innovative with
regard to employee terms and conditions. This is called trend setting behaviour –
after observing how large firms introduce work-family provisions into their CLA,
other, smaller companies may follow this example. Firm size can thus be a control
variable that partly obscures the relationship between the share of female employees and the presence of work-family items in CLAs. CLA size, i.e. the number
of employees covered by a CLA, is one of the variables in the DUCADAM dataset.
For company CLAs, this is the same as firm size. The values of this variable originate both from the FNV trade union and from the Labour Inspectorate of the Ministry of Social Affairs and Employment. These data are available for 80 per cent of
the CLAs in the sample. The remaining 20 per cent is treated as missing values.
Missing value analysis shows that in the selection of CLAs where no information is
available on the number of employees covered, there is a small overrepresentation of CLAs with a high share of female employees, of company CLAs, of public
sector CLAs and of CLAs that are bargained over by AbvaKabo FNV. AbvaKabo is
the FNV trade union that is responsible for bargaining over public sector CLAs.
Because the overrepresentation as mentioned never exceeds 10 percentage
points when compared to the entire sample, there is no reason to assume that
the number of missing values for the control variable ‘CLA size’ will seriously invalidate the research results.

Although their effect cannot be accurately identified beforehand, the last two control variables are still deemed important in relation to this subject. The first is a
dichotomous variable ‘sector’. Companies and branches of industry can be categorised into either the public or the private sector. Public sector or governmental
companies can be considered to play an exemplary role with respect to industrial

28
The term ‘average monthly wage increase’ may be slightly confusing, because it may seem to refer
to the percentage with which employees’ wages are increased each month. It is, however, the average
per month increase compared to the initial wage level, as illustrated in the example.
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relations, which might positively affect the presence of work-family provisions in
public sector CLAs. On the other hand, companies making very large profits tend
to be situated in the private sector, for instance in the chemical industry. This
gives private sector employers the opportunity to introduce or improve workfamily provisions in their CLA in order to attract and retain employees. A similar
rationale can be upheld for the second control variable, CLA type. As mentioned
before, CLAs can be categorised into two types: company CLAs and sectoral CLAs.
Competition on terms and conditions is stronger between firms that are bound by
a company CLA than between those that are bound by a sectoral CLA – in the latter case, there is hardly any competition, since all firms must adhere to the same
sectoral CLA. This illustrates the importance of checking whether these variables
have an effect on the relationship between the share of female employees and
the presence of work-family items in CLAs. The correlation between these control
variables and the independent variables of the model is sufficiently small to include them safely in the analysis29.

TEST METHODS

Since the dependent variables in hypotheses 1.1 to 1.5 are of the Yes/No type,
these hypotheses are tested using logistic regression, linking the share of female
employees to whether or not each of the work-family arrangements is present in
the CLA. Hypotheses 2.1 to 2.5 are also tested by means of logistic regression,
relating the gender of the main FNV negotiator to whether or not each of the
work-family arrangements is present in the CLA. The dependent compound variable of hypotheses 3 and 4, the ‘simple work-family score’, is measured at interval level instead of nominal level, which is why these hypotheses are tested with
linear regression models rather than logistic or ‘Poisson’ regression. Although the
possible variation in the values of this dependent variable is limited to six values,
we deemed linear regression analysis to be the best fitting method of analysis.

Before continuing to the results, a remark needs to be made about the layered or
‘nested’ structure surrounding collective agreements, the object of research in
this chapter. Since each negotiator is responsible for bargaining over several collective agreements, collective agreements can be said to be nested within trade

29

See Appendix 3.2 for the correlation coefficients.

55

Trade Unions and the Work-Family Balance

union negotiators. Negotiators themselves are embedded in branches of industry
in the sense that in each branch of industry, several negotiators bargain over collective agreements. These two examples are meant to illustrate the existence of a
measure of interdependence between the observations (i.e. the collective agreements, or cases in SPSS) because the values of several groups of cases are based
upon groups of the same observation. Illustrating how this is reflected in the data
structure of the DUCADAM dataset may make this a bit clearer. Each collective
agreement bargained over by a specific negotiator X is given the same value for
the variable ‘Negotiator’s gender’, namely the gender of the negotiator X who has
bargained over the collective agreement. Furthermore, each agreement in a specific SBI-2-digit-level branch of industry is attributed the same value for the share
of female employees – namely the average value in the relevant SBI-2-digit-level
branch of industry30. Interdependence between observations can be problematic,
since it leads to underestimating the standard errors. Thus, the results of the
analysis need to be scrutinised with care. If the share of female employees or negotiator’s gender turns out to have a significant effect on either the incidence of a
work-family provision in a collective agreement or on the number of work-family
provisions in a collective agreement, these independent variables need to be examined more closely in relation to the dependent variables. Multilevel analysis
could then be a viable option, since this takes account of the nested structure of
observations (see Snijders and Bosker 2000).
A within subjects ANOVA approach also seems to be feasible alternative. In this
approach, negotiators would be the subjects and the simple work-family score
would be measured repeatedly in all collective agreements each negotiator has
bargained over. A problem with this last approach, however, is the lack of a
common characteristic, or ‘fixed effect’, of each measurement across negotiators.
For instance, if all negotiators had followed a specific bargaining training in between bargaining over two distinct collective agreements, the characteristic ‘pretraining’ could be affixed to the set of agreements concluded before the training,
and the characteristic ‘post-training’ could be linked to the set of other agreements. In reality, none of the variables we are interested in could serve as such a
characteristic, which rules out this method of analysis.

30
Ideally, each case would have a separate value for the share of female employees covered by the
collective agreement. Since these data are not available, the aggregate SBI-2-digit-level data is the
next best choice, as has been explained in Section 3.2 (‘The independent and control variables’).
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3.3

RESULTS

The ‘results’ section of this chapter is divided into two parts. The first part, ‘The
work-family balance in Dutch CLAs’, concerns a descriptive account of how and to
what extent collective labour agreements in the Netherlands facilitate the combination of work and family. In other words, how are the dependent and independent variables of this chapter distributed? In the second part, ‘The role of gender in
the work-family balance in Dutch CLAs’, the results of the logistic and linear regression analyses are described.

THE WORK-FAMILY BALANCE IN DUTCH CLAS

In 59 per cent of collective agreements, a provision for part-time work is included, while in 60 per cent of CLAs in the Netherlands childcare arrangements
are included. This can be seen in Table 3.1, in the column labelled ‘Mean’, where
the variables ‘Part-time provision’ and ‘Childcare provision’ have a score of 0.59
and 0.60 respectively. Paternity leave arrangements that are more generous in
comparison to regulations in the law31 are found in 20 per cent of Dutch CLAs,
and parental leave is covered in almost 12 per cent of the CLAs in the sample.
Lastly, pregnancy and maternity leave provisions that exceed legal regulations
are included in only 8 per cent of the CLAs.

Variable

N

Min

Max

Mean sd

Part-time provision {0,1}

769

0

1

0.59

0.49

Childcare provision {0,1}

769

0

1

0.60

0.49

Paternity leave provision {0,1}

769

0

1

0.20

0.40

Parental leave provision {0,1}

769

0

1

0.12

0.32

Pregnancy and maternity leave provision {0,1}

769

0

1

0.08

0.27

Simple work-family score {0,1,2,3,4,5}

769

0

5

1.59

1.16

Table 3.1. Descriptives for the dependent variables. N= 769. Source: DUCADAM
dataset 2001-2003.

31
‘Generous’ with respect to the employee. In other words, the employee is better off under the CLA
than under the law.
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The mean for the simple work-family score of all CLAs is computed by adding up
the mean scores of the five work-family provisions. It turns out that, on average,
collective labour agreements include 1.59 work-family provisions. The standard
deviation is quite high (1.16), implying that there are large differences between
CLAs with respect to how many work-family provisions are included. For instance,
in more than 20 per cent of CLAs, no work-family provisions can be found at all,
while in only 5 per cent of collective agreements, four or five different workfamily provisions are included. Figure 3.3 lists the number of work-family provisions included in each of the collective agreements in the sample. On the horizontal axis, the number of work-family provisions is shown; on the vertical axis, the
percentage of collective agreements that includes each respective number of provisions is given. Of the three CLAs that include all five work-family provisions
(0.4% of all CLAs in the sample), two are found in the chemical industry and the
third is found in the banking industry.

35%
29,8%

30%
25%

26,8%
21,1%

20%

17,4%

15%
10%
4,6%

5%

0,4%

0%
0

1

2

3

4

5

Percentage of CLAs that includes n work-family provisions

Figure 3.3. Incidence of work-family provisions in Dutch FNV bargained collective
agreements. N = 769. Source: DUCADAM dataset 2001-2003.

The two independent variables are shown in Table 3.2. As explained in Section
3.2, the share of female employees is measured at the level of SBI-2-digit-level
branches of industry, after which these numbers are attributed to each CLA in
that SBI-2-digit-level branch of industry. There are large differences between
branches of industry with respect to the share of female employees. Relatively
few women are working in the metal industry, construction, automobile and
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transport industry and shipping: less than 10 per cent of all employees in the
branch. Typical female branches are health, clothing industry, and other services,
with more than 75 per cent female employees. The average score for ‘share of
female employees per CLA’ reads 30.8 per cent, which must be observed with
some care, because it is computed by summing up the shares of female employees of each CLA in the sample, and dividing it by the number of CLAs. There are
346 CLAs in the manufacturing industry (see Table 3.3), which is 45 per cent of
all CLAs in the sample. Because this branch of industry typically has a low share
of female employees, it draws the average share of female employees per CLA
down. Therefore, the average score of 30.8 per cent does not reflect the true average share of female employees covered by collective agreements in the Netherlands.

Variable

Share of female employees per CLA [0-100%]
Gender of FNV negotiator who bargained over
the CLA {0 = female, 1 = male}

N

Min

Max

Mean sd

753

3.8

79.1

30.8

16.0

768

0

1

0.72

0.45

Table 3.2. Descriptives for independent variables. N= 769. Sources: Statistics
Netherlands/STATLINE 2004 (Share of female employees per CLA) and DUCADAM
dataset 2001-2003 (Gender of FNV negotiator).

The bottom row of Table 3.2 shows that in 72 per cent of the collective labour
agreements, a male trade union negotiator responsible for the collective bargaining, which means that female negotiators bargained over the remaining 28 per
cent. In other words, the likelihood of any CLA being bargained over by a female
FNV negotiator, rather than a male one, is 28 per cent. The standard deviation is
0.45, which is quite meaningless in practice since gender is a dichotomous variable.

In Table 3.3, frequencies for the five work-family provisions in CLAs are differentiated by branch of industry. The first column lists the branches of industry as distinguished in the SBI’93 code system. The second column shows the percentage
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of employees in the branch of industry covered by a CLA32. CLA coverage is the
number of employees covered by a CLA in a particular branch of industry, in relation to all employees in that branch of industry. In the column right next to it, the
number of CLAs that are in force in the branch of industry is shown. There are
significant differences between branches of industry with respect to the number
of CLAs. In manufacturing, 347 CLAs are in force, 87 per cent of which are company CLAs; whereas in the catering sector, only four CLAs can be distinguished,
one of which is a company CLA.

Part-time work provisions

Childcare provisions

Paternity leave arrangements

Parental leave arrangements

Pregnancy / maternity leave provisions

77%

11

45%

36%

9%

18%

0%

18.1%

3

33%

0%

0%

0%

0%

Manufacturing industry

76.3%

347

73%

71%

26%

10%

8%

Energy

23.3%

8

38%

50%

25%

50%

38%

CLA coverage

Number of CLAs

Work-family provisions

Branch of industry

Agriculture and fishing
Minerals

Construction
Trade

73%

14

64%

86%

21%

14%

7%

68.6%

76

57%

74%

26%

8%

5%
25%

Catering

24.6%

4

75%

100%

0%

0%

Transportation

86.2%

125

34%

26%

4%

8%

7%

Financial services

82.5%

27

48%

59%

15%

22%

11%

Business services

50.9%

60

58%

62%

22%

10%

5%

0.7%

8

50%

50%

0%

25%

0%

65%

13

62%

46%

46%

23%

15%

79.2%

19

55%

65%

20%

20%

5%

Public administration
Education
Health
Other services

41.8%

54

41%

52%

11%

19%

13%

Total

63.1%

769

59%

60%

20%

12%

8%

4743

3575

3687

985

1190

Employees affected (x 1000)

875

Table 3.3. Percentages of collective agreements that contain specific work-family
provisions, and number of employees, working 12 hours or more per week, who
can make use of these provisions through the CLA. The data are categorised by
branch of industry. N= 769. Source: DUCADAM dataset 2001-2003.

32
The percentages are computed using data from the DUCADAM Dataset, CLA years 2001-2003. The
numbers may be slightly inaccurate, since the number of employees covered is missing for 20 per
cent of the CLAs.
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The five columns placed under the heading ‘Work-family provisions’ list the percentage of CLAs in the branch of industry that include each respective workfamily provision. For instance, the ‘36%’ in the top row (Agriculture and fishing)
means that 36 per cent of the eleven CLAs in the agriculture and fishing branch
include childcare provisions; the other 64 per cent do not. In the minerals and
transportation branch, the work-family conditions in CLAs are relatively poor, especially on the subject of part-time and childcare provisions; whereas energy, catering and education are well above average where work-family provisions in the
CLA are concerned. Part-time and childcare provisions are among the most popular work-family provisions found in the 769 CLAs in the sample: as can be read in
the second-to-last row of the table, they are included in 59 and 60 per cent of all
CLAs, respectively. Pregnancy and maternity leave provisions are not included in
many CLAs, probably because these issues are well regulated in Dutch legislation.
The number of employees affected by these work-family provisions is shown in
the bottom row. They are computed using data in the DUCADAM dataset, but
since this variable has missing values for 154 of the 769 cases, the numbers of
employees affected are in reality somewhat higher than those in the table.

There are 59 female and 158 male negotiators in the sample; they are responsible for 3.7 and 3.5 CLAs on average, respectively. The column ‘N female’ in Table
3.4 lists the number of female FNV negotiators who conduct collective bargaining
in each branch of industry. The column ‘N male’ describes similar numbers for
male FNV negotiators. In the manufacturing industry, there are more FNV negotiators who conduct collective bargaining than in any other branch of industry.
This is true for both male and female negotiators. Considering the disproportionately large majority of the collective labour agreements that are negotiated in this
branch of industry, this is quite understandable.33 Compared to their male colleagues, female negotiators especially tend to work in the business services sector, the trade sector and the ‘other services’ sector, whereas men are clearly
over-represented in agriculture and fishing, minerals, energy, construction, and

33
347 CLAs are in force in manufacturing, compared to 422 CLAs in the 13 other branches of industry.
See Figure 3.2 for the distribution of CLAs per branch of industry.
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education34. Note that adding up all totals (in the column ‘N total’) results in a
rather meaningless grand total of 322, which is higher than the actual number of
negotiating persons (217); this is because more than a third of the negotiators
are active in more than one branch.

Branch of industry

Agriculture and fishing
Minerals
Manufacturing industry
Energy
Construction
Trade

N Female

0

N Male

7

N Total

7

% Female % Male

0%

100 %
100 %

0

2

2

0%

21

65

86

24 %

76 %

0

4

4

0%

100 %

1

9

10

10 %

90 %

17

23

40

43 %

58 %

Catering

1

2

3

33 %

67 %

Transportation

9

36

45

20 %

80 %

Financial services

4

16

20

20 %

80 %

20

29

49

41 %

59 %

Public administration

3

3

6

50 %

50 %

Education

0

6

6

0%

100 %

Health

3

11

14

21 %

79 %

14

16

30

47 %

53 %

Real estate & Business
services

Other services

Table 3.4. Male and female FNV negotiators per branch of industry. N= 322.
Source: DUCADAM dataset 2001-2003. N is the number of male and female negotiators in each branch of industry. The percentage denotes the share of negotiators of the same sex within a branch of industry.

THE ROLE OF GENDER IN THE WORK-FAMILY BALANCE IN DUTCH CLAS

In this section, the results of the hypotheses 1.1 through 4 are described. Table
3.5 and Table 3.6 show the results of hypotheses 1 and 2, respectively. In Table
3.5, the share of female employees covered by a CLA is acting as a predictor for
the presence of each of the five work-family provisions included in a CLA. Values
in the table are odds ratios, which means that a value of 1 implies no relationship
between independent and dependent variables, a value smaller than 1 implies

34
It may be interesting to remark that there is hardly any correlation between the share of female
employees and the share of female FNV negotiators within branches of industry. This implies that female negotiators do not typically work in female branches of industry. The same is true for men.
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that a larger share of female employees decreases the odds of a work-family provision being included in the collective agreement, and a value greater than 1 implies that a larger share of female employees increases the odds of a work-family
provision being included in the collective agreement.

Share of female employees
[0 – 100%]

Parttime

Childcare

Paternity
leave

Parental
leave

Pregnancy and
maternity leave

0.99

1.00

1.00

1.01

1.00

Table 3.5. Odds ratios of the influence of the share of female employees on each
of the five work-family provisions. N= 769. Source: DUCADAM dataset 20012003. * Significant at α < 0.05; ** Significant at α < 0.001.

In the table, all of the coefficients are non-significant and indicate the complete
lack of a relationship between the share of female employees per CLA and each
work-family provision in the CLA. This finding, which contradicts hypotheses 1.1
to 1.5, could be caused by the fact that data on the independent variable are at
an aggregate level35 instead of at the disaggregated CLA level, which makes the
model less accurate. Unfortunately, as mentioned before, this type of data is not
available at CLA level. The share of female employees covered by a CLA does not,
at least from this analysis, seem to affect the incidence of any of the work-family
provisions. Perhaps it is not the presence of one specific work-family provision
that is affected by the share of female employees, but rather the number of provisions, as stated in Hypothesis 3. That might explain the lack of correlation between the variables of hypothesis 1. Since no correlation can be found, hypothesis 1 is rejected.

Gender of negotiator {0,1}

Parttime

Childcare

Paternity
leave

Parental
leave

Pregnancy and
maternity leave

1.05

0.85

0.97

1.00

1.04

Table 3.6. Odds ratios of the influence of the gender of the main trade union negotiator on each of the five work-family provisions. N= 769. Source: DUCADAM
dataset 2001-2003. Female = 0, male = 1. * Significant at α < 0.05; ** Significant at α < 0.001.

35
Namely the level of the SBI-2-digit-level branch of industry. See Section 1.3 for explanation of the
term ‘SBI-2-digit-level branch of industry’.
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The odds ratios in Table 3.6 describe the effects pertaining to hypothesis 2. Although they deviate slightly more from 1 when compared to those of Table 3.5,
both upwards and downwards, they are still non-significant. For instance, the
score of 0.85 in the column under ‘Childcare’ would indicate a negative effect of a
male negotiator on the incidence of childcare provisions in the CLA, and thus a
positive effect if the negotiator were a woman, as hypothesised (hypothesis 2.2).
The scores of 1.05 and 1.04 in the first and last columns, being larger than 1,
would point to a refutation of hypotheses 2.1 and 2.5. However, none of the effects are significant, implying that the presence or absence of a specific workfamily provision does not depend on the gender of the main FNV negotiator. Had
the results been significant, the nested structure of the observations could still
have corrupted the reliability of the results, prompting the researcher to redo the
analysis using a different approach like multilevel analysis. Since the results are
not significant in the first place, that specific kind of reanalysis is not necessary.

How can we explain the lack of significance in the effect of negotiator’s gender on
the number of work-family provisions in collective agreements? One possible explanation lies in the fact that a high work-family score of a collective agreement is
not achieved in a day – it usually takes many years. During these years, there is
a distinct possibility that the trade union negotiator who bargained over the last
CLA is not the same person as the one who bargained over the first. Nevertheless, the CLA’s work-family score is dependent on the exertions of all these negotiators. If each of these were of the same gender, then the theoretical model
would not be hampered by the fact that different negotiators have made the
work-family score increase. However, we cannot be sure that the gender of the
negotiator has been the same during these years. A different approach would be
to focus not on the work-family score of the most recent collective agreement,
but on the work-family score increase compared to the score of the previous CLA.
In this way, the effect of gender of just the last trade union negotiator might be
measured. Still, it is doubtful that all bargaining successes during the most recent
bargaining rounds are solely dependent on actions executed during these last
rounds. It is more likely that at least a few bargaining issues have been on the
bargaining agenda for several years, and that bargaining results thus depend on
actions of previous negotiators too. If these negotiators are not of the same gender as the most recent negotiator, the effect of union negotiator’s gender cannot
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be measured as effectively as necessary. All the same, since no correlation could
be found, hypothesis 2 must be refuted.

With the third hypothesis, we tried to predict the number of work-family provisions included in the CLA36 by looking at the share of female employees within a
branch of industry. It turns out that the strength of the relationship between
these two variables is quite low: the standardised beta coefficient is –0.07, and
not significant. Also, the coefficient has a negative sign, which is contrary to expectations. Thus, if there is a relationship, it is not a clear one, and the nullhypothesis cannot yet be rejected. A clear relationship may not yet be visible if
there is, for instance, an indirect or a non-linear relationship. It is imaginable that
employers cannot be moved to include work-family provisions in the CLA if the
share of women in the company (or sector) is low, since that would mean a large
investment that would only benefit a relatively small number of employees. If the
share of female employees were high, however, employers might fear it would
not be cost effective to provide all employees with work-family arrangements,
and therefore they would, again, not include work-family items in the CLA. Only if
the share of women were intermediate would employers be indulgent in the collective bargaining rounds in this respect. This implies a parabolic relationship between the share of female employees and the simple work-family score. However,
trying to predict the simple work-family score with a squared female employee
share yields no significant results (β= –0.011). Of course, employers’ arguments
listed above are purely economic. A ‘social’ employer would reason quite differently, figuring that if the share of female employees in the company were high, it
would be very important to have work-family provisions in the CLA since so many
employees would appreciate that; and if it were low, including work-family provisions would be a nice gesture to the few female employees at relatively low costs.
From this rationale, it follows that the economic and social arguments produce
contrary effects, which means that effects will probably not be visible at the sector level. A more detailed focus on the employers themselves appears to be
needed, including data on personnel and recruiting policies and on how employees are viewed (as assets or as liabilities). However, since this dissertation focuses on trade unions rather than employers, these lines of investigation will not
be pursued.
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In hypothesis 4, we tried to predict the number of work-family provisions included
in the CLA by looking at the gender of the main FNV negotiator bargaining over
the CLA. Again, the analysis shows that there is no association between the gender of the FNV trade union negotiator and the simple work-family score (β= –
0.011, not significant).

To summarise the results thus far, the share of women and the negotiator’s gender play no role in predicting the number of work-family provisions in the CLA, or
if they do, the relationships between the variables are quite clouded and unclear.
Including both the share of female employees and the negotiator’s gender in one
model causes both effects to become even smaller, as illustrated in Model 1 in
Table 3.7. In an attempt to shed some light on this issue, a number of control
variables will be added, as already stated in Section 3.2.

Model 1

Intercept

1.624

Share of female employees within branch [0 – 100%] – 0.006
Negotiator's gender {0,1}

a

– 0.007

Structural wage increase per year [0 – 100%]

Model 2

Model 3

1.234

1.596

0.005

– 0.034

– 0.001

– 0.009

0.216 **

CLA size [9 – 320,000 employees]
Private / public sector {1,2}

0.028

b

Sectoral / company CLA {1,2}
R2

0.211**

0.035
c

– 0.089 *
0.009

0.047

0.057

Table 3.7. Regression models predicting the simple work-family score [0 – 5] in
collective labour agreements. N= 769. Source: DUCADAM dataset 2001-2003.
Standardised coefficients. * Significant at α < 0.05; ** Significant at α < 0.01.
a
Female = 0, male = 1.
= 1, company CLA = 2.

b

Private sector = 1, public sector = 2.

c

Sectoral CLA

In Model 2, the first control variable is added: structural wage increase. Surprisingly, there is a positive, significant relationship between the annual wage increase and the simple work-family score. The correlation coefficient is 0.216 and
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is significant at the 0.01 level. Perhaps some employers have room financially to
provide (future) employees with both an above average wage increase and secondary work-family benefits, possibly as a result of a benign business climate
(‘rent sharing’), while other employers may find themselves under labour market
pressure and cannot be as generous to their employees. This gives rise to the
idea that there might be two groups of employers: those that provide their employees with both a generous salary increase and a good work-family balance,
and those that do not (or less). The aforementioned positive relationship can be
explained differently by looking at trade unions rather than employers. Perhaps
they hold a lot of bargaining power, which enables them to make both good pecuniary and good work-family agreements with employers – ‘good’ meaning profitable for employees. If union density data were available at the level of the collective agreement, this could serve as a proxy for union bargaining power, with
which this explanation could be researched further.

In Model 3, three more control variables are added: CLA size, sector (private or
public) and type of CLA (sectoral or company CLA). Again, neither the effect of
the share of female employees nor that of the gender of the negotiator becomes
significant. The strength of the effect of yearly wage increase drops a little (β=
0.211), but it is still significant. Model 3 also shows that neither CLA size nor sector prove to have a significant effect on the simple work-family score. The standardised beta coefficients are 0.028 and 0.035, respectively. The fact that sector
has no effect may point to a rejection of the prior speculation about business climate explaining the positive relationship between wage increase and the simple
work-family score, although the dichotomous variable ‘sector’ as used in the
analysis is a crude measure compared to, for instance, branch of industry as distinguished by the SBI’93 system. The strong correlation between wage increase
and the work-family score of the collective agreement could suggest that employers only start thinking about including work-family provisions in their CLA if there
is financial room to do so, which is underscored by the wage increases employers
are willing to give. This contrasts the idea of including these provisions as a strategic investment move to attract employees and only afterwards, possibly, increase profits.

The type of CLA does seem to matter, however. The empirical data illustrate that
the number of work-family provisions in sectoral CLAs is greater than in company
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CLAs. A possible explanation for this is the following. CLA funds are formal financial reserves of companies and branches of industry, out of which specific expenses are paid. Examples of targets include childcare provisions, paternity leave
provisions and parental leave provisions. In the DUCADAM dataset, three dummy
variables are included that designate whether each of the three targets mentioned above are financed through a CLA fund. A new dummy variable ‘presence
of a CLA fund’ was computed by adding the values of the three underlying variables; if the sum turned out to be 0, the value for ‘presence of a CLA fund’ was
set to 0, and if it exceeded 0, the value for ‘presence of a CLA fund’ was set to 1.

Model 3b

Intercept

1.097

Share of female employees within branch [0 – 100%]

– 0.025

a

– 0.011

Negotiator's gender {0,1}

Structural wage increase per year [0 – 100%]

0.215**

CLA size [9 – 320,000 employees]

0.032

Private / public sector {1,2}
CLA fund {0,1}

b

c

R2

0.035
0.156**
0.075

Table 3.8. Additional regression model predicting the simple work-family score [0
– 5] in collective labour agreements. N= 769. Source: DUCADAM dataset 20012003.Standardised coefficients. * Significant at α < 0.05; ** Significant at α <
0.01. a Female = 0, male = 1. b Private sector = 1, public sector = 2. c CLA
fund: no = 0, yes= 1.

The existence of a CLA fund paves the way for actually spending money on specific CLA provisions, whereas the absence of such a fund might enlarge the
threshold to do so. It is more likely for sectoral CLAs than for company CLAs to
make use of the concept of CLA funds, as is illustrated by the data: 18.1 per cent
of the sectoral CLAs incorporates a CLA fund, whereas only 1.9 per cent of company CLAs uses this kind of funding. Rerunning the analysis with ‘presence of a
CLA fund’ instead of CLA type as an independent variable confirms this assumption, as shown in Table 3.8.
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The presence of a CLA fund turns out to be a much stronger predictor than CLA
type: 0.156 versus 0.089. Empirically, it also seems a more logical factor, as explicated above. This explains why sectoral CLAs, as opposed to company CLAs,
have more extensive work-family provisions. A T-test shows that the average
work-family score of sectoral CLAs is 1.79, whereas the average score for company CLAs is 1.53. This difference is significant (α < 0.01).

Although the effect of the share of female employees is not significant, there are
reasons to assume that the effect may be stronger in the public sector than in the
private sector. In the latter case, employers are more stringently bound by market constraints than in the public sector, which may negatively affect their willingness to invest in work-family provisions rather than other, more directly profitable issues. To test this assumption, an interaction effect of the share of female
employees and sector type was added to the analysis, the results of which are
displayed in Table 3.9.

Model 3c

Intercept

5.905

Share of female employees within branch [0 – 100%]

– 0.084

a

– 0.014

Negotiator's gender {0,1}

Structural wage increase per year [0 – 100%]

0.213**

CLA size [9 – 320,000 employees]

0.021

Private / public sector {1,2}
CLA fund {0,1}

b

c

– 0.042
0.151**

Share of female employees * Private/public sector (interaction effect)

0.073

R2

0.077

Table 3.9. Additional regression model predicting the simple work-family score [0
– 5] in collective labour agreements. N= 769. Source: DUCADAM dataset 20012003.Standardised coefficients. * Significant at α < 0.05; ** Significant at α <
0.001. a Female = 0, male = 1. b Private sector = 1, public sector = 2. c CLA
fund: no = 0, yes= 1.
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After adding the interaction effect, the strength of the effect of the share of female employees did indeed increase somewhat, although it becomes by no means
significant (α = 0.25). The interaction effect itself is not significant either.

I conclude this section with two analyses that predict the presence of work-family
provisions in collective agreements. First, the same six variables are used as predictors for the presence of any work-family provision. This new dependent variable has a value of 1 if any work-family provision is included in the collective
agreement, and 0 if no work-family provisions are included. Logistic regression is
used as a test method.
The results are displayed in Model 3d in Table 3.10. Interestingly, but perhaps not
surprisingly, the outcome is similar to that of Model 3c. Structural wage increase
has a positive effect on the chance of any work-family provision being included in
the collective agreement, as has the presence of a CLA fund.

Model 3d

Model 3e

Share of female employees within branch [0 – 100%]

1.002

0.995

a

0.978

1.375

1.202**

1.564**

1.000

1.000

1.594

1.756

1.909*

1.808

Constant

0.177

0.807

R2

0.078

0.021

Negotiator's gender {0,1}

Structural wage increase per year [0 – 100%]
CLA size [9 – 320,000 employees]
Private / public sector {1,2}
CLA fund {0,1}

b

c

Table 3.10. Additional logistic regression models predicting the presence of a
work-family provision (Model 3d) and the presence of a parental/paternal/maternity work-family provision (Model 3e) in collective labour
agreements. N= 769. Source: DUCADAM dataset 2001-2003.Standardised coefficients. * Significant at α < 0.05; ** Significant at α < 0.01.
1.
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b

Private sector = 1, public sector = 2.

c

a

Female = 0, male =

CLA fund: no = 0, yes= 1.
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Model 3e shows the same independent variables, but the dependent variable is
defined as a parental, a paternal or a maternity provision being included in the
collective agreement. This might be interesting since these are less common than
the other two work-family provisions (part-time work and childcare). As in the
previous analysis, logistic regression is used here. The strength of the variable
‘structural wage increase’ has increased compared to Model 3d, whereas the effect of the presence of a CLA fund has disappeared. This seems to suggest that
parental, paternal and maternity provisions are not primarily financed out of a
CLA fund. Rather, only when the employer appears to have enough financial leeway to agree upon a relatively high structural wage increase, do these kind of
work-family provisions come into the picture.

At the end of the ‘Test methods’ section, mention was made of the layered structure surrounding collective agreements. If the share of female employees or negotiator’s gender were to have significant effects on the dependent variables,
these results were to be inspected with caution, and perhaps rerun with a different method of analysis. Since no significant effects were found with respect to
these two independent variables, underestimation of the standard error is no
longer relevant, and reanalysing the data in relation to this specific issue appears
unnecessary.

3.4

LOOKING INTO THE WORK-FAMILY SCORE

When investigating the relationship between the share of female employees and
the work-family provisions in a CLA, more detail could have been obtained by examining the five work-family items more closely. Merely analysing the incidence
of a childcare provision in a collective labour agreement ignores the fact that
some childcare provisions are far more costly to employers than others. Compare
for instance a collective agreement that grants every employee 200 Euros a
month to help pay for childcare expenses to a collective agreement that allows
only female employees who have been in the company at least one year 100 Euros for childcare expenses, providing the child is under four years of age. The first
one is, at least potentially, more generous to employees. Therefore, it may prove
fruitful to rerun the analysis with a more precise dependent variable that differentiates between extensive and marginal work-family provisions, to increase both
its accuracy and variability. The simple work-family score that was used until now
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only considered whether a work-family provision was present in the CLA, neglecting the variety within the provisions. Therefore, in this section, the simple workfamily score is replaced by the precise work-family score, after which the analyses are run again.

The ‘precise work-family score’ has a range of 0 to 100, where a score of 100
represents the best possible work-family provisions for the employee. In the DUCADAM dataset, the five work-family provisions have up to twelve different specification variables, specifying details of the work-family provisions. Examples include ‘Can all employees make use of the provision: yes/no’ and ‘Amount of
money reserved for the provision by the employer’. This makes it possible to construct a precise work-family score based on 47 different variables, each of which
has a specific weight. Scores are attributed to sub-items according to their importance. In other words: how well do they assist female employees in combining
work with family life?

Work-family provision

Possible scores

Part-time provision score

0 – 30 points

Childcare provision score

0 – 30 points

Parental leave provision score

0 – 15 points

Paternal leave provision score

0 – 10 points

Pregnancy/maternity leave provision score

0 – 15 points

Precise work-family score

0 – 100 points

Table 3.11. The precise work-family score and its components. Source: DUCADAM
dataset 2001-2003.

Since part-time and childcare provisions are structural rather than temporary,
they can be given a maximum of 30 points, whereas parental leave and pregnancy/maternity leave arrangements receive up to 15 points. Paternity leave arrangements are the least demanding provisions financially – from the employer’s
point of view – so this sub-item can receive a maximum of 10 points. A sub-item
receives a score of 0 if the relevant work-family provision is not included in the
CLA. If it is included, between 0 and the maximum amount of points are attrib-
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uted to the precise work-family score. The amount of points depends on how
‘good’ the provision is from the employee’s point of view. For example, more
points are given to the childcare provision score if all employees can make use of
the provision (rather than only a selective part, for instance only female employees); if the maximum age of children for whom childcare is available lies above
four years of age (rather than only up to four years of age); if childcare arrangements are set up according to the VWS37 table (rather than an employer-defined
compensation system), and so on. Some aspects of the childcare provision are
considered more important than others, and will therefore potentially receive
more points.

In Table 3.12 until Table 3.15 below, an account is given of how the points are
obtained. For each of the five work-family sub-items applies that if there is no
provision, no computation is necessary: the sub-item receives zero points. If a
specific work-family provision does exist in the CLA, the final score for this subitem can be computed according to the values in the table. For example, if there
is no part-time provision in the CLA, the part-time work-family score as a whole
receives zero points. However, if there is such a provision, then the question is
asked whether this provision is available for all employees. Suppose that this is
true; then 5 points are added to the running total of the work-family score of this
sub-item. The next question reads: “Must part-time employees work a minimum
number of hours a week?” If this is the case, and the part-time provision in the
collective agreement only allows employees to work part-time if they work at
least a specific number of hours per week, then the next question is whether this
minimum is larger than 24 hours per week. Suppose this is not the case; then
another 1.5 points are added to the running total of the work-family score of this
sub-item, bringing it up to 6.5 points. Once the entire list of questions has been
answered, the work-family score for the part-time provision can be computed.
Adding up the sub-scores for the five work-family provisions yields the precise
work-family score.

As described in Box 1.2, the FNV trade union has converted textual data of all collective agreements they have bargained over into values for more than 1100

37
VWS is the abbreviation for ‘Volksgezondheid, Welzijn en Sport’, which refers to the Ministry of
Health, Welfare and Sport.
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variables. The questions as listed in the five tables are translated directly from
these variables. All variables pertaining to each work-family provision, as distinguished by the FNV, are used in constructing the precise work-family score.

Although based on empirical CLA data and logical thinking, the attribution of
points to each of the work-family sub-items does, up to a point, remain arbitrary.
One can question whether part-time provisions should be given a maximum score
of twice that of parental leave provisions, rather than, for instance, 1.5 times as
much. A clear answer is difficult to give. No other researchers have scored workfamily provisions in CLAs on such a detailed scale before, which might have provided indications of how to weigh the different items.

Do employees have the right to work part-time?
No 

End-score for sub-item 'Part-time provisions' equals zero.

Yes 

Is this true for all employees?

0

No

+0

Yes

+5

Must part-time employees work a
minimum number of hours a week?

No

Company policy to increase the number or percentage of part-time jobs:

Number = 0

+0

Number > 0
Percentage = 0

+1

Yes

+3
Is the minimum
larger than 24?

+ 1.5

Yes

+0

+0

Percentage > 0

+1

Must part-time employees work a
minimum number of hours a week to
retain the right to schooling, training,
early retirement, et cetera?

No

+2

Yes

+0

Do part-timers have the same rights
as full-timers?

No

+0

Yes

+5

Do part-timers receive the same
overtime bonus as full-timers?

No

+0

Yes

+3

Do part-timers have a voice in their
working schedule?

No

+0

Yes

+5

Do part-timers have the opportunity
to save up for a leave of absence?

No

+0

Yes

+2

Can part-timers increase their number of working hours?

No

+0

Yes

+3

Table 3.12. Distribution of points for the part-time provision sub-item.
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Can employees make use of childcare provisions?
No
Yes

End-score for sub-item 'Childcare provisions' equals zero.
Is this true for all employees?

0

No

+0

Yes

+5

Only women can make use of
childcare provisions.

No

+1

Yes

+0

Maximum number of children per
employee.

≤ 1 child

+1

> 1 child

+3

Maximum amount of money
available for childcare.

≤ € 5000

+1

> € 5000

+3

Maximum age of children for
whom childcare is available.

≤ 4 years

+1

> 4 years

+3

Is childcare being paid from a
CLA fund?

No

+0

Yes

+6

Is the employer's financial contribution for childcare maximised?

No

+4

Are childcare arrangements set
up according to the VWS table?

No

+0

Yes

+5

Yes

How large is this maximum contribution?

≤ € 2500
> € 2500

+0
+2

Table 3.13. Distribution of points for the childcare provision sub-item.

Can employees make use of paternity leave provisions?
No
Yes

End-score for sub-item 'Paternity leave provisions' equals zero.
Is this provision set up according to the Work & Care Act?

Number of days paternity leave.

Number of hours paternity leave.

Continued pay during leave?

Continued pay during leave.

Is paternity leave being paid from a CLA fund?

0

No

+0

Yes

+1

≤2

+0

>2

+3

0

+0

>0

+1

No

+0

Yes

+1

≤ 50%

+0

>50%

+2

No

+0

Yes

+2

Table 3.14. Distribution of points for the paternity leave provision sub-item.
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Does the CLA offer more days of pregnancy / maternity leave than prescribed by the law (WA&Z)?
No 
Yes 

End-score for sub-item 'pregnancy / maternity leave provisions' equals zero.

0

< 1 week

+4

Length of extra pregnancy / maternity leave.

Does the employee have the right to refuse certain tasks?

Can the employee make use of breast-feeding facilities?

Can the pregnant employee be excluded from work?

> 1 week

+8

No

+0

Yes

+2

No

+0

Yes

+2

No

+3

Yes

+0

Table 3.15. Distribution of points for the pregnancy / maternity leave provision
sub-item.

Does the CLA offer more days of parental leave than prescribed by the law (WA&Z)?
No

End-score for sub-item 'Parental leave provisions' equals zero.

Yes 

Length of extra parental leave.

0
≤ 1 week
> 1 week

Continued pay during parental
leave?

Obligation to continue working
during parental leave?

No
Yes

Continued pay during parental
leave.

≤ 50%

+2

> 50%

+3
+2

Obligation to continue working
during parental leave.

≤ 20 hrs

+1

> 20 hrs

+0

Is pension premium (employer)
paid during parental leave?

No
Yes

+1

Is pension premium (employee)
paid during parental leave?

No

+0

Yes

+1

Is pension premium (fund) paid
during parental leave?

No

+0

Yes

+1

Is parental leave being paid from
a CLA fund?

No

+0

Yes

+2

Parental leave: maximum allowed age of child.

≤ 4 years

+0

> 4 years

+1

Maximum allowed age of child in
case of paid parental leave.

≤ 4 years

+0

> 4 years

+1

Is partitioning of parental leave
possible?

No

+0

Yes

+1

Table 3.16. Distribution of points for the parental leave provision sub-item.
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The results of the analysis are shown in Table 3.17. In all three models, the standardised beta coefficients turn out to be quite similar to those in the model of the
simple work-family score described in Table 3.7.

The main difference between the simple work-family balance models in Table 3.7
and the precise work-family balance models in Table 3.17 is the size of the two
significant variables. In the models predicting the precise work-family score, the
influence of the yearly wage increases has dropped a little. The effect of the type
of CLA has become stronger in Model 6 compared to the effect of the type of CLA
in Model 3. This implies that if a work-family provision is included in the CLA, it is
more generous to the employees in sectoral CLAs than in company CLAs, possibly
as a result of the presence of a CLA fund. Basically, however, running the analysis
with a precise rather than a simple dependent variable yields very similar results
in terms of the size, sign and significance of the main independent variables. This
is underscored by the strength of the correlation between the simple and the precise work-family score (r= 0.86).

Intercept
Share of female employees within branch [0 – 100%]
Negotiator's gender

a

{0,1}

Model 4

Model 5

Model 6

15.889

12.224

20.043

0.010

– 0.001

– 0.058

– 0.002

0.003

– 0.008

Structural wage increase per year [0 – 100%]

0.185 **

0.179 **

CLA size [9 – 320,000 employees]

0.055

Private / public sector b {1,2}

0.032

Sectoral / company CLA c {1,2}
R2

– 0.150 **
0.000

0.034

0.063

Table 3.17. Regression models predicting the precise work-family score [0 – 100]
in collective labour agreements. N= 769. Source: DUCADAM dataset 2001-2003.
Standardised coefficients. ** Significant at a < 0.001. a Female = 0, male = 1.
b
Private sector = 1, public sector = 2. c Sectoral CLA = 1, company CLA = 2.

In Section 3.2, the argument for including CLA size as a control variable was the
fact that large companies tend to have larger budgets, which makes it easier for
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them to invest in work-family provisions than for smaller companies. Since the
results appear to indicate that CLA size has no effect on the amount of workfamily provisions in the CLA, it seems that the assumption is incorrect. And indeed, in the case of sectoral CLAs, CLA size does not necessarily equal company
size. While the CLA size of a sectoral CLA is usually quite large, the size of the
companies that are covered by this CLA need not be large. Therefore, to investigate the influence of company size on the amount of work-family provisions in
the CLA, the analysis should be repeated with only company CLAs in the sample.

In Table 3.18, the results of the analysis are shown. It turns out that CLA size,
which is in this case equal to company size, does have a significant influence on
the amount of work-family provisions in the CLA. The standardised beta coefficient is 0.179, which is highly significant. Apparently, large companies are more
likely than small companies to invest in employee terms and conditions that do
not add to a company’s economic turnover in the short run.

Model 6b

Intercept

12.319

Share of female employees within branch [0 – 100%]
Negotiator's gender

a

{0,1}

– 0.019
– 0.050

Structural wage increase per year [0 – 100%]

0.229 **

CLA size [9 – 320,000 employees]

0.179 **

Private / public sector b {1,2}
R2

– 0.029
0.079

Table 3.18. Regression model predicting the precise work-family score [0 – 100]
in collective labour agreements (company CLAs only). N= 590. Source: DUCADAM
dataset 2001-2003. Standardised coefficients. ** Significant at a < 0.001. a Female = 0, male = 1. b Private sector = 1, public sector = 2.

The effect of the structural yearly wage increase is larger in the sample of company CLAs than in the analysis performed on all CLAs (0.229, compared to 0.179
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in Table 3.17). This confirms the assumption that larger companies have greater
financial reserves to invest in both wage increase and in work-family provisions.38

3.5

CONCLUSION

No direct relationship exists between the share of female employees that are covered by a collective labour agreement and the extent to which CLAs include workfamily provisions. An explanation for this might be the following. Even though the
burden of combining work with childcare is accepted primarily by mothers, a
trend towards both women and men taking up childcare responsibilities is visible.
This implies an increasing motivation for both trade unions and employers to target not just female parents, but young parents of both sexes when bargaining
over work-family provisions. To some extent, this is in line with Teulings and Hartog’s (1998) statement about trade unions not being eager to invest in nonmembers’ interests. If a trade union were to put an item on the agenda that was
solely directed at mothers of young children, then that would indeed be investing
in employees who are less often union member than men. However, by also investing in fathers of young children, who, through the sole virtue of being men,
are more likely to be a union member, the interests of members are served better.

From the empirical data in the DUCADAM dataset, the amount or extent of workfamily provisions in a CLA cannot be explained by the gender of the negotiator.
Female FNV negotiators are not more (or less) successful at bargaining over
work-family issues than their male colleagues, at least if the simple and precise
work-family scores of CLAs are taken as a measure. Although not strictly controlled for ‘other things being equal’, these results do not confirm Dickens’ (1998)
assertion that female negotiators are able to contribute to creating more equality
in collective bargaining outcomes.

Work-family provisions are more likely to be included in the CLA when the employer has the funds for it. Although this may seem like an open door, it proves

38
Although the correlation between the predictor variables ‘Yearly wage increase’ and ‘CLA size’ is
larger in the sample of company CLAs (N=590) than it was in the sample of all CLAs (N=769), it is still
sufficiently small (r=0.096), and only significant at 5% level.
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that work-family issues are an important topic for both union and employer:
when company profits are spent on wage increase, they are also spent on introducing or improving work-family provisions.

When only company CLAs are considered, company size matters for the extent to
which work-family provisions have been included in the CLA. Larger companies
tend to perform the role of trendsetter, adopting work-family provisions sooner and
more extensively than smaller companies. It is quite possible that trade union negotiators anticipate on this, by approaching trend-setting companies first when trying to realise certain work-family agreements with all CLAs he or she bargains
over. Whether or not this is indeed the case will be discussed in Chapter 5.

There is no difference between the public sector and the private sector when it
comes to the extent to which work-family provisions have been included in the
CLA. The type of collective labour agreement, however, does matter. Employees
who are covered by a sectoral CLA tend to have more extensive work-family provisions than employees covered by a company CLA, possibly because the concept
of CLA funds is more common in sectoral CLAs.

With the advantage of hindsight it can be said that, when trying to shed light on
trade unions’ behaviour with respect to work-family issues, looking at collective
labour agreements might not have been an optimal method, because a CLA is the
result of negotiations between trade unions and employers (or employer’s associations). In other words, the influence of other actors than the unions is clearly
felt. For instance, as seen in Sections 3.3 and 3.4, the employer’s financial reserves affect the amount of work-family provisions that are included in the CLA. A
better method to research factors that affect trade unions’ policy with respect to
work-family provisions is to look at their bargaining agendas. Although negotiators might, to some extent, tune their agenda to how they expect the employer
will react to it, the influence of the employer on the trade union’s agenda is likely
to be smaller than his influence on the CLA. Therefore, in the next chapter I will
use the union negotiators’ bargaining agendas as a research target, and I will try
to make an inventory of factors influencing these agendas – obviously with respect to work-family topics.
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4 A STEP BACK IN TIME: THE UNION’S BARGAINING AGENDA
As has been stated in Chapter 1, two of the many labour-related developments
that can be discerned between 1993 and 2003 are the increasing share of women
working in the Dutch labour market and the rapid development of childcare and
other work-family provisions in collective labour agreements. The female labour
market participation increased from 42 to 54 per cent during this time, and of the
total active labour force, the share of women increased from 36.3 per cent to
41.5 per cent (Statistics Netherlands/STATLINE data 2004)39. Together with the
growing female labour participation, attention for work-family provisions in CLAs
increased. While in 1996, 59 per cent of all FNV bargained CLAs included one or
more work-family provisions, in 2003 this percentage had increased to 84.40

The advantages of including work-family provisions in CLAs are obvious. From the
employee’s point of view, childcare provisions make it interesting for women to
join or stay in the labour market; from the employer’s point of view, although it
may be a costly issue, these provisions may help retain existing and attract new
female employees. Work-family provisions are especially interesting for women,
because according to Tijdens et al. (2002), it is usually women who take care of
combining work and family care. Tijdens’ empirical research shows that in the
situation of one-and-a-half earners, which is typical for Dutch households with
young children, women are responsible for childcare twenty times more often
than men. From the union’s point of view, bargaining over work-family provisions
means that they are responding not only to specific needs of female employees,
but also to the Scientific Council of the Government’s target of stimulating emancipation and equality processes, by facilitating women in joining the labour market (WRR 1991; De Beer 2002).

The aforementioned empirical and theoretical relationship between female labour
participation and work-family provisions in CLAs suggest a causal relationship. In
the previous chapter, this relationship has been researched. A model was constructed and tested to explain the level of work-family provisions in collective labour agreements, with the following independent variables: share of female em-

39
Female labour force: all women aged 15 to 64 who are either entrepreneur, in dependent employment or looking for a job.
40

Source: DUCADAM dataset, years 1995 to 2003.
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ployees, the negotiator's gender, size of the annual structural wage increase, CLA
size, sector type (private or public), and CLA type (sectoral or company CLA).
Unexpectedly, the share of female employees covered by the CLA was not a significant factor in this model. Rather, economic factors seem to underlie workfamily developments in CLAs, as indicated by the fact that the extent of workfamily provisions and yearly wage increase levels are related. That is, CLAs with
generous work-family provisions are also generous in terms of wage in-crease
percentages, while CLAs where the employer has a less than favourable financial
situation tend to score low on both accounts. CLA type was the only other significant predictor; sectoral CLAs tended to have higher levels of work-family provisions than company CLAs.

Apparently, the amount of work-family provisions in CLAs is not related to the
number of female employees covered by the CLA. As already concluded in Chapter 3, the influence of the employer on the contents of a CLA may cloud the effect
a trade union has on the contents of a CLA. Since the focus is on the role of the
trade union in establishing work-family provisions, and only their input is to be
considered, the unit to be researched should be the union’s bargaining agenda
rather than the resulting collective labour agreement. This realisation is echoed
by Booth (1995b, p.86), who asserts that collective agreements reflect the preferences and objectives of both trade unions and management, which clouds the
objectives of the union. Following the assumption that the share of female employees covered by a CLA is a measure for the amount of work-family provisions
in the CLA, we should thus expect the share of female employees to be an indicator for the extent to which the work-family balance is an item on the union’s bargaining agenda. Charlesworth (1997), for instance, asserts that if the needs of

female employees are to be recognised, their working time preferences should be
part of the bargaining agenda. Nationwide research by Lake Snell Perry & Associates (2002) also shows that American women and men are strongly in favour of
an agenda in which work-family issues are addressed seriously. Although the
American situation is not automatically relevant for the Netherlands, articles in
Dutch newspapers regularly suggest similarities.

This chapter aims to answer this question by investigating FNV bargaining agendas that are used during CLA negotiations. A new model will be constructed, including as explanatory variables not only the shares of women covered by the
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CLA, but also work-family provisions in the preceding CLA, the prominence of
work-family items in central recommendations, and nearness of other negotiators.

4.1

THEORETICAL CONSIDERATIONS

Issues related to female labour participation appeared on unions’ bargaining
agendas as early as 1989, after recommendations of the Social-Economic Council
(Van der Meer 2002). When setting up their bargaining agenda for a specific collective labour agreement, do trade union negotiators take account of preferences
of employees covered by the CLA? Until the end of the 1980s, Dutch trade unions
viewed part-time labour as inferior, but at that time, especially the female FNV
trade union officials began to change their point of view (Visser 1999). In 1990,
the FNV started promoting part-time jobs, the right for employees to work parttime, and labour conditions for part-timers equal to those of fulltime employees
(Visser 1999). Research by Tijdens (2002b) suggests that “the Dutch part-time
economy facilitates a good fit between employers’ demands and employees’ preferences with regard to working hours”

41

. This may imply that negotiators have

indeed looked at work-family preferences of employees whose CLA they are bargaining over, at least with respect to part-time work.
Hypothesis 5, which has already been introduced in the previous section, is listed
below concisely.

Hypothesis 5: The larger the share of female employees that are covered
by a specific CLA, the more work-family proposals are included in the
agenda of the trade union bargaining for this CLA. 42

As pointed out in Section 3.1, a unidirectional causality is implied here: from the
share of female employees covered by a CLA to the extent to which work-family
provisions have been included in the CLA. It is equally possible that female employees are affected by the CLA’s terms and conditions when deciding upon where

41
Otten and Smulders (2002) also come to the conclusion that Dutch employees are largely satisfied
with their working hours.
42
This hypothesis is largely based on prescriptive and normative research, rather than empirical research in which female labour market participation is linked to labour terms and conditions.

83

Trade Unions and the Work-Family Balance

to work, and the most likely situation is that both issues are enforcing one another. However, since our data do not allow eliminating possible effects in the last
mentioned direction, the implied causality will remain as described, at the cost of
reduced strength of the model.

The apparent preferences of female employees concerning work family arrangements probably cannot explain all the variance of trade unions’ agenda setting by
themselves. In the next sections, new theorems are developed in order to shed
some light on the agenda setting process, resulting in new hypotheses.

The Universal Declaration of Human Rights being the core of the FNV federation’s
vision, and its ideals concentrating on equality of people, solidarity, freedom, justice and durability43, it seems obvious that the FNV is in favour of collective bargaining that benefits every employee equally. This idea is called the equalising or
egalitarian principle. One type of equalising principle is the ‘fair innings’ argument
that everyone is entitled to a similarly long and healthy life (Cookson and Dolan
2000). In other words, it is considered fair that, irrespective of their background,
all people receive similar benefits (‘innings’). Translated to the field of the workfamily balance, this implies that every employee covered by a collective labour
agreement is entitled to a similar package of work-family provisions. One may
therefore assume that trade union negotiators will not exert strenuous efforts to
improve work-family arrangements in a specific collective labour agreement that
already has beneficial provisions, since that would only increase the gap between
employees covered by this CLA and employees covered by CLAs that include less
favourable work-family provisions. Therefore, the content of the preceding CLA
must be taken into account when trying to explain unions’ agenda setting. Depicted graphically as a longitudinal picture, shown below in Figure 4.1, the preceding CLA precedes the bargaining agenda, which in its turn precedes the current CLA. Note that this figure is not intended as a causal model but a historical,
or chronological model.

43

Source: http://www.fnv.nl/wiezijnwe, consulted on December 27th, 2006.
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CLA0

Agenda

CLA1

Figure 4.1. A time-line representation of CLA development.

CLA0 is the set of CLAs that chronologically precede the bargaining agenda,
whereas CLA1 is the collection of CLAs that are the result of the collective bargaining. This may help envision hypothesis 6.

Hypothesis 6: The more work-family provisions in the preceding CLA, the
fewer work-family proposals are included in the agenda of the trade union
bargaining for the next CLA.

One could object that, given the theory of path dependency, it would me more
logical to assume the opposite hypothesis. If the previous CLA comprised a large
number of work-family provisions, then this could be an indicator for the trade
union’s bargaining power, or perhaps the employer’s positive attitude with respect to work-family issues. In view of the relatively easy bargaining successes to
be achieved by the trade union in this situation, we could expect to see extensive
bargaining proposals on the union’s agenda. However, when taking the indexation
of the precise work-family score as described in Section 3.4 into account, it is obvious that the level of work-family provisions in a CLA cannot increase indefinitely. The maximum or ceiling value is 100. Thus, the ‘ceiling effect’, or ‘saturation effect’, inherently causes proposed improvements to CLA0 (i.e. proposals on
the union’s bargaining agenda) to be smaller if the precise work-family score of
CLA1 is relatively large.

Recommendations at central union level can be seen as guidelines for trade union
negotiators in setting up their agenda. Van den Toren (1996, 2001) has researched the impact of recommendations of the Foundation of Labour44 on CLAs.
His results show that, although the influence of the Foundation itself is modest,
the translation of their recommendations into the internal coordination policy of
the FNV federation heavily influences collective bargaining, for instance with re-

44
The Foundation of Labour (in Dutch: ‘STichting van de ARbeid’, or STAR) is a bipartite institution of
employers and trade unions, primarily giving advice on national employment policy issues.
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spect to wage setting and employability issues. This means that the content of
decentralised bargaining agendas is determined by recommendations at central
union level.45

Van Houten (2004) has investigated the effects of two policy documents of the
Foundation of Labour on the decentralised bargaining agenda of the CLA ‘Metalektro’, the sectoral CLA of the Dutch metal industry. The documents, ‘Agenda 2002’
(drawn up in 1997) and ‘Er is meer nodig’ (drawn up in 2000), consisted of central recommendations for collective bargaining issues. Interviewing six experts
who were closely tied to shaping the Metalektro CLA gave Van Houten insight
into, on the one hand, the importance of each item of both policy documents, and
on the other hand, the importance of each item on the CLA’s bargaining agenda.
For each collective bargaining item, Van Houten used a T-test to test the difference between the central recommendations and the bargaining agenda. He confirmed that for most of the items, the difference is not significant. In other words,
central recommendations are copied into decentralised bargaining agendas.
Therefore, hypothesis 7 reads as follows.

Hypothesis 7: If work-family issues are included in central recommendations, the likelihood of work-family issues on the trade union’s CLA agenda
increases.

An important observation in relation to the influence of central recommendations
is that negotiators often have their own personal agendas. During the span of
several years, they bargain with employers; and what cannot be achieved during
the negotiation rounds of one year, they try to achieve in the next year, or the
one after that. Nowadays, the FNV federation actually facilitates this form of negotiator strategising by letting negotiators remain in one branch of industry for as
long as they prefer, rather than the former system of changing negotiators’ CLA
package every one or two years. Although the old rotation system at FNV had the
advantage of giving negotiators a wide range of experience,46 the new one offers
them the opportunity to build a network, get to know bargaining parties, and in-

45
The FNV trade union federation publishes these central recommendations once a year, in September.
46

Source: M. van Klaveren, STZ Eindhoven, the Netherlands.
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fluence opponents slowly. An implication of this new system is that if central union policies change during this time, negotiators may be faced with having to
abandon their current agenda, in favour of concentrating on another theme. A
conflicting situation may arise when a negotiator is not willing to give up on years
of ‘pushing the employer in a preferred direction’; the hypothesised relationship
between central recommendations and decentralised agendas might be thwarted
by this phenomenon. If the analysis shows no significant relationship, the existence of negotiators’ personal agendas as described above may serve as an explanation.

In the previous section, a vertical or downward effect was discussed. However,
coordination processes also take place horizontally. Trade union negotiators usually do not operate alone, but to a certain extent, they confer and collaborate with
colleagues. This gives rise to the thought that negotiators who work in the same
industry, and are therefore professionally close, may share ideas more often than
those who work in different branches of industry. In other words, when two negotiators are part of the same ‘community of practice’, it is more likely that they will
put similar items on their agenda, irrespective of central recommendations, union
membership composition or the company they are bargaining with. Brown and
Duguid (1991), who were one of the first researchers to use the term ‘communities of practice’, stated in an article on organisational learning that most efficient
learning processes take place horizontally rather than through official training. In
communities of practice – small groups of professionals with similar jobs – knowledge is passed along much more efficiently. Their research concentrated on Xerox
repair technicians, who started out by learning about the machines they had to
repair from manuals. After a while, however, they encountered technical problems they could not solve with just the manuals. They thought up solutions themselves and passed this knowledge informally along to colleagues, thus creating a
shared knowledge database in the community of technicians. When translating
the concept ‘knowledge’ to ‘ideas’, Brown and Duguid’s finding may underscore
the possibility that trade union negotiators exchange information that is relevant
for their job, thereby possibly influencing each other with respect to what items
to include in their agenda. Hypothesis 8 reads as follows.

Hypothesis 8: CLA agendas from union negotiators operating within the
same community of practice are more similar with respect to work-family
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issues than agendas from negotiators from different communities of practice.

FNV industry
group

Number of
negotiators

Number
of CLAs

Manufacturing

40

Trade

11

165
34

Transportation

14

29

Services

11

19

Shipping

6

9

Farming

6

7

Education

1

4

Government

3

3

Arts

1

1

G&G

1

1

Metal industry

1

1

Metalectro

1

1

Packing industry

1

1

Printing

1

1

Public market

1

1

Sea service

1

1

100

278

Total

Table 4.1.Distribution of FNV industry groups in the sample, including average
agenda work-family scores.

The most obvious demarcations for the communities of practice in this dissertation are the boundaries of the specific FNV trade unions. Since there are fifteen
different FNV trade unions in the sample, negotiators belong to one of fifteen
communities of practice. However, since only five of the possible communities of
practice contain cases, one of which, FNV Bondgenoten, holds 92 per cent of the
cases47, this structure is less than ideal for determining the existence of communities of practice. Therefore, the sample will be subdivided into different types of
communities, defined by their respective fields of industry. The FNV calls these
fields ‘FNV bedrijfsgroepen’, which can be roughly translated to ‘FNV industry
groups’. The distribution of cases over the industry groups is better suited for
analysis, with six groups larger than five negotiators. In Table 4.1, the size of

47
The distribution is as follows: FNV Bondgenoten (256 cases), FWZ (10 cases), AbvaKabo (5 cases),
AOb (4 cases), FNV KIEM (3 cases).

88

A step back in time: the union’s bargaining agenda

each industry group is listed, both in terms of negotiators and in terms of the
number of CLAs.

When the four hypotheses are combined into one model, it has the following appearance (see Figure 4.2).

Central recommendations

+
WFb in CLA0

–

Agenda

+

Communities
of practice

+
Share of female
employees/young parents

Figure 4.2. The theoretical model of factors related to the bargaining agenda.

The trade union agenda is the central element, and the dependent variable is the
extent to which work-family items have been included in it. There are four different factors hypothetically influencing the agenda: the central recommendations,
in a top-down way; the union members, in a bottom-up way; communities of
practice, which can be said to have a horizontal effect on the agenda; and the
work-family balance (WFb) in the preceding CLA. It is quite likely that the media
and public opinion affect the first three mentioned factors, so they are not entirely independent factors, but since no direct connections between them are suspected, the model will be tested as it is.

Other factors that may explain specific union agenda setting with respect to workfamily issues include structural wage increases in the CLA, sector type, economic
growth, gender of the negotiator, and CLA size, as has been explicated earlier in
Chapter 3. Structural wage increase is an indicator for the financial situation of
the employer, and if this situation is favourable, the employer may well use this
reserve for financing labour conditions like work-family arrangements. Yearly indexed economic growth may have a similar effect on the dependent variable. In
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times of growth, negotiators will likely make farther-reaching bargaining proposals than during times of recession. It is quite likely, however, that economic
growth positively influences wage increase; analysis will have to show whether
this is the case.

Negotiator’s gender may have an effect on agenda setting, following the idea that
female negotiators have a more direct feel for the need for work-family arrangements, being women themselves, and thus possibly more involved (Dickens
1998).

CLA size might have ambiguous effects: on the one hand, the larger the company
or branch of industry, the more members the union will have, on average, which
will create a larger social pressure to put work-family arrangements on the
agenda. This effect is amplified by media attention for this issue. On the other
hand, the expenses for the employer will probably rise as the number of employees covered by the CLA increases. If we assume that trade union negotiators
base their bargaining proposals on what they expect to be able to realise, they
might moderate their work-family proposals in case of large CLAs. This argument
is not very strong, however, because it is only valid for company CLAs, and because larger companies tend to have more resources available than smaller companies. Besides, in collective bargaining, negotiators expect to give in on some
proposals in order to be able to gain on others. Therefore, proposals are always
stated Thus, proposals that seem unreasonable at first glance are not uncommon.

Although the four hypotheses represent different theoretical points of view on the
central research issue, they will be tested in one empirical model. In the next
chapter, the sample, the variables and the test methods are described.

4.2

METHODS

In this section, I will describe the sample, how the agendas were coded, how the
independent variables were measured and which methods were used to test the
hypotheses.
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THE SAMPLE OF BARGAINING AGENDAS

The sample consists of 278 FNV agendas, related to the set of FNV negotiated
current CLAs as used in Chapter 3. The starting point is the selection of current
CLAs (CLA1 in Figure 4.1) that are contained in the DUCADAM dataset. The selection of current CLAs was made in 2004, and consists of as many distinct CLAs as
possible that are valid in 2003 and have a starting date in 2001 or later48. In
principle, every one of these CLAs can be linked to an agenda, a letter with union
proposals that was sent to the employer or employers’ organisation before the
negotiations took place. To be able to test the model, however, the agendas need
to be linked not only to the following CLA, but also to the preceding CLA (CLA0 in
Figure 4.1). Only in comparison to the level work-family provisions existing in the
preceding CLA can the strength of the proposals on the bargaining agenda be determined49. As illustrated in Figure 4.3, the selection of preceding CLAs (N= 598)
is smaller than the selection of following, or current CLAs (N= 769). The first reason for this is that some of the 769 recent CLAs have no preceding CLA – the
company or branch of industry has decided to agree on a CLA for the first time.
This is for example true for the Veronica broadcasting company. The second reason is simply lack of data; the relevant CLAs have not been coded by the FNV,
and are therefore not included in the DUCADAM dataset. This is for example the
case for the Tires and wheels industry. Thus, 171 CLAs in CLA1 have no complement in CLA0, which is illustrated in the bottom right corner of Figure 4.3. The
next step is to find all bargaining agendas that can be linked to both the preceding CLA0 and the current CLA1, on the condition that the agendas are available in
the FNV CAO-databank. For 320 CLA0-CLA1 pairs, no agenda information was
available, which means that the CLA0-agenda-CLA1 linkage could be made for 278
of the 598 CLA0-CLA1 pairs. In other words, the sample used in this chapter consists of 278 cases.

48

This is described in Section 3.2.

49

Procedures and calculations will be described in more detail in the next section.
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CLA0 (N=598)

Agenda (N=278)

N=278

CLA1 (N=769)

N=278

N=278

N=320

N=320
N=171

Figure 4.3. Restricted availability of CLA and agenda data resulting in an agenda
sample of N=278.

The DUCADAM dataset is organised in such a way that each case is a unique CLA.
The 2003 CLA of the Rabobank is a different case from the 2002 CLA of the
Rabobank, for example. For the analysis in this chapter, though, the two CLAs
need to be connected with each other and to the variables pertaining to the
agenda, in such a way that each case contains variables about CLA0, the agenda
and CLA1. Another reason for the necessity of this linkage is that the dependent
variable, the proposed improvement of work-family provisions, is defined on the
basis of both the contents of the preceding CLA and of the bargaining agenda.
This is described in more detail in the next section. Thus, I have transposed the
original DUCADAM dataset by moving the group of preceding CLAs (CLA0) before
the group of recent CLAs (CLA1), after which data on work-family agenda proposals were added. Each case now consists of an agenda and two distinct CLAs that
have the same name but different, consecutive validity periods.

0
Sea service
Packing industry
Printing
Arts
G&G
Public market
Government
Education
Farming
Shipping
Services
Transportation
Trade
Manufacturing

50
1
1
1
1
1
1
3
4
7
9

100

150

200

Number of agendas in each
FNV industry group

19
29
34
167

Figure 4.4. Frequency distribution of agendas (and CLAs) per FNV industry group.
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As has been stated before, the ‘FNV CAO-databank’ was used to collect information about work-family proposals in the agendas. A name-by-name search based
on the 598 CLA names yielded 278 distinct agendas. The distribution of these
agendas, which relate to the years 2001 to 2003, can be seen in Figure 4.4; the
distribution is shown per FNV industry group. This is a representative sample of
agendas in the Netherlands since each industry group is represented to an equal
degree. The number of agendas per branch of industry in the sample correlates
almost perfectly with the number of CLAs per FNV industry group in the DUCADAM dataset (r= 0.988). This implies that the method of selecting the bargaining agendas did not result in a selection bias with respect to how well represented
the branches of industry are.

SCORING THE AGENDA – THE DEPENDENT VARIABLE

In the previous chapter, all FNV negotiated CLAs were scored on the extent to
which work-family arrangements are integrated in the CLA. This score was called
the ‘precise work-family score’. Depending on how potentially beneficial the workfamily provisions are to the employee, the CLA is scored from 0 to 100, 0 being
the precise work-family score least beneficial to employees. An exact account of
the computation of this score is given in Section 3.4.

The objective of this chapter is to explain the contents of the bargaining agenda
with respect to work-family arrangements, so we must create a measure for this
too. The question that must be answered in order to measure the dependent
variable is: how much does the union want to improve the work-family provisions
in the CLA? Or, in other words: how much does the agenda add to the precise
work-family score of the preceding CLA, in the hypothetical situation that all proposals on the agenda were fully met by the employer? To arrive at the answer to
this question, I compute the fictitious precise work-family score of CLA1 if all proposals on the agenda were fully realised into the CLA, and subtract the precise
work-family score in CLA0 from that. This is the mathematical definition of the
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dependent variable, which is called the ‘Agenda work-family score’.50

For in-

stance, if the precise work-family score in the preceding CLA were 23, and realising all agenda proposals made the score in the new CLA 29, then the agenda
score would be 6. Intuitively, it may seem logical that the agenda work-family
score and the precise work-family score of CLA0 (the variables from hypothesis 6)
are correlated, since the latter is used to compute the first. In theory, however,
the only implication is that a high work-family score of CLA0 cannot generate a
high agenda work-family score. To be precise, the sum of both scores cannot exceed 100. Otherwise, all combinations of values for these two variables are possible, without any precondition as to which value should necessarily be the larger
one. Obviously, this does not automatically imply a correlation. Still, if a relatively
sizable share of work-family scores of CLA0 were large, the empirical validity of
the model would suffer damage, because then the associated agenda work-family
scores would necessarily be small. In the sample, however, less than 5 per cent
of the cases has a work-family score of CLA0 of more than 35, and the largest
value is no larger than 59. Thus, there is no methodical reason to assume beforehand that the work-family score of CLA0 and the agenda work-family score are
correlated. The scattergram in Figure 4.5 may illustrate this, coupled with the fact
that the correlation coefficient equals only –0.11 (non-significant).51

50
Another interesting object of research for which this variable can be used would be to determine the
level of bargaining success of the trade union. Comparing the agenda work-family score to the workfamily balance score of CLA1 would then be illustrative.
51
From the scattergram, it also becomes apparent that non of the agenda work-family scores is negative. In other words, no union proposals for deterioration of work-family provisions (which might possibly seem reasonable if there were no employee demand for this type of provision) are made.
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Figure 4.5. Scattergram of the work-family score of CLA0 and the agenda workfamily score.

The agenda work-family score is the sum of five sub-scores; one for each of the
five types of work-family provision. These are part-time provisions, childcare provisions, parental leave provisions, maternal leave provisions and paternal leave
provisions. Since bargaining agenda items are generally not described in such detail as the items in the collective agreement, it is more difficult and sometimes
even arbitrary to code the exact proposals in the bargaining agendas. For instance, a proposal to improve the paternal leave provision in the CLA could mean
an extension of the number of leave days, or the decision to continue pay during
leave, or a combination of these. It cannot be deduced how much improvement
the union negotiator had intended, even assuming that the mentioned negotiator
had an exact idea about this in mind. It is feasible to determine the type of proposal, however, and based on this, it is possible to attribute points to a bargaining agenda. Three different types of proposal are discerned. These are:

1. Proposals for the introduction of a new work-family provision into the CLA;
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2. Proposals for examining possibilities of introducing a new work-family provision into the CLA, or for improvement of an existing work-family provision in the CLA;
3. Proposals for bringing the work-family provision of the CLA up to the level
of what either the Work & Care Act (WA&Z) or the Working Hours Adjustment Act (WAA) prescribe.52

The idea is for each work-family provision that is mentioned in the bargaining
agenda to determine the type of proposal, and based on the type, add a number
of points to the running total of the agenda work-family score. In Table 4.2, the
amounts of points are listed that are added to the agenda work-family score, depending on the type of proposal (new, improvement of law) and the type of workfamily provision (part-time, childcare, parental leave, paternity leave or maternity
leave provision). The calculation for the type ‘improve to the level of the law’ is
slightly different from the first two, because one has to take the initial workfamily score into account.

Part-time

New
Improvement
Law

Childcare

Paternity
leave

Parental
leave

Maternity
leave

+10

+10

+3

+5

+5

+3

+3

+1

+1.5

+1.5

+15-CLA0;Pt

n.a.

+5-CLA0;PtL

+11-CLA0;PrL

+8-CLA0;ML

Table 4.2. Allocation of points to compute the agenda work-family score, divided
by type of work-family provision (columns) and type of proposal (rows).

For instance, if a new part-time provision is proposed, 10 points are added to the
agenda work-family score. If the CLA already included a part-time provision, and
an improvement is proposed, 3 points are added to the agenda work-family
score.53 If a proposal involves improving the part-time provision up to the level of

52
Putting this kind of proposal on an agenda makes sense when realising the explicit statement in this
law that CLAs are not bound by it in every aspect. For instance, the Work & Care Act states that female employees are entitled to six weeks of fully paid pregnancy leave, but also that social partners
may deviate from this in their CLA by agreeing on a shorter period.
53
Improving an existing work-family provision is considered less progressive than creating a workfamily provision that was previously not included in the CLA, and therefore receives a lower score.
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the Working Hours Adjustment Act, whether or not the provision was included in
the CLA before, 15 points are added to the agenda work-family score, after which
the sub-score for the part-time provision in the preceding CLA (CLA0;Pt) is deducted. This amount of points corresponds to the proposed improvement of the
part-time provision. Note that the amount of 15 points is not arbitrary: this is the
precise work-family score for the sub-item ‘part-time provisions in the CLA’ when
the provision is included exactly as formulated in the law. Obviously, no points
are added to the agenda work-family score if no proposals for introduction or improvements are done. Similar calculations to the above-mentioned are valid for
the other four work-family provisions, with the exception of improving childcare
provisions up to legislation standards, since the law on childcare only took form in
2004. The difference between 10, 5 and 3 points for the first and second type of
proposal reflects the difference in points attributed to the sub-scores of the precise work-family score introduced in Chapter 3, since the relative weight of each
sub-item should be the same for the agenda work-family score as for the precise
work-family score.

Many trade union bargaining agendas contain propositions on part-time constructions for older workers. Although these can be interpreted as part-time regulations for a specific target population, they are not intended to help women – or,
more broadly, parents with young children – combine work and family life. Since
the central issue in this dissertation is the work-family balance rather than the
work-life balance, part-time provisions for older workers are not included in the
agenda work-family score.

OPERATIONALISATION OF THE INDEPENDENT VARIABLES

As in Chapter 3, the share of female employees covered by a CLA is estimated by
the share of female employees in the branch of industry, this being the closest
approximation possible. This is operationalised as the number of women working
within a SBI-2-digit-level branch of industry, divided by the total number of
workers within the SBI-2-digit-level branch. These data are obtained from Statistics Netherlands/STATLINE. After assigning one of the SBI-2-digit-level branch
codes to each collective labour agreement, the share of female employees that
corresponds to that SBI-2-digit-level branch is attributed to the CLA.
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The computation of the precise work-family score in the preceding CLA is identical
to that of the current CLA. The description of this variable can be found in Section
3.4.

As mentioned before in subsection ‘FNV policy formation’ in Section 2.1, the
document with central recommendations that are supposed to be leading for FNV
union bargaining agendas is known as the ‘FNV Arbeidsvoorwaardennota’. This
document typically consists of four sections: an introduction that describes the
relevance of the trade union’s bargaining topics, a section about the union’s wage
claim, a few pages in which the union’s main bargaining issues for the coming
year are explained, and a section about several less important side issues for the
bargaining agenda. The main issues are deemed the most important bargaining
stakes for the coming year and are expected to be incorporated in all bargaining
agendas at decentralised levels, while the side issues are also important but need
only be included in bargaining agendas if negotiators expect it to be relevant issues for the collective agreements they are bargaining over. Issues can include
work pressure, labour market participation, employee voice, the work-family balance, and so forth.

Including the FNV Arbeidsvoorwaardennota in the analysis generates two potentially problematic issues, however. First, the extent to which the work-family balance is included in FNV Arbeidsvoorwaardennotas is difficult to measure, because
their content is rather broad and unspecific. Second, since the bargaining agendas in the sample originate from only three distinct years, researching the influence of the FNV Arbeidsvoorwaardennota on these agendas implies that only
three Arbeidsvoorwaardennotas can be used and scored, resulting in three distinct values for this variable. Still, we deemed it important to include FNV central
recommendations in the analysis, principally because of their theoretical influence
on bargaining agendas. If the results of the analysis with respect to this variable
turn out to be ambiguous or non-significant, the question of central recommendations’ effects will be put to trade union negotiators, through interviews.

Depending on whether the work-family balance is a main issue or a side issue, or
perhaps not an issue at all, the importance of the work-family issue in central
recommendations will be characterised as great, medium or zero, corresponding

98

A step back in time: the union’s bargaining agenda

to scores of 2, 1 and 0 respectively. In FNV central recommendations, the workfamily balance issue is treated as a single topic; specific work-family arrangements, like parental leave provisions, are dealt with only in the following, decentralised bargaining processes.

The variables ‘FNV trade union’ and ‘FNV industry group’ mentioned in hypothesis
8 are measured at nominal level. They can take 5 and 16 different values, respectively. The values are listed in the Section 4.3, in Table 4.6 and Table 4.7.

The last four variables are the control variables. Structural wage increase is
measured at CLA level, and is computed as the total of the agreed wage increases
in the CLA, divided by the duration of the CLA in years. Note that data from CLA1
are used to compute values for this variable, rather than data from CLA0, since
the first-mentioned data give a more accurate picture of the current economic
situation in the sector than the latter. Economic growth is computed as the Gross
National Product (GNP) of the relevant year, divided by the GNP of the year before. ‘Relevant’ year means the year of CLA1. If the main FNV union negotiator
who bargained over the CLA, and thus who drew up the bargaining agenda, is a
woman, the variable ‘negotiator’s gender’ is 0; it is 1 in case of a male negotiator.
The last control variable, CLA size or the number of employees that are covered
by the CLA, is obtained from the DUCADAM dataset.

TEST METHODS

Five different models will be tested, the first consisting of just the variables of hypothesis 5. Models 2 to 4 each consist of the variables of the previous model, extended with one independent variable. In other words, in model 2 hypotheses 5
and 6 will be tested simultaneously, in model 3 this is true for hypotheses 5, 6
and 7, and in model 4, hypotheses 5 to 8 are tested. Finally, in model 5, the control variables are added. There is no obvious reason for this order of testing,
other than following the graphical model in a clockwise way. However, using different orders of model building yielded similar results in terms of strength and
significance of the factors.
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The first objective of this chapter is to explain a score that reflects the number
and extensiveness of work-family items on trade unions’ agendas, by looking at
the share of female employees that are covered by a CLA. The analytic procedure
used to test model 1 is OLS regression.

The level or extent of work-family provisions in the preceding CLA, as described
in hypothesis 6, will then be added to the analysis, generating model 2. This will
also be tested using OLS regression.

Hypothesis 7 is the next step in the building of the model. The importance of
work-family issues in central recommendations will be related to the content of
the agenda’s negotiated in 2001 to 2003, once more by means of OLS regression.

The communities of practice from hypothesis 8 receive a slightly different treatment. First, cluster analysis was used to determine whether specific trade unions,
or, at a more decentralised level, FNV industry groups, form natural clusters. The
cases were labelled by the variable ‘agenda work-family score’. If the clusters
turned out to approximately overlap with the different trade unions or FNV industry groups, then that would be a clue that agendas are similar within communities
of practice, but dissimilar between them. In other words, the specific trade union
or FNV industry group would have an effect on the dependent variable. However,
cluster analysis yielded unsatisfying results54, so a series of T-tests was performed to measure differences between average agenda work-family scores, first
between trade unions and then between FNV industry groups. A significant difference between the average agenda work-family scores of trade unions X and Y
would suggest that these trade unions have set different priorities with respect to
work-family issues. The sub-section ‘Descriptives of independent variables’ in
Section 4.3 will show that differences do appear to exist, so dummy variables of
the communities of practice that consist of more than five negotiators will be created. These dummy variables are of the type ‘Does the negotiator work in industry group X (yes/no)’, and they will be added to the regression analysis in model
4, in order to confirm the hypothesis about communities of practice and the
spreading of ideas. The industry groups that consist of more than five negotiators

54

For details, see Appendix 4.1.
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are Shipping, Manufacturing, Services, Trading and Transportation. The remaining
industry groups put together (eleven in total) will serve as the reference category.

Trade union negotiators are clustered within trade unions, which can be considered as distinct entities themselves. An obvious method of analysis to research
multi-layered empirical structures is multilevel modelling, which takes account of
these different layers. However, for multilevel modelling to make sense, the
number of groups should be sufficiently large (e.g. 25), as well as the number of
cases per group (Snijders and Bosker 2000, Chapter 10). As will become clear in
Section 4.3, there are only seven trade unions containing more than one case
represented in the sample. Therefore, regression analysis will be used instead of
multilevel analysis.

Finally, structural wage increase, gender of the negotiator, and CLA size are
added to the model. Economic growth is left out of the model because the correlation between economic growth and structural wage increase turns out to be
large (r= 0.47) and highly significant. The reason for choosing structural wage
increase over economic growth is that it has more variation. See Appendix 4.2 for
details.

Since the large majority of employees in the manufacturing industry are male, it
is possible that interaction effects may exist between the independent variables
‘share of female employees’ and ‘industry group manufacturing’. A similar notion
can be voiced for the trading sector, which employs relatively many women.
Therefore, a correlation matrix of all independent variables is included in Appendix 4.3. It turns out that none of the correlation coefficients is larger than 0.50,
which suggests that it is safe to include all variables in the same analysis.

4.3

RESULTS

This section is divided into three sub-sections. In the first sub-section, statistical
information is provided on work-family arrangement proposals as they are formulated on trade unions’ agendas, followed by some descriptive facts about these
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proposals in relation to the actual work-family provisions, both in the preceding
and in the following CLA. In the second sub-section, descriptive data on the independent variables is summarised and tabulated, intended to give the reader an
insight into the steering factors in the agenda formation process. In the last section, data on the agenda work-family scores and the independent variables are
combined to come up with answers to the four hypotheses.

BARGAINING AGENDAS’ CONTENTS

158 of the 278 agendas have proposals in them to implement or improve workfamily arrangements. Of these 158 agendas, just over half include proposals on
childcare arrangements (see Table 4.3). In a slightly smaller number of bargaining agendas, parental leave proposals can be found, while the remaining three
types of work-family balance arrangements exist in around 50 agendas each.

The issue of increasing the level of work-family balance provisions up to the level
described in the part-time law (the WAA) is addressed in only three agendas. The
Work & Care Act is a much more prominent subject on the agenda: increasing the
quality of work-family arrangements to match the level described in this act is
addressed in 29 agendas.

Work-family provision

Incidence in
agendas

Working part-time

42

Childcare provisions

80

Paternity leave

53

Parental leave

71

Pregnancy and maternity leave

47

Table 4.3. Distribution of work-family provisions on the trade unions’ agendas.
The numbers refer to the number of agendas in which mentioned provision is included.

The absolute improvements that trade unions wish to make are, on average,
small. On a scale from 0 (no work-family balance arrangements in the CLA) to
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100 (best possible work-family balance arrangements in the CLA), most proposed
improvements lie around 3 to 5 points, with a few exceptions of up to 37 points.
The average agenda work-family score is 5. Still, in a substantial group of agendas, improvements of about 25 points are proposed.

150

131

125

Number of agendas that include proposals for
improvement of w ork-family provisions

100
63

75
50

1

[20,22>

[22,24>
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1

0

0

2

1
[36,38]

1

[34,36>

3

[32,34>

0

[30,32>

1

[18,20>

15
2

[16,18>

12

[14,16>

2

[12,14>

3

[28,30>
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[26,28>

[24,26>

[8,10>

[10,12>
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[4,6>

[2,4>
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0

Figure 4.6. Trade unions’ work-family provision proposals for improvement. Each
bar of the histogram depicts the number of agendas whose agenda work-family
scores fall in the relevant range. Ranges include [0,2>, [2,4>, [4,6>, et cetera.

A complete distribution of agenda work-family scores is given in the histogram in
Figure 4.6. The leftmost histogram bar ranges from 0 to 2 and has a magnitude
of 131, which means that of the 278 bargaining agendas, 131 have an agenda
work-family score of at least 0 but less than 2.

What has become of the proposals for improvement, when looking at the resulting CLAs? In 6 of the 158 agendas that include proposals for improving workfamily provisions, the precise work-family score actually deteriorated slightly after
the bargaining over CLA1 was concluded. In exactly half of them (79 CLAs), no
change has taken place, and in the remaining 73 CLAs, actual improvements have
been accomplished.
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Figure 4.7. Histogram of work-family increase factors. The horizontal axis displays
the difference between the precise work-family scores of CLA0 and CLA1 relative
to the agenda work-family score. A negative increase factor implies a decrease.

The improvements of the precise work-family score between the preceding and
the current CLA are quite large: on average, they amount to 1.75 times the
agenda work-family score. This means that if, for instance, the agenda workfamily score of a bargaining agenda were 10, the improvement of the precise
work-family score of CLA1 compared to CLA0 would be 17.5 points. The value of
1.75, computed by subtracting the precise work-family score in CLA0 from the
precise work-family score in CLA1 and dividing it by the agenda work-family
score, is called the ‘increase factor’. In 37 of the 73 CLAs, increase factors of up
to 1 have been realised, and in the remaining 36 CLAs, the level of work-family
provisions in the collective agreement has been improved to well over what was
proposed in the union’s bargaining agendas. In the histogram of Figure 4.7, these
results are represented graphically. Note that the increase factors do not actually
confirm that the trade union has realised the exact bargaining proposals – only
that the precise work-family score of the collective agreement has increased.
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DESCRIPTIVES OF INDEPENDENT VARIABLES

In this section, some descriptive statistics on the independent variables of the research model are detailed, in the same order as the hypotheses.

In Table 4.4, descriptives are given of the two first independent variables. In the
first column, the related hypothesis number is listed. There is a wide variety in
the share of female employees per branch of industry, ranging from 4 per cent in
two CLAs in the metal industry to 79 per cent in the Welfare CLA. The distribution
of this variable is illustrated by the histogram in Figure 4.8.

N

Min.

Max.

Mean

Std.
dev.

H5

Share of female employees [0,100%]

272

4

79

28.7

13.3

H6

Precise work-family score in CLA0 [0,100]

278

0

59

15.0

12.4

Table 4.4. Descriptives of the share of women the work-family scores in the preceding CLA.

105

Trade Unions and the Work-Family Balance

160

146

140

Share of female
employees per CLA

120
100
80
60
37

40

36
26
16

20
2

8
0

1

70

80

Std. dev. = 13.35
Mean = 29
N = 272

0
0

10

20

30

40

50

60

Figure 4.8. Histogram of the share of female employees per CLA.

As can be seen in Figure 4.9, most of the precise work-family scores of the preceding CLAs lie between 0 and 30 points, with a peak at 0 points. These are the
CLAs that have no work-family provisions whatsoever. No clear statements can
be made about which branches of industry take good care of their employees
work-family-wise, although relatively many banks and insurance companies can
be found among them. The CLAs without work-family provisions appear not to
have much in common either, sector-wise.
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Figure 4.9. Histogram of the work-family score of CLA0.

Each year, the FNV trade union federation spends time in concert with employers’
organisations in the Foundation of Labour and with the government, in order to
draw up a list of recommendations that is passed on to all decentralised level FNV
trade unions. Recommendations are expressed in September, and take effect in
the next year. In 2001, the work-family balance was the most important element
in their recommendations. Two other issues main were addressed: schooling of
employees and reduction of work pressure (FNV 2000). In 2002, increasing individual employees’ voice and options in both time and schooling issues were the
union’s main objectives, with childcare, amongst others, as a secondary issue
(FNV 2001). And in 2003, three main issues could be discerned: the life career,
stimulation of disabled and unemployed people (re)entering the labour market,
and thorough reforms in pension systems (FNV 2002). As a less important issue,
again, childcare is mentioned. In Appendix 4.4, a table is constructed listing all
main and side issues of the central FNV recommendations. Translating these data
to numerical scores for each year yields the following results. In 2001, the workfamily theme is a core issue in the recommendations, resulting in a score of 2. In
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2002 and 2003, this theme has moved to a secondary position, which means
these years are given a score of 1. Table 4.5 lists these scores.

Year

Work-family importance score

2001

2

2002

1

2003

1

Table 4.5. The importance of the work-family issue in the FNV central recommendations.

As can be seen in Table 4.6, the distribution of trade unions is quite skewed. Most
bargaining agendas by far can be found with FNV Bondgenoten, which is understandable, since FNV Bondgenoten are responsible for bargaining over CLAs in the
manufacturing industry, and in that branch of industry, the majority of CLAs are
in force. The other four trade unions are rather small in comparison, although if
the number of employees covered is taken into consideration, the difference is
less severe. Still, these numbers imply that communities of practice based on FNV
trade union cannot be used in the analysis, since only two of the five trade unions
have enough (i.e. more than five) cases.

FNV trade union

FNV Bondgenoten

Number of
negotiators

Number of
agendas

83

256

FWZ

6

10

ABVAKABO

5

5

AOb

1

4

FNV Kiem

3

3

98

278

Total

Table 4.6. Trade unions in the sample.

This means that FNV industry groups will be the focus when constructing communities of practice. Using FNV industry groups as a community criterion yields more
suitable groups: six of them contain at least five negotiators. In Table 4.7, the
five largest groups will be selected for the analysis of models 4 and 5.
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FNV industry
group

Number of
negotiators

Number of
agendas

Average agenda
work-family score

Manufacturing

42

167

4.18

Trade

11

34

7.07

Transportation

14

29

2.55

Services

11

19

3.32

Shipping

6

9

3.33

Farming

5

7

Education

1

4

Government

3

3

Arts

1

1

G&G

1

1

Packing industry

1

1

Printing

1

1

Public market

1

1

Sea service
Total

1
100

a

1
278

n.a.

Table 4.7.Distribution of FNV industry groups in the sample, including average
agenda work-family scores.
a

This number is larger than the total number of negotiators mentioned in Table
4.6, because two negotiators conduct collective bargaining in two instead of one
industry group.

Preliminary T-tests show that between these five groups, a few significant differences exist55, which is reason to construct dummy variables for the groups, so
that regression analysis can be performed on them. The results of the analyses
will be described in the next section.

BARGAINING AGENDAS’ CONTENT EXPLAINED?

In the previous section, the content and the negotiation outcomes of trade unions’ agendas have been described with respect to work-family provisions. In this
section, we will try to explain the work-family balance of FNV agendas.

55

The results of the tests are listed in Appendix 4.5.
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Employees

Regression analysis shows that, contrary to expectations, the composition of covered employees in terms of gender does not appear to influence union negotiators’ bargaining agendas with respect to work-family provisions. As can be seen
in the top row in Table 4.8, the strengths of the effect of the share of female employees covered by the CLA vary between –0.077 and 0.056, depending on how
many other explanatory and control variables are added to the model. The coefficients are never significant, however. Hypothesis 5 must therefore be refuted.

H

5

Model

1

2

3

4

5

Intercept

3.63

4.56

7.78

13.12

15.82

Share of female employees

0.052

0.056

0.075

-0.077

-0.073

6

Precise work-family score of CLA0

7

Work-family balance in central recommendations

8

Industry group (reference categorya)

8
8
8

-0.108**

-0.154**

-0.183**

-0.179**

-0.134

-0.126

-0.148

Industry group = Shipping

-0.139*

-0.154*

Industry group = Manufacturing

-0.213*

-0.261**

Industry group = Services

-0.093

-0.119

8

Industry group = Trade

8

Industry group = Transportation

c

Structural wage increase (yearly average)

-0.038

c

Negotiator’s gender

-0.083

c

Number of employees covered by CLA
R2

0.052
-0.197**

0.013
-0.239**

-0.077
0.003

0.014

0.030

0.065

0.078

Table 4.8. Overview of the regression results. Dependent variable: the agenda
work-family score. The numbers in the first column (H) refer to the hypothesis
tested. c stands for control variable. a The reference category consists of all industry groups related to government or semi-government (education, government, arts, G&G and public market).
*significant at 10% level. **significant at 5% level.

These results are comparable to those in Chapter 3, where the share of female
employees could not empirically be linked to both the simple and the precise
work-family balance scores in the collective agreement. Now, as in Chapter 3, the
coarse level of measurement regarding the share of female employees may have
influence on the lack of correlation. Although a finer measurement, had it been
possible to use data at the level of the collective agreement, may have changed
the outcome, we cannot be positive.
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This raises the question if union negotiators are at all aware of non-members’
preferences with respect to work-family issues, and how they would come into
that kind of knowledge. It is only or at least primarily lay officials and union
members who bring about bottom-up coordination within trade unions, so the influence of female employees, who are more often than not a non-member, may
not reach very far.

Equalising principle: the preceding CLA

In all models, the importance of the preceding CLA becomes clear. The results are
significant at the 5% level and confirm the hypothesis: if the work-family provisions are already well worked out in the CLA, new proposals on the union’s
agenda are modest with respect to this topic. And, vice versa, negotiators tend to
propose a lot of improvements for the work-family balance in CLAs in which these
provisions are scarce. Viewed in a longitudinal way, this effect boils down to a
trade union strategy of first putting a lot of energy into introducing work-family
provisions into the CLA, and then, after this part has turned out to be successful
and these CLA provisions have been realised to a certain extent, reducing the importance of, and thus the time spent on of this issue.

Plotting the CLA’s precise work-family balance score against the agenda workfamily balance score yields the scatterplot displayed in Figure 4.10. The skewed
line represents the best linear fit line between the two variables. Clearly, the
cases that have a relatively high score on the y-axis are located in the left-hand
half of the graph, while cases that score relatively high on the x-axis are found in
the lower part of the graph. Most markers are situated in the lower left-hand corner, while none can be seen in the top right-hand corner. Together with the slanting best fit line, this illustrates the negative relationship between the extent to
which work-family provisions have been worked out in the preceding collective
agreement and the extent to which the work-family balance forms a central issue
on the trade union’s next bargaining agenda.
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Agenda work-family balance score
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Figure 4.10. Scatterplot of the Precise WFb score of the previous CLA and the
Agenda WFb score. N = 278.

The implication of this is that trade unions seem to have an ideal amount of workfamily provisions in mind, and they strive to achieve that goal equally for all CLAs
– the equalising principle. The remarkable thing is that they do so irrespective of
the employees covered by the CLA, which is illustrated by the fact that there is no
effect of female employees on the union agenda. One way to understand this is to
realise that a union negotiator who has achieved a good bargaining result within
company X in terms of initiating or improving work-family provisions, may want
to relax the agenda issue at Company X and try to create similar provisions within
other companies Y and Z instead, especially if the negotiator is of the opinion that
these companies do not have as generous work-family provisions. Methodologically speaking, having increased the precise work-family score of Company X’s
collective agreement, and having thus decreased the agenda work-family score of
the next bargaining agenda relating to Company X, it may be profitable to increase the agenda work-family score of Companies Y and Z whose collective
agreements do not have as high precise work-family scores as that of Company
X.
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Central recommendations

The central recommendations that the FNV issues each year in September appear
to be unrelated to the content of the decentralised trade unions’ agendas. The
analysis shows that the effect is negative, although it is not significant at 5% or
even 10% level. In the three models that incorporate the effect of the FNV Arbeidsvoorwaardennota, β hovers between -0.12 and -0.15 while the significance
level α varies between 0.10 and 0.15. If the results were significant, it would imply that a strong recommendation at central level leads negotiators to devote little attention in their agendas to this subject, and that if the work-family balance
were only a side issue in the central recommendations, negotiators would tend to
put it prominently on the agenda. This would contradict research results of Van
den Toren (1996, 2001) and Van Houten (2004), who both had strong reason to
assume that central recommendations affected decentralised agendas.

Even though the results concerning the influence of central recommendations are
not significant, it may seem odd that the effect itself is contrary to expectations.
As indicated in the methods section on the operationalisation of the independent
variables (Section 4.2), an easy explanation might lie in the fact that the FNV Arbeidsvoorwaardennota does not have a lot of variation in the values for the workfamily score: only the values 1 and 2, which could make the results unreliable.
However, it may be enlightening to observe the data a bit closer.

In Table 4.9, the data that concerns the relationship between central recommendations and bargaining agendas is shown. The CLA year refers to the time interval
of the starting dates of each CLA. The CLA year of the FNV runs from October 1st
to September 30th, which means that CLAs with any starting date between October 1st 2001 and September 30th 2002 are categorised in the CLA year 2002.
‘WFb score (Nota)’ refers to the Work-family score in FNV’s central recommendations (the FNV Arbeidsvoorwaardennota). The value ‘2’ in the top row means that
the FNV Arbeidsvoorwaardennota for the CLA year 2000, published in September
1999, includes the work-family balance as one of its high priorities. In order to be
able to place the development of agenda work-family scores in a wider time perspective, the work-family scores of the CLA years 1998 to 2005 are tabulated.
The numbers in the next column represent the agenda work-family scores, as an
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average over all agendas in the listed CLA year. The fourth column lists the number of bargaining agendas that were drawn up in the relevant year.

CLA
Yeara

WFb score
(Nota)

Agenda workfamily score

Number of
agendas

1998

1

1999

2

2000

2

2001

2

3.43

55

2002

1

4.38

69

2003

1

5.24

154

2004

1

2005

1

Table 4.9. Relationship between central and decentralised policy on work-family
issues. a A CLA year runs from October until October. For example, the CLA year
2002 starts on October 1st 2001 and ends on September 30th 2002.

Observing the column ‘WFb score (Nota)’, it appears that in 1999, the workfamily balance has first become a major rather than a minor issue for the FNV.
For three years, the item has been placed centrally on the FNV’s central recommendations, after which it became a side issue once more. The development of
the agenda work-family score shows only an increasing trend, starting in 2001.
Holding on to the assumption that the contents of bargaining agendas logically
follow the directives of the central recommendations, it would appear that there is
a time lag between these two. Figure 4.11 may help illustrate this point. The line
with the dark points shows the importance of the work-family balance on the FNV
central recommendations from 1998 to 2005. The line with the light points shows
the proposed work-family provision increase on the agenda, of which the values
in 2001, 2002 and 2003 have actually been measured, and the values in the
other years are assumed by the researcher. It would seem that the steering effects of the central recommendations have taken some time to reach the bargaining agendas at the decentralised level. An explanation for this phenomenon may
be that negotiators usually try to achieve their goals in periods of five to even ten
years, rather than during the short period of one set of bargaining rounds. This
implies that when a new FNV Arbeidsvoorwaardennota is introduced, the negotiator has not concluded his or her current bargaining issues yet, and may decide to
postpone pursuing the newly set central goals until his or her current issues are
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resolved. This assumption can be tested by adding three new variables to the
analysis: the work-family score of the FNV Arbeidsvoorwaardennota of the previous CLA year, the same score of two years hence and the one of three years ago.

Work-family balance score

6
5
4
3
2
1
0
1997

1998

1999

2000

2001

2002

2003

2004

2005

2006

Work-family balance score of the FNV Arbeidsvoorwaardennota
Average agenda work-family score, per year

Figure 4.11. Agenda work-family scores related to the work-family score in FNV
central recommendations.

Running this analysis yields no new strong effects or any significant results, however. The strength of the effect of FNV’s central recommendations for the previous year is close to zero (β=-0.052, α=0.517). The effect of the FNV Arbeidsvoorwaardennota dated two years before the relevant bargaining agendas could
not be measured due to lack of variation in this variable: all values are 2. The effect of the Arbeidsvoorwaardennota of three years before is slightly larger once
more, although it is not significant (β=0.126, α=0.103). Perhaps the results
would have been more enlightening if bargaining agenda data from more different
CLA years had been used; now, however, no clear conclusion can be drawn.
Rather than trying to collect, code and examine large quantities of new bargaining agendas, qualitative data analysis based on interviews with trade union negotiators will be used to shed light on the effects the FNV Arbeidsvoorwaardennota
might have on negotiators’ bargaining agendas. If this effect exists and whether
or not it suffers from a time lag is described in the next chapter.
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Communities of practice and control variables

In line with the expectations, the importance attached to the work-family issue by
negotiators varies across industry groups. It turns out to be important which industry group a negotiator works in, as can be seen in Table 4.8. In three of the
five large industry groups, an effect can be found. Remarkably, all of the effects
are negative. What this means is that the negotiators’ bargaining proposals for
improving work-family provisions in the collective agreement are relatively modest in these industry groups, when compared to proposals in the reference group.
This finding may be explained by realising that the reference group is composed
of government related branches of industry, traditionally a pioneer in the area of
‘social’ terms and conditions of employment. A simple listing of the means per
industry group shows that the mean work-family agenda score for the reference
group is indeed higher than each of the averages of the five industry groups. A
table with descriptive measures on work-family agenda scores can be found in
Appendix 4.6.

The similarity of agendas within one FNV industry group confirms the hypothesis
that ideas are shared more easily within communities of practice than between
them. It may be interesting to observe the analogy with employers within the
same branch of industry, who tend to copy ideas with respect to labour terms and
conditions. Trend setting and trend following behaviour, which usually takes place
within the boundaries of a branch of industry, may be another proof of the importance of communities of practice influencing the union’s agenda.

As can be seen in Table 4.8, none of the control variables play a significant role.
Structural wage increase, as an indicator for the financial slack the employer has,
was expected to positively influence the extent to which union negotiators made
demands through their agenda, but neither the regression analysis nor simple
bivariate correlation (r= -0.026) confirm this idea. Apparently, negotiators do not
take the employer’s financial situation into account when forming their agenda,
but rather concentrate on following central recommendations and creating a set
of work-family arrangements in the CLA that could be considered adequate for
the average employee. Whether this is indeed the case could be checked through
personal interviews.
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Interestingly enough, when a selection is made of cases in which the agenda
work-family scores are larger than zero (N= 154), gender does seem to play a
role (β= -0.24, α= 0.009). In these cases, female negotiators appear to attach
more value to the work-family issue than their male colleagues, which is translated into a higher agenda work-family score. It appears as if both male and female negotiators are aware of the importance of introducing work-family provisions into the collective agreement, but when it comes to expanding these provisions, it is the women who take the lead in collective bargaining. This is in line
with Dickens’ (1998) assertion that female negotiators will put more energy into
bargaining for work-family provisions than their male colleagues, because they
are of the same gender and therefore better understand women’s concerns and
working conditions, which leads to more effective collective agreements – at least
as far as the work-family balance is concerned.

The fact that CLA size shows no significant effect illustrates the idea mentioned at
the end of Section 4.1 that two, or even more opposing forces are in play. On the
one hand, a large CLA size may increase pressure on negotiators to make the
work-family issue a main item on the agenda; on the other hand, a large CLA size
may decrease willingness of employers to meet the agenda proposal because it
will mean increased costs.

4.4

CONCLUSIONS

When proposing and creating work-family provisions in collective labour agreements, unions do not appear to base their exact proposals on the share of female
workers covered by the CLA, as the concept of demand and supply would suggest. Rather, the emergence and improvement of these provisions seems to be a
large-scale, nation level development, propelled by unions in an attempt to set
universal work-family standards for employees in all business sectors. This is illustrated by the finding that work-family proposals are weak if the work-family
arrangements in the current CLA are good, whereas if these arrangements are
underdeveloped, negotiators make strong proposals. So, as hypothesised, the extent to which work-family provisions have been worked out in the preceding CLA
is an important factor influencing the work-family content of the agenda. Here, a
union policy is revealed to bring the work-family balance in each CLA to similar
standards, irrespective of branch of industry: the ‘equalising principle’. This is
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even more likely when considering the basic union prepositions of democracy and
equality: every employee should be treated alike, and no employee should fall
below or rise above a specific boundary of economic conditions. The same idea is
underscored by the World Bank in her latest World Development Report, in which
unions were stated to play an important role in the fair distribution of welfare
(The World Bank 2005). If trade unions actively execute the equalising principle,
and draw up their agendas with more an eye to the work-family balance in the
preceding collective agreement than to member or employee preferences, then it
increases the importance of internal horizontal and vertical coordination and decreases the significance of their rank and file.

The union attitude described above may very well explain why unions do not relate work-family issues on their decentralised agendas to the characteristics of
the employees covered by those decentralised CLAs. Terms and conditions should
be adequate in all business sectors, irrespective of the gender distribution. This is
called the ‘equalising principle’. The main advantage of this approach is that all
parts of the labour market remain attractive to women, and dynamic job flow will
not be hindered by a lack of satisfactory work-family CLA provisions. Whether or
not trade unions do indeed actively execute this ‘equalising’ principle will be researched closer by means of interviews with FNV negotiators. Chapter 5 describes
the results of these interviews.

There may not be much difference between FNV trade unions concerning the goal
to create satisfactory labour market-wide work-family provisions; there are differences in the magnitude of the proposals they make. The marked differences in
attention for work-family issues between the FNV industry groups points to the
existence of communities of practice within the entire FNV union, defined by the
boundaries of industry groups. Negotiators who operate in the same field tend to
‘borrow’ ideas from one another; at least where the work-family balance is concerned. This is the ‘borrowing principle’. The same can be said for employers
within one branch of industry, who sometimes look to one or more organisations
that make innovative labour conditions (trend following behaviour).
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4.5

DISCUSSION

The chapter started out with the evidence-based assumption that the primary
beneficiaries of work-family provisions are women, especially women who care for
one or more young children. It was assumed that a union bargaining agenda
would contain more work-family related issues if the CLA to which the agenda
was linked covered more women. However, for unions to be able to respond to
apparent women’s preferences, these women need to be a member of the union.
Only then can they exert direct influence on the content of the CLA they are covered by. Before and during the CLA negotiations, several member meetings are
held to which each member is invited. Moreover, members can express their
wishes through (online) questionnaires, they have the right to vote for or against
an agreement, and they can even become active board members, giving them
the opportunity to participate in collective bargaining. However, union members
interested in visiting member meetings and expressing their preferences are usually older, male employees. Therefore, trade union negotiators have fewer opportunities to take notice of preferences of female employees and include these in
their bargaining agendas.

This is a good illustration of a continual dilemma trade unions have to deal with.
On the one hand, unions strive to achieve satisfactory wage and working conditions for everyone, whether they are union member or not. The government, with
the public interest in mind, also makes recommendations along these lines. On
the other hand, a union is essentially an association with members whose interests they support. It would sound logical that unions work primarily for their
members, who pay union contribution.

The lack of correlation between the share of female employees and work-family
items on the union agenda may seem partly explained, but it is still unclear exactly how trade union negotiators deal with female employees’ preferences. This
issue may be scrutinised in more detail by interviewing FNV negotiators. In the
next chapter, interview data are used to shed more light on the negotiator’s role
in the CLA formation process.
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In this respect, it will also be interesting to find out how negotiators react to the
yearly central recommendations of the FNV trade union federation. To what extent and within how much time will they adjust their agendas to these recommendations? What happens when central recommendations conflict with a negotiator’s personal goals; will the negotiator still pursue his or her own goals, adjust
them or entirely follow the recommendations?

The horizontal coordination between negotiators within a trade union or within a
industry group may not be the result of negotiators influencing one another, but
of union policies at the level of the distinct trade unions, which steer negotiators.
There may be guidelines, specific for the industry group that negotiators operate
in, which they follow. This would imply that agenda work-family scores do look
alike, as concluded in Section 4.3, but it would not necessarily corroborate the
idea of communities of practice behind it.

As a final discussion point, one may remark that since unions try to create balanced work-family provisions in the labour market, so that all employees can
more or less achieve a comparable work-family balance, a more logical dependent
variable would be the resulting CLA as the unions would like to see it. In other
words, what the new CLA would look like if all union proposals were fully accepted
by the employer or employers’ association. Analysis with this dependent variable
yields very similar results as those that have been described in this chapter, however.
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5 DIGGING DEEPER: NEGOTIATORS’ VIEWS
In Chapter 3, it was concluded that factors influencing trade union behaviour with
respect to work-family issues could not be deduced satisfactorily from collective
labour agreements, since these agreements are also affected by the input of the
employer. In Chapter 4, trade union bargaining agendas were researched instead.
Four conclusions were drawn in this chapter: the share of women covered by a
CLA and the extent to which work-family provisions have been included in the
bargaining agenda are not correlated (1); the state of work-family affairs in the
preceding collective agreement affects trade unions’ work-family agenda for the
new CLA (2); the exact role of the union’s central recommendations is yet unclear
(3); to some extent, the specific trade union within which the bargaining agenda
is drawn up determines the content of the agenda (4). These conclusions, while
shedding some light on agenda setting processes within trade unions, also generate new questions. For each of the four themes, I will summarise the conclusions
and pose the new questions.

MEMBERS VERSUS NON-MEMBERS

As in Chapter 3, the first analysis in Chapter 4 was run by using the share of female employees covered by the CLA as an independent variable, but without significant results. The original assumption that a larger demand for work-family
provisions results in a larger supply of these provisions, or at least trade unions’
effort to supply, is either incorrect or too simplistic. The lack of correlation can be
understood by realising that although a large share of female employees likely
increases the demand for female-friendly provisions, it also increases the costs
for the employer, who, as one party at the bargaining table, might therefore be
less inclined to accept unions’ proposals for fuller-fledged and more expensive
work-family provisions. Still, it seems likely that unions tune their agendas to the
preferences of employees, or at least those that are union members, since unions
are expected to maximise their members’ utility (Ulph and Ulph 1990). This implies that we should find a relationship between the share of women covered by
the CLA and work-family items on the union’s agenda.56 The results from Chapter
4 do not confirm this, however, so the question arises how trade unions, and in

56
Data on female union membership at CLA level was unfortunately not available at the time of this
research.
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particular the union negotiators, are affected by the preferences of their members. Another interesting issue concerns the extent to which and the way negotiators distinguish between members’ and non-members’ preferences when drawing
up their agenda. If unions are seen as political organisations, serving the needs of
heterogeneous members and potential members alike (Booth 1984, Booth 1995b,
Naylor and Cripps 1993), then issues benefiting both members and non-members
should have a place on the agenda (Lowe and Rastin 2000).

THE PRECEDING CLA

The amount of work-family provisions in the preceding collective agreement is
negatively correlated with the importance attached to work-family issues on the
bargaining agenda. If a CLA has well worked-out work-family arrangements, then
there is little need for trade unions to put the item foremost on their agenda;
equally, if the work-family arrangements in a CLA leave much to wish for, the
item will take a prominent place on the union’s agenda. From this result, it was
concluded in Chapter 4 that trade unions have an ideal package of work-family
provisions in mind, and that they strive for a situation in which this package is
included in each collective agreement they bargain over, irrespective of the exact
distribution and preferences of employees covered. The fact that there are a
number of CLAs that have precise work-family scores far above average may be
due more to the employer than to the union. The question is whether these conclusions are justified. Is it indeed trade unions’ policy – at least the policy of FNV
– to create satisfactory work-family conditions in all CLAs they bargain over? And
although this objective seems unconnected with preferences of covered employees, can we be sure that this is indeed the case? What is trade unions’ negotiators’ perspective on these issues? The expectation is that negotiators will continue
bargaining over specific work-family arrangements when they feel that these arrangements have not yet been implemented in the CLA to their full satisfaction.

CENTRAL RECOMMENDATIONS

The central recommendations that the FNV trade union association issues forth
each year, called the ‘FNV Arbeidsvoorwaardennota’, are assumed to provide its
negotiators with input for their bargaining agendas. This is what Traxler (1994)
called direct coordination. Quantitative analysis on 278 bargaining agendas does
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not confirm this assumption, however; at least, not with respect to work-family
issues. An explanation for this unexpected finding could be the fact that the variable ‘The importance of the work-family issue in central recommendations’ has
little variation: either 1 (for bargaining agendas which were drawn up in the years
2002 and 2003) or 2 (for bargaining agendas which were drawn up in the year
2001). This was the main reason to exclude central recommendations from the
analysis in Chapter 4. Still, common sense dictates that recommendations at central union level are likely to be used as guidelines for negotiators at decentralised
levels, when establishing their bargaining agendas. Perhaps negotiators do not
follow these guidelines to the letter or in all respects, but it seems implausible
that central recommendations should have no influence on decentralised agenda
setting. Thus, the question is whether and how FNV negotiators let FNV central
recommendations steer their agenda setting processes. Does variation exist in
how negotiators deal with this, and what do they do when recommendations conflict with their own ideas about agenda setting?

COMMUNITIES OF PRACTICE

The T-tests for difference between means, performed in Chapter 4, showed that
in several instances, there were significant differences between the mean values
of work-family agenda scores of distinct industry groups. For instance, in the FNV
industry group Trade, an average work-family agenda score of 7.07 was measured, which is significantly more than the score for the industry group Transport
(2.55; α= 0.017). Subsequent linear regression showed that four of the five industry groups had an impact on the dependent variable: in Shipping, Manufacturing, Services and Transport, agendas tended to have low work-family agenda
scores compared to the reference category. It was concluded that the specific
market sector in which a union negotiator operates has an influence on the importance attached to work-family issues, at least if we take their bargaining
agenda as evidence. There may be sector specific targets negotiators pursue, and
negotiators may be influenced by colleagues who work in the same sector, as far
as the importance of work-family provisions is concerned. This form of trend following is also known to exist among employers, who look to innovative, trend
setting companies when deciding on new labour policy courses to follow. Visser
(2004), for instance, refers to the process of trend-setting and trend-following
behaviour in wage bargaining, where implicit coordination and some form of in-
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formation exchange could lead to countries or branches of industry copying one
another’s policy with regard to wage setting. Trade union negotiators may work
as a catalyst in this process, by pointing out to employers they bargain with that
these employers cannot stay behind when other companies in the same branch of
industry have already adopted certain provisions in their collective labour agreements. The following questions now bubble up: does this form of idea sharing or
copying indeed exist among trade union negotiators? Do they look at their colleagues’ agendas to find inspiration for their own bargaining agenda, and does
colleagues’ opinion about work-family issues matter to them in such a way that it
influences their own agenda?

FILLING IN THE BLANKS

In this section, the questions that have arisen from the research results in Chapter 4 are listed concisely.
1. The share of women covered by the CLA


To what extent do employee preferences affect negotiators’ agenda
setting?



Do negotiators distinguish between members’ and non-members’
preferences when creating the bargaining agenda?

2. The preceding CLA


Over the years, do bargaining objectives stay on the agenda until
they have been accomplished to the negotiator’s satisfaction?



Is it FNV’s policy to create satisfactory work-family conditions in all
CLAs they bargain over?



To what extent is this policy related to preferences of covered employees?

3. FNV’s central recommendations


Do FNV central recommendations affect FNV negotiators’ agendas,
and if so, how?



Does variation exist in how negotiators are affected?



What do negotiators do when recommendations conflict with their
own ideas about agenda setting?
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4. Colleagues


Does idea sharing or copying exist among trade union negotiators?



Do negotiators look at their colleagues’ agendas to find inspiration
for their own bargaining agenda?



Does colleagues’ opinion about work-family issues matter to them
in such a way that it influences their own agenda?

The figure below depicts the theoretical model as first formulated in Chapter 4.
The factors supposedly affecting the trade union negotiators’ bargaining agendas
are numbered in the same order as the numbered list above: ‘Employees’ symbolises the influence of union members and non-members on the agenda; ‘WFb in
CLA0’ stands for the influence of the level of the work-family balance (WFb) in the
CLA preceding the bargaining agenda; ‘central recommendations’ symbolises the
impact of central FNV policy on decentralised agendas; and ‘communities of practice’ refers to the hypothesis that fellow negotiators interact, learn from one another and copy ideas and agenda items. Note that there are no longer plus and
minus signs next to the arrows, because the research results from Chapter 4 indicate that for three of the four factors, the relationship with the agenda cannot be
confirmed (1), cannot be explained (3) or can only partially be found (4).

3. Central recommendations

2. WFb in CLA0

Agenda

4. Communities of practice

1. Employees

Figure 5.1.The theoretical model of factors related to the bargaining agenda.

The apparent underlying complexity of the model makes it difficult, if not impossible, to discover the processes that affect trade unions’ agenda setting. Part of
the problem may lie in the fact that the CLA and bargaining agenda samples are
so diverse. They cover all branches of industry, and the hypothesised effects of
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the model may become less visible if negotiators in one branch of industry operate differently than those in another. For instance, if negotiators and employers in
education attach more value to work-family provisions than negotiators and employers in the financial sector57, then taking these branches of industry together
in one analysis will blur the effect of the share of women on work-family provisions. In Chapter 4, I controlled for this by adding FNV industry group as an independent variable, which provided some indications for sector specific differences.
Lastly, the exact manner in which trade union negotiators deal with the FNV’s
central policy guidelines, preferences and needs of members and non-members
alike, and attitudes of colleagues, cannot be distilled from just the quantitative
data that the DUCADAM dataset provides. This is why interviews are necessary.

5.1

DATA AND METHODS

The selection of the DUCADAM dataset that consists of CLAs from 2001, 2002 and
2003 (the ‘CLA sample’, as used in Chapter 3), includes 217 distinct FNV negotiators, 60 of whom are female58. In Chapter 4, a further selection was made, consisting of all available bargaining agendas related to the CLAs from these years.
In this selection, the ‘bargaining agenda sample’, 98 FNV negotiators can be distinguished, 25 of whom are female. Eight interviewees were selected from this
group of 98 negotiators, to form the ‘interviewee sample’.

The interviewee sample was selected on the basis seven criteria. The most important reason to prefer a systematically drawn sample to a randomly drawn sample
is a preference for maximum variation with respect to important research variables. Especially in an interview setting with fewer interviewees than might be
statistically representative, this preference was considered important. The selection criteria, ranked from most to least important, are the following.
1. A large trade union size in terms of collective agreements bargained over;
2. Several negotiators from a few trade unions rather than one from each;
3. Both public sector and private sector negotiators should be present;

57

This example does not necessarily reflect reality, but is only given for the sake of the argument.

58

Each CLA can be linked to one FNV negotiator who bargained over this CLA; each FNV negotiator
can be linked to one or more CLAs he or she has bargained over.
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4. Negotiators having bargained over a collective agreement more recently
than others should be selected sooner;
5. Respondents bargaining over collective agreements covering both high and
low shares of female employees should be selected;
6. Idem in terms of high and low precise work-family scores;59
7. Negotiators having bargained over the preceding CLA should be selected
before negotiators not having done so.
The first two selection criteria are related to the negotiator’s specific trade union:
the negotiator sample needed to be representative with respect to the bargaining
agenda sample, as described in Table 4.6. Furthermore, it seemed better to select
more than one negotiator from only a few trade unions, rather than one negotiator from each union; this way, it would result in more detailed pictures of several
trade unions, rather than only one story per trade union. Thus, the three bestrepresented trade unions were chosen. These three trade unions are the AOb
(General Teachers Union) and the AbvaKabo FNV, both public sector unions, and
FNV Bondgenoten for the private sector. In Appendix 5.1, a complete list of all
FNV affiliated trade unions that bargain over CLAs is given. From this list, it becomes apparent that the three aforementioned trade unions are among the four
largest FNV trade unions in the Netherlands.

In the sample of 278 bargaining agendas, exactly one negotiator represented the
AOb. Therefore, no further selection criteria could be applied, and this negotiator
was invited to talk about the research issues of Chapter 5.
In the selection of AbvaKabo agendas, five negotiators were present. These were
ordered according to the recentness of their latest bargaining agenda. The criterion of recentness is used because negotiators are assumed to remember recent
history better than earlier events, which implies that they would be more able to
remember the backgrounds and motivations surrounding setting up the agenda.
The three most recent were then checked with respect to the fifth criterion. Since
they had bargained over collective agreements covering both high and low shares
of female employees, they were entered into the interviewee sample.

59
Negotiators working for the FWZ, a union for sea-faring employees and therefore obviously not
much involved in work-family issues, were excluded from the sample on purpose.
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To be able to select from the 83 distinct FNV Bondgenoten negotiators represented in the collection of 278 bargaining agendas, the agendas that were made
by these FNV Bondgenoten negotiators were divided into four categories, as
shown in Table 5.1.

FNV Bondgenoten

Share of female employees covered by the CLA

Precise work-family score
in the current CLA

High

Low

High (>50%)

2 (3)

3 (10)

Low (<20%)

5 (6)

6 (11)

Table 5.1. Number of FNV negotiators (and their bargaining agendas) in the bargaining agenda sample, categorised by share of female employees and WFb-score
in the CLA. A high WFb-score means ≥ 30 pts and a low score is ≤ 10 pts.

The two dimensions of the table are the share of female employees covered by
the CLA (which is the main independent variable), and the precise work-family
score in the current CLA (which is the dependent variable in the first empirical
chapter, Chapter 3). The share of female employees is divided into two categories: high (more than 50 per cent) and low (less than 20 per cent). These
boundaries are chosen based on the distribution of the share of female employees
over the existing CLAs. The precise work-family score is also divided into two
categories: high (30 points or more) and low (10 points or fewer). Theoretically, a
CLA can have the precise work-family score of 100, but since the highest score in
the sample is 53, and only 37 of the 278 CLAs have a score of at least 30, the
boundary of 30 is chosen for the ‘high’ category. One FNV negotiator was picked
from each category, based on the criterion of recentness of their bargaining
agenda.

When contacted and asked to participate in this research project, all trade union
negotiators turned out to be willing to cooperate. In Table 5.2, details of the eight
interviewees are given. The interviewee number in the first column will be used in
the rest of this chapter to make clear which negotiator has given certain statements. The second column lists the trade union they work for, followed by their
gender, the CLAs they have bargained over during the years 2001, 2002 and
2003, and the branch or branches of industry the CLAs can be situated in. The
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names of the exact CLAs can be found in Appendix 5.2. The next column shows
the duration of the latest CLA they had bargained over60. The column ‘Preceding
CLA’ indicates whether the interviewee has bargained over the CLA preceding the
most recent one (as mentioned in the column ‘Most recent CLA’). This is relevant
information when considering the influence of the preceding CLA on the current
agenda because, if a negotiator has had a specific work-family arrangement as an
item on their previous agenda, he or she may be more motivated to continue
bargaining over the item during the than if it had been another negotiator previously bargaining over the item.

Interviewee Trade union
number

Gender Sector

Share of female
employees

Most recent
CLA

Preceding
CLA

1

ABVAKABO

F

Cross-sector

L

2003-2004

yes

2

ABVAKABO

M

Welfare

H

2003-2003

no

3

ABVAKABO

M

Energy and Water

L

2003-2004

yes

4

AOb

M

Education

M

2003-2004

yes

5

Bondgenoten

F

Transport

L

2003-2005

yes

6

Bondgenoten

M

Chemical sector

L

2003-2004

yes

7

Bondgenoten

M

Trade, Chemical sector

L

2003-2004

no

M

Chemical sector

L

2003-2004

yes

8

61

Bondgenoten

Table 5.2. Interviewee details.

As can be seen in the table above, two of the eight interviewees (25 per cent) are
women. This percentage closely resembles that of the share of female negotiators
in the CLA sample, in which 60 of the 277 negotiators (21.6 per cent) is female.
It is important to include women in the interviewee sample because of the assumption, posed in Chapters 3 and 4, that female negotiators may put in greater
efforts to bargain over work-family related issues in CLAs.

60
I.e. their latest CLA in or before 2003. This year is chosen because the CLA sample and the bargaining agenda sample are at most only as recent as 2003.
61
This interviewee recently retired from working as a negotiator, although he is still active as a consultant.
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I first contacted the FNV negotiators between February 13th and 22nd 2006. The
interviews took place from February 17th until March 14th 2006, at the workplace
of each negotiator. The interviews, which were held by myself, were digitally recorded on a voice recorder and lasted between 1 and 2 hours each. They were
semi-structured interviews; the questions were closely based on the hypotheses
from Chapters 3 and especially 4. In Appendix 5.3, the list of questions can be
seen (in Dutch). The recordings were subsequently summarised in an interview
protocol and put to paper, resulting in eight documents of three to five pages, or
approximately 1400 to 2600 words. These were then sent to the interviewees for
comments; no disagreements with its contents were conveyed.
For each of the four independent variables, or themes, all relevant information
was filtered from the eight interviews, after which these data were used to obtain
answers to the research questions. Obviously, if interviewees have different
points of view on an issue, these are discussed in detail. It may follow from this
that one cannot draw clear and unambiguous conclusions with respect to the research hypotheses. Negotiators’ quotes are included in the text throughout the
‘Results’ section when applicable, in order to illustrate the points made in the respective sections. Each section also includes a box of quotes that the researcher
deemed most interesting or striking with respect to the appropriate theme.

As mentioned before, the interviewed negotiators work for three different FNV
trade unions: AOb, the teacher’s union; AbvaKabo, the union for public organisations; and FNV Bondgenoten, the union for organisations in manufacturing, trade,
ICT, services, transport, farming and metal. The negotiator for the AOb has bargained over collective agreements for teachers in primary, secondary, tertiary
and adult education, while the three negotiators from AbvaKabo have experience
in the welfare sector, the quite diverse sector of social employment and the energy sector (see also Table 5.2). The negotiators from FNV Bondgenoten have
bargained over CLAs in the chemical sector, manufacturing, transport, and trade.
Without exception, the interviewees have a long history of working for the union,
ranging from 19 to 32 years. This is relevant for at least the hypothesis about social networks, communities of practice and organisational learning or copying of
ideas, since it can be assumed that negotiators with a long history of union work
have had many opportunities to be well integrated into the organisation, have
many social contacts, and therefore know whether and in what way communities
of practice may exist.

130

Digging deeper: negotiators’ views

5.2

RESULTS

MEMBERS VERSUS NON-MEMBERS

Do the interests of union members conflict with those of non-members? Are preferences of union members different from those of non-members? This is a relevant issue, since provisions in CLAs are valid both for union members and nonmembers. If these conflicts and differences exist within the group of employees
that is covered by one collective labour agreement, how do negotiators tackle this
problem? If they indeed perceive it as a problem, do they look at their members’
needs first, or do they try to keep all employees happy? How do they deal with
these issues?

The two most significant differences between members and non-members are age
and gender. Union members are on average older employees (45 years of age)
and they are men. As Negotiator 6 (male, in his 40s, FNV Bondgenoten) put it:
“that greying mass”. This is not the primary target group for work-family arrangements, because it is customarily parents between 25 and 40 years of age
who have childcare responsibilities, and then usually women. It may be apparent
that preferences of union members are typically wage, pensions and working time
schemes, while those of the younger (and female) non-members are wage and
childcare provisions.

When union negotiators put work-family items on their bargaining agenda, they
derive much of their inspiration from the needs in the sector. All eight interviewees confirm that specific preferences in the organisation or the branch of industry
they bargain for influence his or her agenda formation. Negotiator 2 (male, in his
50s, Abvakabo) put it like this: “And I am a bit of an autonomous anarchist who
takes pleasure in what others have thought up for me and my sector [i.e. centralised union policies], but subsequently likes to talk with the people in the sector
about which elements we can use” (italics added). This fits with Ulph and Ulph’s
(1990) statement about unions trying to maximise their members’ utility, in the
sense that negotiators respond to specific preferences of actual members they
talk to, rather than generalised preferences in the FNV Arbeidsvoorwaardennota.
Negotiator 5 (female, FNV Bondgenoten) underlines the fact that the employees
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she bargains for, such as touring car drivers and ship personnel, are away from
home for extended periods of time, and therefore not interested in provisions for
combining work and family life. These people are usually men who are mainly interested in their job and the exciting challenge of working in an uncommon type
of surrounding; once their girlfriend of wife bears a child, they often say farewell
to this life. The specific characteristics of the branch of industry this negotiator
works in strongly determine her agenda.

Negotiators contact their rank and file in the sector typically through lay official
groups, consisting of union members working in an organisation and representing
all union members who work in the same organisation. Lay officials are employees who voluntarily serve as an intermediary between the organisation (in case of
an enterprise CLA) and union negotiators. Through them, employee preferences
reach the negotiator. Individual contact with union members takes place during
voting processes on agendas and bargaining outcomes, during member meetings
and when members contact the union’s complaints service. However, all interviewees confirm that direct communication with members is sparse, especially if
members are covered by a sector CLA: “I’ll tell you honestly: the number of people reflecting [on bargaining agendas] is often very small, and almost always
concerns the same people. You could almost phone them personally afterwards.
[...] There are lay officials that play a role, but the bottom line is that it’s the negotiator who determines the bargaining agenda.” (Negotiator 7, male, in his 40s,
FNV Bondgenoten). This conflicts with Freeman and Medoff’s (1984) statement
that unions can be seen as vehicles for collective expression of concerns and desires, since the influence of members on the union’s agenda seems to be smaller
in practice than in theory.

Trade unions are supposed to represent the interests of their members – that is
the very nature of the concept of a member organisation. However, trade unions
are also supposed to be responsible for bargaining for satisfactory working conditions for people in employment at large, whether they are union members or not.
Consider an organisation where half of the employees are of an age that childcare
responsibilities are an issue, and the other half is above forty years of age. Since
the average union member is typically a middle-aged man (FNV Marketing &
Communicatie 2005), it is very well conceivable that most of the older employees
in the mentioned organisation are member of the union, while most of the
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younger employees are not. Union negotiators are now placed before a dilemma:
should they make work-family provisions an issue when bargaining with the employer of this organisation, and thus serve the interests of the non-members, or
should they listen to their members and concentrate on other benefits like work
schedules and early retirement plans? This is a dilemma that most, but not all of
the interviewees feel keenly. They see it as their responsibility to provide good
labour agreements for all employees, irrespective of trade union affiliation. Obviously, there is a (voluntary) catch here: bargaining for non-members may push
them into joining the union as a member. “It would be good to try and meet with
employees who are not a member of the union into the CLA process, and tell
them to speak up, preferably as a member”, says Negotiator 3 (male, in his 50s,
Abvakabo). This implies that unions do have an incentive to invest in nonmembers’ interests, contrary to what Teulings and Hartog (1998) have stated.
Negotiator 3 stresses the fact that, although involving non-members in matters of
bargaining agenda setting is something to strive for, voting on the outcome of
negotiations should solely be the privilege of members. His attitude on this subject is closely connected to the issue of the representative trade union, because
enticing non-members to become a union member may restore or increase the
union’s bargaining power.



“[We represent our members], but as a matter of fact, we are also
the group of all employees in the education sector, and we try to
represent this broadly.” (Male, in his 50s, AOb).



“It would be good to try and meet with employees who are not a
member of the union into the CLA process, and tell them to speak
up, preferably as a member.” (Male, in his 50, AbvaKabo)



“I’ll tell you honestly: the number of people reflecting [on bargaining agendas] is often very small, and almost always concerns the
same people. You could almost phone them personally afterwards.” (Male, in his 40s, FNV Bondgenoten)

Box 5.1. Negotiators’ quotes about members and non-members.

Negotiator 4 (male, in his 50s, AOb) has quite a strong opinion about representing non-members when bargaining over work-family issues, which adequately
summarises the union’s point of view on the aforementioned dilemma. He feels
there should be a ‘balance of generations’, which implies that although union
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members tend to be the older employees, there has to be enough profit in labour
terms and conditions for younger employees. “And if they [the union members]
do not agree,” he says, “then I no longer feel like doing this job and they can just
vote me out, because I think this balance is important. We are not only a trade
union, but also an occupational group, and we expect employees to be professional and emancipated, so we are sort of a mediator. [We represent our members], but as a matter of fact, we are also the group of all employees in the education sector, and we try to represent this broadly.” He hastens to add that there
is a slight condition attached to the union’s paternalistic attitude: it only works if
members can be convinced of the wisdom of including work-family provisions in
the CLA, because ultimately, the members decide on the outcome.

In Chapter 2, three models of member-union relationship were described. Let’s
hold them against the light of these results. The economic exchange model of
Bamberger et al. (1999), in which unions are characterised solely as service providers to self-interested members, does not do justice to reality, since unions are
obviously providing a broader service than to members alone; by bargaining for
non-members, who are usually younger employees than union members, unions
also look to the future of both the labour market and the unions themselves.
Bacharach et al. (2001) use a model of solidarity, in which emphasis is placed on
social obligations between members and unions. This seems to be nearer the
truth, although solidarity must be seen in a wider perspective than just between
unions and their member – non-members play an important role too. In the
model of covenantal relationship, devised by Snape and Redman (2004), employees become members of a union because of intrinsic motivation to help the union
and fellow employees. It is this view that best explains the manner in which negotiators deal with the dilemma of serving members versus serving nonmembers, because it centralises the concept of a healthy labour market by providing for all employees, and not just union members.

Summarising this section, it appears that members can formally exert influence
over the trade union’s bargaining agendas through feedback mechanisms. That
said, the actual establishment of the agendas and defining the agenda items
seem to be not so much related to what members or employees want, but what
union policy makers and board members, and especially the union negotiators
perceive as useful for the sector or the company. Negotiators communicate with
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their lay officials, and through them they get to know what is useful and wanted.
Direct influence of members on the contents of the agenda comes only after the
agenda items have been formulated, and even then the influence is marginal,
though decisive.

THE PRECEDING CLA

Is it FNV’s policy to create satisfactory work-family conditions in all CLAs they
bargain over? Over the years, do bargaining objectives stay on the agenda until
they have been accomplished to the negotiator’s satisfaction? To what extent is
this policy related to preferences of covered employees? The eight interviewees
have each commented on these issues.

Four negotiators confirm Chapter 4’s conclusion that achieving a minimum level
of work-family provisions in all CLAs is one of FNV’s objectives, irrespective of the
current employee. The other four neither confirm nor counter it. Once more referring to the ‘balance of generations’ quoted by Negotiator 4 (male, in his 50s,
AOb) earlier in this section, the objective of bringing about a specific minimum
level of work-family provisions in all CLAs, even though union members may disagree, can be important enough to risk losing one’s job. Negotiator 2 (male, in
his 50s, Abvakabo) says that the objectives of the Abvakabo sometimes go even
further than those of the FNV Federation where the combination of work and care
is concerned.

Achieving the intended ideal level of work-family provisions in the CLA takes time,
says negotiator 1 (female, in her 50s, Abvakabo); often, four to five years of bargaining are needed. First, a limited arrangement is agreed upon, after which it is
improved each time. This explains why issues keep appearing on negotiators’
agendas each time. Of the eight interviewees, six state that bargaining topics that
have not satisfactorily been negotiated during the bargaining sessions of one year
will return on next year’s agenda, until the ideal, as declared by the union, has
been achieved. Negotiator 3 (male, in his 50s) illustrates this point as follows:
“Year after year, I’ve included the increase of paid parental leave in my agendas,
because if I cannot achieve a goal during one set of bargaining rounds... there
are always new opportunities in new rounds, that’s what I always say.”
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Issues around introducing and improving work-family provisions in CLAs are usually resolved faster with leading, trend-setting companies, whose owners can afford them more easily than other companies. Therefore, negotiators often aim to
make collective agreements with these trend-setting companies in the sector
first, after which they can use their success story during negotiations with smaller
companies – ‘Look, that leading company has adopted this arrangement, and you
should not stay behind’. This confirms Visser’s (2004) theory about the existence
of company trend-setting and trend-following behaviour through implicit coordination and information exchange. According to negotiator 7 (male, in his 40s,
FNV Bondgenoten), an additional advantage of having previously made an
agreement with a trendsetter is the fact that negotiators can now offer practical
examples of these arrangements when bargaining with smaller companies, thus
making it easier to convince employers of the rationale of making the agreement.
Negotiator 6 (male, in his 40s, FNV Bondgenoten) summarises the procedure as
follows. “I put the item on the agenda of all twelve CLAs I negotiate, and in the
end it becomes clear that in two cases I have been successful. The year after, I
visit the other companies and tell them I’ve made deals with their neighbours, so
by the end of the second year, I’ve struck a bargain with eight companies, and
after three years, all twelve have agreed on the issue.” Negotiator 8 (male, in his
60s, FNV Bondgenoten – retired) corroborates this strategy, but emphasizes the
importance of clear legislation and existing norms concerning the work-family
provisions. Only if there is sufficient clarity, trend following companies may indeed agree to include the provisions in their CLA.



“It is AbvaKabo policy to organise work-family provisions well,
even more stringent than the Arbeidsvoorwaardennota, and that
affects the contents of the bargaining agendas more strongly than
the apparent needs of our rank and file.” (Male, in his 50s, AbvaKabo)



“Year after year, I’ve included the increase of paid parental leave
in my agendas, because if I cannot achieve a goal during one set
of bargaining rounds... there are always new opportunities in new
rounds, that’s what I always say.” (Male, in his 50s, AbvaKabo)

Box 5.2. Negotiators’ quotes about the preceding CLA.
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Continuous developments in law and jurisdiction occasionally require trade unions
to adjust their labour conditions policies. Two interviewees distinctly make this
point. The aforementioned developments can affect union agenda setting in two
ways. If new legislation is introduced that regulates a specific issue, there is little
point anymore in unions keeping the issue on their agenda. For instance, in 2001,
the Work and Care Act was introduced, which granted employees the right to 13
weeks (in case of a fulltime job) of unpaid parental leave. This made unions’ aim
to integrate parental leave schemes into CLAs goal obsolete. However, the Act
allows for exceptions, disadvantageous to employees, in CLAs. For example, if the
employee works abroad or has not been with the company for at least a given
number of years, the right to parental leave can be invoked. This gives unions
new bargaining objectives, like insisting that the right should hold for all employees, or that employees should be (partially) paid during their leave. Similarly,
changes in legislation can interfere with union agenda setting if they force unions
to take up new agenda items, even though existing items also demand attention.
As negotiator 7 (male, in his 40s, FNV Bondgenoten) verifies, this puts pressure
on negotiators to start bargaining over new issues before old ones have been fully
worked out. One of the implications is that the ‘old’ issues return on next year’s
agenda. Negotiator 3 (male, in his 50s, Abvakabo) feels this pressure too, although he sometimes resists it in favour of bargaining over the items that are on
his current agenda. He justifies this by pointing at preferences of members, who
want their negotiator to continue trying to realise the exiting agenda items, and
to “give it another try if necessary”.

Summarising this section, there are clear indications that achieving a specific
minimum level of work-family provisions in each CLA is part of FNV’s labour policy. Sometimes it is the members or lay officials that persuade their negotiator to
put pressure on the employer to include more extensive work-family provisions in
the CLA; more often, it the negotiators themselves who take the initiative to attain a better work-family balance for employees. Therefore, work-family items
stay on their agenda until they are accomplished, unless new legislation renders
the items superfluous or necessitates a different formulation. The realisation of
work-family provisions usually takes some time with employers of trend-following
companies, because they wait to see what the leading companies in the sector
do.
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CENTRAL RECOMMENDATIONS

The central recommendations that the FNV Federation sets each year in September, the ‘FNV Arbeidsvoorwaardennota’, can be seen as guidelines for negotiators
to make their own, decentralised bargaining agenda. In this section, several accounts are given of how FNV negotiators tune their own agendas to the central
policy.

Obviously, the arrows of influence between central and decentralised policy making are pointed in both directions: central guidelines steering decentralised bargaining agendas, and union members, lay officials and negotiators giving input to
central policies. Union members transmit their preferences through lay officials,
who talk to union negotiators, and some (but not all) negotiators brief this information to the policy makers of the union. The direct influence of negotiators on
the contents of the union’s central labour policy is restricted, however, and it is
usually the policy makers and the board who decide on the union’s policies. “It’s
not really democratic”, negotiator 6 (male, in his 40s, FNV Bondgenoten) admits.
He is a member of a CLA coordination group, and the members of this group “are
allowed to say something” during the creation of the Arbeidsvoorwaardennota.

Six negotiators confirm literally that the FNV Arbeidsvoorwaardennota is the
starting point when establishing their bargaining agenda, while two assert they
use the Nota when drawing up their agendas, albeit not as stringently as the
other six. This is in line with Van den Toren’s (1996, 2001) and Van Houten’s
(2004) research conclusions that central recommendations carry a long way
down. However, all eight negotiators agree that it is the specific situation in the
sector or the company, with employees’ needs and preferences, that comes second if not first. “The Arbeidsvoorwaardennota, that is the start of the thinking
process. It is usually still a concept version, and it governs our in-house discussion: within the boundaries of the Nota, we fill in our own ideas and conceptions.
This results in a labour conditions letter, which serves as a guideline for us negotiators. Then I take this letter to my lay official groups and ask them, ‘Guys, what
are we going to write down in our proposal letter?’ ” says negotiator 3 (male, in
his 50s, Abvakabo). Another Abvakabo interviewee (nr. 2, also male and in his
50s) underscores the fact that the Arbeidsvoorwaardennota serves as only a
rough guideline. He states that the content of the Nota is compared to the sector
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specific needs, and continues to say that “those Arbeidsvoorwaardennota’s are,
luckily, rather conceptual. This means you will always find something in it you can
use.” Negotiator 8 (male, in his 60s, FNV Bondgenoten – retired) confirms this,
by saying that “one has a reasonably large freedom in determining one’s agenda.
There is coordination concerning CLAs, obviously, but this coordination is mostly
directed to the fact that items from central recommendations are included in bargaining agendas, and not to bargaining results.”



“The agenda is always based on the FNV Arbeidsvoorwaardennota; the items on the agenda must fit within its boundaries.”
(Female, in her 50s, AbvaKabo)



“The ‘Arbeidsvoorwaardennota’, that is the start of the thinking
process.” (Male, in his 50s, AbvaKabo)



“Look, this Arbeidsvoorwaardennota, well, each and every colleague will claim to follow it precisely, but I will tell you honestly
that the Nota is far from leading for my proposal letters.” (Male, in
his 40s, FNV Bondgenoten)



“One has a reasonably large freedom in determining one’s agenda.
There is coordination concerning CLAs, obviously, but this coordination is mostly directed to the fact that items from central recommendations are included in bargaining agendas, and not to bargaining results.” (Male, in his 60s, FNV Bondgenoten – retired)

Box 5.3. Negotiators’ quotes about central recommendations.

Negotiator 1 (female, in her 50s, Abvakabo) also describes the FNV Arbeidsvoorwaardennnota as the core document from which her own bargaining agendas are
deduced. “The items on the agenda must fit within the boundaries of the Arbeidsvoorwaardennnota.” This strict condition can be problematic, however, since
“every so often it causes frictions with respect to what is good for a certain
branch of industry.” Considering that work-family provisions were one of the major issues on the FNV Arbeidsvoorwaardennnota of 2001, she illustrates this by
explaining that the employees covered by the CLA she bargains over are predominantly men above 40 years of age with physical and/or mental disabilities.
This makes it hard to defend agenda items like childcare and parental leave, usually a more interesting issue for younger employees. In this case, negotiator 1
tries to translate the leave arrangements mentioned in the FNV Arbeidsvoorwaardennnota (maternal leave, parental leave) to different kinds of leave, more
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suited to the needs of the employees in her sector (e.g. special occasions leave).
The consequence is that issues like parental leave, even though they are included
in her bargaining agenda, are the first items to be traded off during negotiations.

This story is quite similar to the one told by negotiator 5 (female, FNV
Bondgenoten). Bargaining mainly over CLAs in the transport sector, she explains
that employees are often away from home for extended periods of time, effectively eliminating the need for work-family arrangements. For example, a crewmember working on a ship that travels for weeks on end cannot suddenly take up
childcare leave – he has to be on the ship to fulfil his role in a close-knit team.
The team would have serious problems otherwise. This is recognised by employer
and trade union alike. Since the average age of employees this negotiator is bargaining for is 52, childcare leave is not much of an issue. Not having included
these issues in her agendas, she has had to defend herself more than once vis-àvis the union board that had demanded work-family items on the decentralised
agendas. However, considering the specific situation of her branch of industry,
she has always been successful in convincing the board of her motives.

The FNV Arbeidsvoorwaardennota is less rigid and binding now, in 2006, than five
years ago, says negotiator 7 (male, in his 40s, FNV Bondgenoten). The central
wage claim is the only aspect of the Nota that is kept a strict eye on nowadays.
“Look,” he illustrates, “this Arbeidsvoorwaardennota, well, each and every colleague will claim to follow it precisely, but I will tell you honestly that the Nota is
far from leading for my proposal letters.” He explains that this is caused by the
fact that negotiators often have more than enough existing issues to deal with.
However, he does feel that work-family issues ought to be taken care of in CLAs,
to benefit not only employees but also the employer, since not including workfamily arrangements in spite of employees’ wishes “will only cause rustling and
buzzing [in the organisation].”

Remarkably, the causal relationship between the guidelines of the central recommendations at FNV federation level and the contents of decentralised bargaining
agendas sometimes works the other way around. The Abvakabo, being the public
sector FNV union, is often more progressive than other trade unions when it
comes to labour terms and conditions, for instance with respect to paid parental
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leave. In this case, Abvakabo work-family policies served as a source of inspiration for the FNV Arbeidsvoorwaardennota instead of vice versa.

To summarise this section, the FNV Arbeidsvoorwaardennota is always the starting point for union negotiators, followed very closely, and occasionally even overtaken by member preferences on work-family issues. Sometimes negotiators
need to creatively translate the Arbeidsvoorwaardennota to fit their own ideas,
and now and then the guidelines of the Nota are ignored, so that in the end, the
bargaining agenda is formulated in such a way that it serves the employees of the
sector or company best.

The Netherlands are a corporatist country (Hartog et al 2002). In corporatist
countries, we should see ‘soft’ rather than ‘hard’ bargaining, and coordination institutions tend to streamline collective bargaining, which results in greater levels
of agreement between parties (Hopmann 1974, 1995). Although this may be true
at the conceptual level, down on the shop floor we see that coordination only
works as far as the specific preferences of employees in the sector allow. Central
recommendations at union federation level give negotiators a framework that
they can fill in according to how they and their lay officials interpret the sector’s
needs.

COLLEAGUES

To determine whether and how union negotiators can be influenced by one another, we first need to take a look at their opportunity structure. FNV negotiators
meet with one another both formally and informally. The frequency of the formal
gatherings depends on the specific trade union: on average, negotiators working
for FNV Bondgenoten gather once a month (which is too infrequent, according to
Negotiator 7), Abvakabo negotiators meet twice or three times per month, and
AOb negotiators have one meeting a week. There are different types of meetings,
depending on the objectives. During policy meetings, the contents of the FNV Arbeidsvoorwaardennota is discussed and translated to fit the labour policy of the
specific trade unions. Team meetings or regional meetings, having a more practical nature, are meant for informative talk about what has been achieved so far
during negotiations, about negotiators’ bargaining tactics, and about possible or
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actual obstacles encountered during the bargaining process. Informal meetings
usually take place in the corridors or in negotiators’ offices. This can happen intentionally, when colleagues need to coordinate an action or when they need to
talk about issues they are currently dealing with, or unintentionally, when they
accidentally run into one another at, for instance, the coffee machine. Aside from
physically meeting one another, there are several other forms of communication
like email and telephone, which negotiators use to contact and thus possibly influence one another.

Most interviewees indicate that they have a lot of informal contact with colleagues. Proximity is an obvious cause for this, as Negotiator 4 (male, in his 50s,
AOb) states: “I often have informal discussions with colleagues, since both guys
have their office right next door.” He is also Coordinator Labour Conditions, and in
this capacity has a responsibility to act as chairman of meetings and the person
for fellow negotiators to talk to, the consequence of which is that he has even
more contact with colleagues. The same is true for Negotiator 6 (male, in his 40s,
FNV Bondgenoten), who explains that he is regional coordinator in the southwestern part of the Netherlands. This requires him to be regularly present in the
office, to be available to other negotiators who might want to discuss policy or
bargaining issues with him. Conversely, a colleague of Negotiator 6 visits the office only once a week on average, due to the large distance between his home
and the employers he bargains with on the one hand and the office on the other.
Obviously, this colleague has less face-to-face contact with colleagues in the office than Negotiator 6, and might therefore be less likely to be influenced by
them. Negotiator 1 (female, in her 50s, Abvakabo) and Negotiator 8 (male, in his
60s, FNV Bondgenoten – retired) have a different opinion on the frequency of informal contact than the other interviewees. Negotiator 1 says that there is not
much informal discussion about work, agendas and negotiations. She feels this is
due to the union’s organisational culture: “it is still a macho world, and you don’t
talk about your successes. That way, it is safe, and easy.” There is coordination
and information exchange only within the organisational segment (the public
market sector) – necessarily, since negotiators within one segment sometimes
need to replace one another. She continues to give an account of an attempt to
set up voluntarily talk groups within her organisational segment, two years ago,
in which colleagues would have the opportunity to talk about difficult situations
and problems they encounter when dealing with employers. Although the concept
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has been copied in the other organisational segments, the turnout is meagre,
since it turned out that union negotiators find it difficult to talk about their own
problems. She thinks this is inherent in the type of person that feels attracted to
this kind of job. Negotiator 8 agrees with her. “The job of a union negotiator is a
difficult one, because you are always under pressure to achieve, and you always
find yourself in a vulnerable situation. Therefore, you won’t be quick to walk over
to a colleague and say, ‘hey, I have these and those problems, and I can’t seem
to fix them. How do you handle that?’ This kind of behaviour does not fit in the
culture of trade unions.”

Thus, it appears that there are different opinions about the extent to which the
job of a negotiator is a companionable one, and about the willingness to open up
to and learn from one another. The question remains to what extent idea sharing
or copying exists among trade union negotiators, and if negotiators look at their
colleagues’ agendas to find inspiration for their own bargaining agenda. Copying
of ideas does indeed exist, according to two interviewees, both in terms of ideas
for the agenda and ideas for bargaining tactics. To start with the second type,
negotiators often use colleagues’ bargaining results as leverage in their own bargaining rounds, so says Negotiator 6 (male, in his 40s, FNV Bondgenoten). For
instance, if one negotiator has worked out a parental leave scheme with an employer, then fellow negotiators can use that scheme to present to the employer
they are bargaining with, considering that it is easier for an employer to grasp the
implications of including a certain work-family provision in the CLA if the characteristics of the scheme are clear. “It is important that this kind of information [the
characteristics of the scheme, and possibly the response of the employer] is exchanged as soon as possible”, says Negotiator 6. “This is an especially effective
tactic if colleagues work in the same office. Communication between colleagues in
different regions is generally less frequent and up-to-date, if it exists at all.”
Greer also asserted that physicians are more likely to adopt new techniques or
interventions if they can rely on their own experience or colleagues' recommendations (Greer 1988). This tactic closely resembles the strategy mentioned in the
section about the preceding CLA: to use one’s bargaining success with one trendsetting company to persuade employers of trend-following companies to include
an already worked-out work-family arrangement in their CLA. Negotiator 3 (male,
in his 50s, Abvakabo) agrees with Negotiator 6 by stressing the importance of
shared knowledge. He gives an example of a negotiator running into a problem
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and suggesting that it be put on the general agenda, because he suspects that
other negotiators will soon come across the same problem in their bargaining activities. This way, all negotiators can profit from solutions to bargaining problems.



“If a colleague has solid arguments to make his point, I am quite
willing to accede.” (Male, in his 50s, AOb)



“Yes, of course! With all due respect, I think a union negotiator
doesn’t do his job if he doesn’t look around, being alert to agreements made elsewhere. He should not have the pretence that he
must think it all up himself.” (Male, in his 40s, FNV Bondgenoten)



“It is important that this kind of information [the characteristics of
the scheme, and possibly the response of the employer] is exchanged as soon as possible.” (Male, in his 40s, FNV Bondgenoten)

Box 5.4. Negotiators’ quotes about colleagues.

Copying of ideas for bargaining agendas seems to be common within the FNV too,
although not all negotiators agree on this. Negotiator 2 (male, in his 50s, Abvakabo) believes that colleagues influence one another when they discuss items
for the bargaining agendas; for instance, the topic of compensation for unpaid
parental leave was discussed between many negotiators, some of who thought
this the responsibility of the employer while others considered it the government’s responsibility. In order to achieve the desirable situation in which all negotiators had the same opinion on the issue, some of them had to be convinced by
the others to change their point of view. When comparing this situation to the
theory about copying normative behaviour of the actors in one’s reference group,
as described by Hedström, Kolm and Åberg (2003), it seems that FNV trade union
negotiators do not copy ideas or bargaining strategies just because colleagues
use them. The ideas need to be grounded with arguments before negotiators are
willing to accept them. The best time to influence colleagues, argues Negotiator 4
(male, in his 50s, AOb), is when the new AOb labour policy is drawn up. “That is
when our policy is composed, and we decide what is important for the next bargaining period. If a colleague has solid arguments to make his point, I am quite
willing to accede”, he says. Negotiator 7 (male, in his 40s, FNV Bondgenoten)
heartily confirms that he copies ideas from colleagues. “Of course! With all due
respect, I think a union negotiator doesn’t do his job if he doesn’t look around,
being alert to agreements made elsewhere. He should not have the pretence that
he must think it all up himself. On the contrary, I believe it [efficient labour con144
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ditions formation] wouldn’t even function that way. I think that my proposal letters, and those of others... that one watches the others, and that one thinks,
‘hey, that looks good, I’ll use that too’.” He adds that ideas still need to be translated to fit one’s own specific circumstances. On a side note, he also adds that
where idea copying is concerned, he views his fellow negotiators from the CNV
and De Unie trade unions more as colleagues than he does his colleagues within
the FNV. Negotiator 3 (male, in his 50s, Abvakabo) also admits to being influenced by colleagues. He asks them to inform him about issues they encounter in
companies whose employees they bargain for, and on that basis makes decisions
on what to put in his own agenda. “So in that sense, we are quite tuned to each
other.” Only Negotiator 1 (female, in her 50s, Abvakabo) feels differently about
this issue. In line with her earlier comment on the small amount of internegotiator communication within her trade union, she emphasises that she does
not let colleagues’ remarks influence her bargaining process. Once her bargaining
agenda has been drawn up, she sticks with it, she says, although she does take
the time to respond to these colleagues.

Summarising, the mixed and sometimes ambiguous results in Chapter 4 about
negotiators’ colleagues influencing each other’s bargaining agendas are reflected
by the qualitative data. Most negotiators are willing to copy their colleagues’ ideas
if they are backed up with arguments, and they are eager to copy bargaining tactics if they turn out to be effective. This corresponds with the research results of
Greer (1988), who asserted that professionals are more likely to adopt new techniques if they can rely on colleagues' experiences and recommendations. It is
more difficult to square with the different form of copying behaviour that Hedström, Kolm and Åberg (2003) describe, because trade union negotiators do not
seem to feel a normative pressure to conform to colleagues’ ideas unless these
ideas are well grounded. Obviously, for a negotiator to admit that he or she is
copying ideas solely because these ideas are reflecting the norm might damage
his or her credibility as a strong and independent actor, which is something to be
avoided. For this reason if for nothing else, the remark several negotiators make
about well-grounded arguments behind new ideas is fitting.

As already described in Section 2.3, Greco and Eisenberg (1993) distinguish six
different types of persuasion, of which FNV negotiators use only two to influence
their colleagues.

Persuasion by education: by exchanging information on best
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practices and agenda items, and accompanying this with argumentation, negotiators may feel inclined to copy their colleagues’ bargaining tactics or parts of their
agendas. In the case of negotiators copying one another’s bargaining tactics,
however, we cannot speak of a conscious attempt to actively influence colleagues. Negotiators also use persuasion by feedback on colleagues’ practice
through commenting on problems encountered by colleagues during their bargaining rounds, and giving them feedback on how to improve their tactics. Once
more, however, this is influencing rather than active persuasion. Trade union negotiators do not use the other four persuasion techniques – participation of colleagues to bring about change, setting up administrative rules, giving financial
incentives or claiming financial penalties. This can be understood by realising that
education and feedback are the only two mechanisms of the six that can effectively be used amongst equals, while only superiors can apply the other four.

Still, horizontal coordination between colleagues is infrequent, and bargaining
remains a task to be performed alone. As a consequence, the individual characteristics and opinions of negotiators sometimes play a role in their agenda-setting
processes. “I suspect that the rigor with which negotiators defend certain items at
the bargaining table certainly depends on the negotiator him– or herself”, asserts
Negotiator 2 (male, in his 50s, Abvakabo). Being an older employee himself, he
sometimes becomes aware of the fact that he attaches more value to job retention for older employees than for younger ones. Not only during negotiations, but
also when setting up his bargaining agenda. Negotiator 8 (male, in his 60s, FNV
Bondgenoten – retired) also believes that this bias exists, voicing his expectation
that the increase in female negotiators over the past decade boosts the attention
for the work-family balance during collective bargaining. This result is an interesting finding, because it contradicts empirical results in earlier chapters. In Chapters 3 and 4, hypotheses were formulated about the trade union negotiator’s
gender affecting, respectively, bargaining outcomes and agenda items with respect to work-family issues. Although these hypotheses could not be confirmed
with quantitative empirical data, the qualitative findings in the current chapter
suggest that convictions about the influence of negotiators’ characteristics on
bargaining processes do exist among negotiators.
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5.3

CONCLUSIONS

Some of the posed hypotheses and tentative conclusions from the previous two
empirical chapters are confirmed by the responses of the negotiators, while others are not. However, it may be prudent to regard the outcomes of Chapter 5
with a bit of reserve, since the interviewee sample consists of only eight negotiators working for three different FNV trade unions. The CLA sample of Chapter 3
contains 217 distinct FNV negotiators, while the agenda sample of Chapter 4 contains 98 distinct FNV negotiators. Although a sample of eight might be considered
quite small, whether this is indeed the case should depend on the amount of
variation between the subjects with respect to the relevant criteria. As discussed
in Section 5.1, this was regarded to be the case. Furthermore, although the interviewer has aimed to remain critical, there is always the possibility that the interviewees, be it wittingly or unwittingly, have sometimes given social preferable
answers rather than the exact truth.

This having been said, the theoretical model has survived the input of the qualitative data reasonably unscathed, meaning that the assumed relationships in the
model have been confirmed by the data, although they must be redefined a bit.
In Figure 5.2, the model is graphically depicted once more, with the addition of
three dotted lines.

3. Central
recommendations

2. WFb in CLA0

Agenda

4. Communities of practice

1. Employees

Figure 5.2. The theoretical model of factors related to the bargaining agenda.

The assumption that a larger share of female employees results in more attention
being paid to work-family issues on the negotiator’s agenda, if other factors are
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held constant, was based on the assumption that the negotiator is informed correctly about the needs and preferences among the covered employees, and draws
up the agenda accordingly. However, among the covered employees, non-unionmembers have no formal influence on the negotiator’s bargaining agenda, and
union members have only indirect influence. In order for union members to influence the agenda, member meetings are organised during which members negotiators can express their ideas, preferences and opinions. Still, member involvement with union agenda setting is marginal, and members who do visit member
meetings are usually older men who may not have work-family issues as their
prime interest. Thus, it appears as if the influence of CLA covered employees,
both members and non-members, on the trade union bargaining agenda is rather
limited, which explains the lack of correlation between the share of women covered by the CLA and the importance of the work-family issue on the agenda.

This is connected closely with the following. It is one of FNV’s policies to realise a
certain basic level of work-family provisions in all CLAs, irrespective of the preferences of the current employees covered by the CLA, and irrespective of members’
preferences. The reason behind this policy is that labour terms and conditions
should proactively be created, so that by the time the older employees retire and
new, younger employees have to be recruited, the necessary provisions are already there. Obviously, union members have the right to vote against a bargaining result if they do not like it. For instance, if the work-family bargaining results,
which are interesting for typical non-members, have been achieved at the cost of
improved protection measures for older employees, which are interesting for typical union members. In practice, negotiators therefore confront their rank and file
and try to convince them of the wisdom of including these work-family provisions,
in view of the needs of future employees.

The FNV Federation’s central recommendations are the starting point for negotiators: they define the framework within which negotiators have freedom to set up
their bargaining agenda, formulating agenda items according to their lay officials’
and their own perception of what provisions are needed for employees. There is
some variation as to how strictly negotiators follow the guidelines, however.
Some will make sure to include all items of the Arbeidsvoorwaardennota in their
agenda, placing items they deem less important for employees they bargain for
lower on the agenda, to be given up at the bargaining table as soon as something
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else can be traded off. Others will only put items on the agenda that they think
are needed in the sector or company, which sometimes results in them having to
defend their agenda to the union board.

Finally, colleagues are also a source of influence on negotiators’ agendas. If a colleague has convincing arguments about why placing a certain item on the agenda
is necessary, negotiators are quite willing to comply. And if a colleague has a well
worked-out work-family provision proposal on his agenda, negotiators may very
well want to use this for their own bargaining agenda, because it saves them the
trouble of working out something of their own. This is especially attractive if a
proposed provision has proved to convince an employer at the bargaining table.
Not only do negotiators copy agenda items, they also use their colleagues’ bargaining tactics if they have turned out to work successfully.

The four factors of the theoretical model all exert their individual influence on negotiators’ agendas. As it turned out, they are, to some extent, interrelated as
well. The FNV’s central recommendations are based on the supposed needs and
preferences of employees, so in this respect, employees affect the contents of the
FNV Arbeidsvoorwaardennota, albeit very indirectly. Negotiators themselves have
moderate opportunities to influence the Arbeidsvoorwaardennota too; they can
make suggestions and proposals. Usually, however, it is the FNV’s policy makers
and board members who draw up the Nota. Finally, the extent to which workfamily provisions are included in the CLA chronologically preceding the negotiator’s agenda may affect employees’ preferences. For instance, if there are ample
work-family provisions in the CLA, the wish for more or better provisions will be
modest, all other influences held constant.

This chapter has been a logical continuation of the previous chapter, in the sense
that it tried to answer the questions that were raised at the end of Chapter 4. In
the next chapter, the additional value of the qualitative data is scrutinized, as well
as how these data have altered the theoretical model as described in Chapters 3
and 4.
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6 IN CONCLUSION: EFFECTS ON TRADE UNION AGENDA SETTING
In this dissertation, I started out with the assumption that as a result of the increase of female labour participation of the last decennia, women’s demands
would carry more weight in collective bargaining. To test this, I compared the extent to which work-family provisions have been included in each collective labour
agreement to the share of female employees covered by this collective labour
agreement. In the next empirical part of the research, I concentrated on trade
unions’ bargaining agendas instead of collective labour agreements, in order to
suppress the influence of the employer on the work-family balance in the collective labour agreement. Lastly, to fill in the blanks and explain unexpected findings, I interviewed trade union negotiators about factors affecting their agenda
setting processes.

6.1

WORK-FAMILY ISSUES IN CLAS

After having researched 769 recent collective labour agreements, to determine
whether there is a correlation between the share of women covered by a CLA and
the extent to which work-family provisions have been included in the CLA, it appeared that such a correlation could not be found. Figure 6.1 shows a graphical
representation of the research results of Chapter 3. An arrow marked by a question mark means that no significant relationship could be found, and an arrow indicated by # means that there is a significant relationship, but not as hypothesised. An explanation for the lack of correlation as mentioned above could be the
fact that, although a large share of female employees likely increases the demand
for female-friendly provisions, it also increases the costs for the employer. Employers have to find a balance between investing in work-family provisions to retain and attract employees, and saving on expenses that may not directly result
in increased profits. Thus, since trade unions and employers both negotiate over
collective labour agreements, a high share of female employees may not automatically result in a large amount of work-family provisions in the CLA.
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#

Negotiator’s
gender

Work-family provisions in
the CLA

?

?
?
#

Wage
increase
CLA size
Sector type
CLA type

?

Employees: Female CLA coverage

Significant relationship, as hypothesised
#
?

Significant relationship, not as hypothesised
No significant relationship

Figure 6.1. Empirical model of factors affecting the work-family balance in CLAs.

That the employer plays an important role can also be concluded from another
research finding. Contrary to expectations, structural wage increase turned out to
be positively correlated with the level of work-family provisions in the CLA, implying that employers only agree to generous work-family provisions if they have the
financial room to do so. Seemingly, this is a more important reason for social
partners to include work-family provisions in the CLA than female employees’
demands.

Lastly, there is a significant difference between company and sectoral CLAs concerning the extent to which work-family provisions are included. In sectoral CLAs,
more extensive work-family provisions are included than in company CLAs, possibly because the concept of CLA funds, usually set up separately to finance exit
arrangements, schooling, labour policymaking and other kinds of employee provisions, is more common in sectoral CLAs.

Examining collective labour agreements to determine the role of trade unions in
creating and improving work-family provisions in CLAs turns out to be an inadequate method, however, since the influence of the employer on CLA outcomes is
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clearly felt. The union’s individual influence cannot be distilled very well when
only looking at the CLA. The trade union’s bargaining agenda appears to be a
more appropriate research object in this respect, which is, therefore, the next
step in the research process. Possibly, some of the question marks in Figure 6.1
can then be removed.

6.2

WORK-FAMILY ISSUES IN UNIONS’ BARGAINING AGENDAS

Does the work-family issue have a more prominent place on trade union’s bargaining agendas when the relevant CLA covers a relatively large share of female
employees? Research of 278 union bargaining agendas showed that, just like in
the scenario where the CLA was the object of research, the existence of a relationship between the share of female employees and work-family provisions on
the union’s agenda could not be found.62 Figure 6.2 depicts the model as concluded from Chapter 4. Clean arrows represent a significant correlation as hypothesised, and arrows that are marked with a ‘?’ signify unconfirmed relationships.

A factor that does appear to affect the extent to which work-family issues are included in trade unions’ bargaining agendas is the amount and the extensiveness
of work-family provisions included in the collective labour agreement preceding
the bargaining agenda (CLA0). If these are high, meaning that employees enjoy
generous employment conditions with respect to work-family issues, the attention
being paid to the topic on the union’s agenda is low; and vice versa. This implies
that unions strive towards a specific level of work-family provisions in all CLAs,
irrespective of branch of industry or type of employees covered. This is called the
equalising principle, which fits the trade union’s traditional policy-oriented and
political approach, rather than an approach in which the rank and file come first
and foremost.

62
Replacing the dependent variable with the share of young parents, which might be considered a
more suitable category of employees in this particular research since fathers may also profit from
work-family provisions, yielded no significant results either.
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Vertical coordination: central
recommendations
?

?
Work-family
provisions on
the agenda
WFb in CLA0

Wage increase

Horizontal coordination:
communities of practice

?
Employees: female
CLA coverage

Significant relationship, as hypothesised
#
?

Significant relationship, not as hypothesised
No significant relationship

Figure 6.2. First empirical model of factors affecting the work-family balance in
trade unions’ bargaining agendas.

Contrary to expectations, no significant influence could be found of the union’s
central recommendations (the FNV Arbeidsvoorwaardennota) using quantitative
analysis. While it seemed logical that trade union negotiators derive inspiration
for their bargaining agendas from FNV’s central recommendations, the analysis
could not confirm it. It would be hasty to draw conclusions from this finding as
yet, however, since this analysis was based on only three FNV Arbeidsvoorwaardennota’s. In addition, it seems likely that central recommendations take
time to filter down into bargaining agendas, which may disturb the directly measurable correlation between the two variables.

There are distinct clues that trade union negotiators who work in the same industry groups have similar bargaining agendas with respect to the attention being
paid to the work-family balance. There may be two underlying reasons for this. As
hypothesised, negotiators working in the same branch of industry may confer
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with one another on a regular basis, and therefore influence each other with respect to views on what should be included in bargaining agendas. Another explanation involves employee needs and preferences in the branch of industry negotiators work in. If all negotiators in one industry group observe a similar employee preference pattern and draw up their agenda accordingly, all bargaining
agendas in this industry group will obviously have similar content.

Yearly average wage increase, which played a prominent role in explaining the
level of work-family provisions in the collective labour agreement, has lost its
meaning in the model that explains the trade union’s bargaining agenda. This
seems quite logical when considering that sufficient financial leeway is a condition
for the employer, and not for the union negotiator, to include work-family provisions in the CLA.

Chapter 4 has answered questions raised after conclusions had been drawn from
Chapter 3, but in its turn has raised new questions. It still remained puzzling
whether employees and their preferences affect the contents of bargaining agendas; the exact influence of central recommendations was still clouded; and the
existence of communities of practice within trade unions seemed verified, but not
quite satisfactorily. Therefore, researching the issue once more by interviewing
trade union negotiators in Chapter 5 served to shed some light on the as yet unexplained issues. The remaining question marks in Figure 6.2 might possibly then
be removed.

6.3

WORK-FAMILY ISSUES AND UNION NEGOTIATORS

In the next phase of the research, eight FNV trade union negotiators were interviewed about factors determining the extent to which work-family issues were
being included in the union’s bargaining agendas. This qualitative part to the otherwise quantitatively oriented research project proved to be a useful addition, in
which previous results could be held against the light, corrected and fine-tuned.

Central FNV recommendations turned out to be leading to some extent for negotiators in determining their bargaining agendas after all, as asserted by all re-
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spondents. This seems understandable, because negotiators are obliged to conform to these recommendations; they can be called before the union’s council to
defend themselves if they have deviated in one way or another. This research result is at the same time remarkable, since the quantitative analysis of Chapter 4
showed no significant effects of vertical coordination on bargaining agendas. The
most likely explanation is that in the analysis of Chapter 4, there was insufficient
data to be able to find significant results. With only three different CLA years with
aggregated data on central recommendations and bargaining agendas, significant
effects are hard to discover. Moreover, it is difficult to predict the exact time lag
effect central recommendations may have on trade union bargaining agendas.
Additional data would be required to predict whether and to what extent central
recommendations suffer a time lag to have their effect felt, and if these lags
change over the years. This lies outside the scope of this dissertation. Figure 6.3
shows the empirical model after the results obtained from the interviews have
been implemented.

The second factor steering trade union negotiators’ agenda setting is the situation
in the sector, and particularly the needs and preferences of employees. Negotiators gather information about this by talking to colleagues, reading articles and
news bulletins, meeting with lay officials and sending out questionnaires to union
members. An area of tension is clearly visible here, when on the one hand, trade
unions try to improve employment conditions for employees at large, but on the
other, they need to satisfy their members’ preferences. In the case of bargaining
over work-family provisions, it is obvious that this is beneficial mostly to nonmembers, the usual union member being a man in his late forties. In Figure 6.3,
the arrows between employees and members on the one hand and the trade union’s agenda on the other are marked with a ‘#’ because the results turned out to
be different from the hypotheses. There is a relationship, but one that is difficult
to test empirically using data on collective agreements and bargaining agendas.
The share of female employees covered by a CLA does not directly affect trade
union negotiators – rather, it is the general conception that work-family provisions should be available for employees in the Netherlands.
Trade union members and their influence on union agenda setting were not specific research subjects in this dissertation. However, since they do turn out to affect the way negotiators deal with work-family agenda setting by causing areas of
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tension for negotiators between member and non-member interests, they are included in the model in Figure 6.3.

Vertical coordination: central
recommendations

WFb in CLA0

Work-family
provisions on
the agenda

Horizontal coordination:
communities of practice

#
Employees / union members

Relationship as hypothesised
#

Relationship not as hypothesised

Figure 6.3. Second empirical model of factors affecting the work-family balance in
trade unions’ bargaining agendas.

The amount of work-family provisions in the preceding CLA0, and the extent to
which they have been satisfactorily worked out, affects the union’s bargaining
agenda. This was concluded in Chapter 4 and confirmed by the interviewed negotiators. They asserted that it is indeed FNV trade union policy to achieve a specific
minimum level of work-family provisions in all collective labour agreements the
FNV bargains over, with the intention that all branches of industry are equally accessible for women and young parents. To put it slightly more adequate, the FNV
has the intention that the lack of work-family provisions in employment conditions should form no barrier for employees to remain in or find new employment.
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The interviewees confirm that communities of practice, in which colleagues use
formal and informal communication to exchange information and ideas, do exist
within trade unions. As it turns out, there are two types of information exchange
between negotiator colleagues. The first concerns information about bargaining
topics, and the second concerns information about bargaining tactics. In the hypotheses of this dissertation, only the first type is mentioned. It was hypothesised
that colleagues are likely to have similar bargaining agendas if they work in the
same industry groups and therefore probably exchange information, views and
ideas about bargaining agenda issues. While several negotiators did confirm that
they were willing to copy ideas if these were well argued, the practice of copying
ideas is not so common that it will result in bargaining agendas becoming more
similar because of it. The fact that bargaining agendas are still similar within industry groups, at least with respect to work-family issues, should probably be
credited to industry-targeted policies at the level of the individual trade unions
and to negotiator responses to industry-specific needs and preferences. The second type of information exchange, sharing best practices and bargaining tactics,
appears to be more common among trade union negotiators. For instance, if one
negotiator has successfully bargained with an employer, having agreed to include
a certain work-family provision in the CLA, fellow union negotiators are interested
in copying the first negotiator’s proposals, especially if they were well worked out.
This may help them in their own collective bargaining. This copying behaviour has
no effect on the amount of attention being paid to work-family provisions on a
colleague’s bargaining agenda, however – merely on the way proposals are
worked out and phrased.

6.4

A REFLECTION ON THE LITERATURE

Up to a point, the results of this dissertation are in line with OECD research results, which stated that there is a strong correlation between the share of female
employees and the amount of work-family provisions available to them (OECD
2001). The OECD has reported their findings at country level, and at the country
level in the Netherlands, there seems to be a causal relationship between these
two variables. At CLA level, however, this dissertation offers no evidence to further support the OECD findings. Still, work-family provisions have been included
and expanded in Dutch collective labour agreements, which is largely due to trade
unions’ efforts. Like Visser (1999) has stated, the part-time discussion has moved
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away from the kitchen table and has been pushed towards the social partners’
bargaining table.
As Watts and MacPhail (2004) imply, women take the presence of work-family
provisions into account when deliberating which branch of industry to work in.
Theoretically, trade unions managing to introduce work-family provisions in most
or all branches of industry could impact women’s occupational mobility, since
women would then no longer be ‘restricted’ to only a few female-oriented
branches of industry.

Teulings and Hartog (1998) formulated rather strongly that that unions have little
incentive to invest in non-members’ interests, particularly since that could only be
done at the expense of members. Ulph and Ulph (1990) emphasise that trade unions try to maximise the utility of their members. However, the results of this dissertation contradict these views. Most of the interviewees of the qualitative chapter 5 assert that non-members’ preferences do affect trade union negotiators’
bargaining agendas, not only in order to attempt to increase their member count,
but also as a result of negotiators’ general sense of responsibility for the wellbeing of the employed population. This fits Charlesworth’s assertion that if the
needs of female employees are to be recognised, their working time preferences
should be part of the bargaining agenda (Charlesworth 1997). It also fits the public choice model of Booth (1984, 1995b) and Naylor and Cripps (1993), which
views unions as political organisations that not only represent different member
groups, but also need to take account of potential members. This squares with
Snape and Redman’s concept of the covenantal relationship between trade unions
and their members (Snape and Redman 2004). In this type of relationship, union
members are intrinsically motivated to help both the union and their fellow employees, which grants the union large amounts of freedom to draw up bargaining
agendas directed at employees at large, rather than just their members. This dissertation shows that Dutch trade union agenda setting is indeed based on a covenantal relationship with union members, and not so much on the economic exchange relationship of Bamberger et al (1999), in which members are selfinterested and trade unions are only service providers.

One of the conclusions of this dissertation is that the FNV’s central recommendations direct trade union negotiators when drawing up their bargaining agendas.
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This implies that vertical coordination is certainly present within trade unions. Van
den Toren (1996, 2001) and Van Houten (2004) both researched the influence of
recommendations of the Foundation of Labour, which is an advisory body consisting of representatives of employers and trade unions. Although theirs is a slightly
different example of vertical coordination, this dissertation partially confirms their
conclusions that central recommendations affect labour policymaking at lower
levels.

Horizontal coordination in trade unions takes two forms: borrowing of ideas to
include on the bargaining agenda, and copying of bargaining tactics. The second
form, in which negotiators use bargaining successes of colleagues to sway an
employer during their own bargaining rounds, resembles most closely the idea of
efficient organisational learning in communities of practice, as formulated by
Brown and Duguid (1991). After all, it is something that is not learned through
official training or from books, but through communicating and sharing knowledge
with colleagues.

In this dissertation, evidence was found for what Cookson and Dolan (2000)
called the ‘fair innings’ argument, which implies that every employee covered by
a collective labour agreement is entitled to a similar package of work-family provisions. This specific argument about the work-family balance originates from
Cookson and Dolan’s view on the equalising principle, which says that everyone is
entitled to a similarly long and healthy life. It turns out that trade unions exert
effort to bargain over work-family provisions in all branches of industry and with
all employers, irrespective of needs or preferences existing in a specific workplace
or at a specific time point. As trade unions see it, all collective labour agreements
should be essentially alike in terms of work-family provisions. This actually implies that correlations between the share of female employees covered by a CLA
and the extent to which work-family provisions are included in a CLA cannot be
found.

This dissertation began with the assumption that female labour participation and
work-family provisions in CLAs were empirically correlated, since it seemed plausible theoretically and since both entities have increased side by side during the
past decade. Trying to prove this assumption at the level of the collective labour
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agreement, however, yielded no evidence. But when the trade unions’ underlying
agenda setting processes were scrutinised, it appeared that the increased labour
participation of women did have its effects on collective labour agreements after
all. Through bottom-up communication from employees via lay officials and trade
union negotiators, enlarged by media and political attention, preferences for
work-family provisions in the CLA reached the trade unions’ agendas. These preferences pressed trade union policy makers to include work-family topics in their
central recommendations, and as a consequence, compelled negotiators to include them in their bargaining agendas. Thus, while the correlation between female labour participation and work-family provisions in CLAs is obscured at CLA
level, it is definitely present at national level.
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APPENDICES
APPENDIX 3.2. CORRELATION COEFFICIENTS FOR THE INDEPENDENT AND
CONTROL VARIABLES IN

CHAPTER 3

In order for control variables to be safely used, the correlation between them
should not exceed 0.50 (or fall below –0.50). In the table below, correlation coefficients are given for all independent and all control variables. The largest is 0.37,

Share of female employees within branch
Negotiator's gender

a

Structural wage increase per year
CLA size
Private / public sector

b

Sectoral / company CLA

c

Sectoral / company CLA

Private / public sector

CLA size

Structural wage increase per year

Negotiator's gender

Share of female employees within branch

which is still below 0.50.

1
– 0.10

1

– 0.05

– 0.03

1

0.12

0.07

– 0.04

1

0.37

0.07

– 0.04

0.11

1

– 0.26

– 0.01

– 0.02

– 0.27

– 0.16

1

Table A.1. Correlation between independent and control variables.

a

Female = 0, male = 1.

b

Private sector = 1, public sector = 2.

c

Sectoral CLA = 1, company CLA = 2.
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APPENDIX 4.1. CLUSTER ANALYSIS
Cluster analysis on the dependent variable, proposed improvement of workfamily provisions, yields three highly asymmetrical clusters. The first cluster consists of only one case in which the bargaining result would be a deterioration of
work-family provisions; the second cluster covers almost all of the cases; and the
third encompasses the three extremes at the upper side of the agenda workfamily scores.

Cluster

Number of cases

Values

1

1

-10

2

274

from -5 to 29

3

3

34, 34, 37

Table A.2. Cluster analysis on the dependent variable.

This distribution resembles the FNV’s industry group structure in no way at all, so
cluster analysis is abandoned as a mechanism to identify communities of practice.
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APPENDIX 4.2. ECONOMIC GROWTH AND WAGE INCREASE
Below are two histograms showing the variation in economic growth per CLA year
and the structural wage increase per year. The first histogram shows that 154
bargaining agendas were drawn up in a year (2003) in which the economic
growth had a value of –0.82 per cent; 69 agendas were made in a year (2002) in
which the economic growth had a value of 0.57 per cent; and 55 agendas have a
score of 1.42 per cent for the variable ‘economic growth’.

Figure A.1. Histogram of economic growth as a percentage of the Gross National
Product in the Netherlands, for the CLA years 2001, 2002 and 2003.

The second histogram shows the distribution of values for the yearly wage increase as agreed upon in the CLAs chronologically following the 278 bargaining
agendas. It is clear that this second variable has more variation than ‘economic
growth’, and is therefore the more likely candidate for use in the analysis.
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Figure A.2. Histogram of yearly structural wage increase (in %), per CLA. DUCADAM Dataset, CLA years 2001 – 2003, N=278.
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APPENDIX 4.3. CORRELATION COEFFICIENTS FOR THE INDEPENDENT AND
CONTROL VARIABLES IN

CHAPTER 4

In order for control variables to be safely used, the absolute value of the correlation between them should not exceed 0.50. In the table below, correlation coefficients are given for all independent and all control variables. The largest is 0.48,

Share of female employees

0,14 -0,37

Industry group = Manufacturing

-0,48 0,13 -0,14 -0,22

1
1

Industry group = Services

0,12 0,19 -0,06 -0,05 -0,33

Industry group = Trade

0,48 -0,04 0,15 -0,07 -0,45 -0,10

Industry group = Transportation

0,11 -0,29 0,27 -0,06 -0,41 -0,09 -0,13

Negotiator’s gender

Number of employees covered by CLA

Number of employees covered by CLA

1

-0,21 -0,12 -0,09

a

Negotiator’s gender

1

Industry group = Shipping

Structural wage increase
(yearly average)

Structural wage increase
(yearly average)

Industry group = Transportation

Industry group = Trade

Industry group = Services

Industry group = Manufacturing

Industry group = Shipping

1

Precise work-family score of -0,02
CLA0
Work-family balance in central recommendations

Work-family balance in central recommendations

Share of female employees

Precise work-family score of
CLA0

which is still below 0.50.

1
1
1

-0,03 -0,04 0,36 -0,18 0,17 -0,19 0,19 -0,12

1

-0,04 0,03 -0,17 0,12 0,04 0,02 -0,17 -0,04 -0,11

1

0,19 0,30 -0,17 -0,09 -0,24 0,19 0,29 -0,21 -0,04 -0,05

1

Table A.3. Correlation between independent and control variables.
a

Female = 0, male = 1.
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APPENDIX 4.4. CENTRAL FNV RECOMMENDATIONS OVER THE YEARS

In the table below, the contents of the FNV central recommendations are shown
with respect to work-family issues. The year refers to the year in which these issues have to be initiated into collective labour agreements.

Year

2001

Main issues

Wages and side issues

Reducing work pressure.

WAGES

Improving the work-family
balance.

Total wage increase 4.5%, of which 4% is
to be used for actual wages.

Improving rights to training
and schooling.

OTHER

Offensive labour market policy: equal opportunities for all, protection of (partially)
disabled employees.
Increasing voice and choice in working
time without employees losing security.
Equal pay for equal work.
Modernising pension systems.
Decentralising policy execution and providing a basis for individual choice systems.

2002

Increasing voice and choice
in working time issues.
Increasing voice and choice
in schooling issues.

WAGES

Total wage increase 4.5%, of which 4% is
to be used for actual wages.
-- continued on next page --
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2003

The life course career
(“levensloopbaan”): employee training programs
(POPs) and voice in working
time.
Disability and reintegration
of employees.
Modernising pension systems.

WAGES

Total wage increase 3.5%, of which 3% is
to be used for actual wages.
Equal pay for equal work.
Protecting low wage groups.
Controlling top executive wages.
Secondary pecuniary incentives unlinked
to primary wage increase.
OTHER

Childcare.
Labour conditions.
Work pressure.
Fighting poverty.
Labour terms and conditions of entrepreneurs without staff.
Employment of ethnic minorities.
Strengthening unions in underdeveloped
countries.
Improving the flow from subsidised to
regular jobs.
Table A.4. Central FNV recommendations for the years 2001, 2002 and 2003.
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APPENDIX 4.5. T-TESTS BETWEEN COMMUNITIES OF PRACTICE
In Table A10, the five largest FNV industry groups are shown. The values located
at a crossing of two industry groups denote the difference between the average
agenda work-family score of each industry group.
In three cases, a significant difference is found.

Manufacturing
Manufacturing
Trade

Trade

Transportation

Services

Shipping

1
-2.731*

1

Transportation

1.791

4.522**

1

Services

0.711

-3.442*

1.080

1

Shipping

-1.009

-3.740

0.782

-0.298

1

Table A.5. T-test scores for the difference between the average agenda workfamily score of pairs of industry groups.
* significant at 10% level
** significant at 5% level.

178

Appendices

APPENDIX 4.6. AGENDA WORK-FAMILY SCORE DESCRIPTIVES
In the table below, descriptive statistics are given for the agenda work-family
scores of the five largest FNV industry groups and of the reference category. This
category consists of the following branches of industry: Farming, Education, Government, Arts, G&G, Metal industry, Metalectro, Packing industry, Printing, Public
market, and Sea service.

N

Min.

Max.

Mean

Median

Mode

St Dev

9

0

10

3,33

0

0

5,00

165

0

34

4,34

1

0

7,54

Industry group = services

19

0

27

3,63

3

3

5,86

Industry group = trade

34

0

27

7,07

3

3

8,97

Industry group = transportation

29

0

24

2,55

0

0

5,40

Reference category

22

0

37

9,09

3,75

0

11,35

Industry group = shipping
Industry group = manufacturing

Table A.6. Descriptive statistics for agenda work-family scores per FNV industry
group.
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APPENDIX 5.1. FNV TRADE UNIONS IN THE RESEARCH SAMPLES, OCTOBER

2003.

Members
(x1000)

In agenda
sample

Agenda
count

In interviewee
sample

Interviewee
count

FNV Bondgenoten

470,7

yes

256

yes

4

ABVAKABO FNV

363,6

yes

5

yes

3

FNV Bouw

151,1
yes

1

AOb

73,2

yes

4

FNV KIEM

41,9

yes

3

FNV Horecabond

27,5

AFMP

20,6

yes

10

Nederlandse Politiebond NPB

22

Kappersbond FNV / FNV Schoonheidsverz.

9,9

NVJ

7,3

FNV Vrouwenbond

5,9

FWZ

5,9

FNV Sport

1,5

Vereniging van Contractspelers
VVCS

0,8

...
FNV total

...
1221

Table A.7. FNV trade unions, samples data. Member data valid on 1 October
2003. © Statistics Netherlands, Voorburg/Heerlen 2004-06-30.

In the first column, the names of the FNV trade unions are given. The second
column lists their member count on the first of October 2003. A ‘yes’ in the third
column means that agendas from that trade union are represented in the bargaining agenda sample (N = 278); in the next column, the number of agendas is
listed. A ‘yes’ in the fifth column means that negotiators from that trade union
are represented in the interviewee sample (N = 8); in the next column, the number of negotiators is listed.
Note: the ‘...’ denotes a collection of small FNV ‘trade unions’ that do not bargain
over CLAs; they are therefore not considered in this dissertation.
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APPENDIX 5.2. COLLECTIVE LABOUR AGREEMENTS BARGAINED OVER BY
THE INTERVIEWEES

Interviewee
number
1

CLAs / agendas



Sociale Werkvoorziening

2






Postkantoren

TPG

Afval & Milieu

Energie- en Nutsbedrijven Distribu- 
tie
Energie- en Nutsbedrijven Produktie
Beroeps- en volwasseneducatie

(BVE)
Centrum voor Innovatieve Opleid. 
(CINOP)
Hoger Beroepsonderwijs (HBO)
V.d. Akker Berging

Berging en Transport Scheffers

Binnenscheepvaart

Eerland GJ Sleepdienst
EWT havenploeg

Hatenboer Neptunus

Maasveren, de Stichting
Rederij Muller BV

Smit Tak Int. Berging

Smit Tak Varende maandloners

Atofina/Cerexagri

Basell
Chevron Oronite Technology

Kemira Agri Rozenburg
Dixons

Doe Het Zelf

Elektrotechnische Detailhandel

Groothandel bouwmaterialen

Kijkshop - Sellers & Sellers

Michelin en Transityre B.V.

Pianotechnici en pianostemmers

Akzo

Crompton BV (vh Witco)

Crown van Gelder

General Electric Plastics (Amster- 

dam)
Medicopharma
Modo v. Gelder Hamij

3


4




5

6

7

8






























Zaterdagbestellers
Welzijnswerk
Kabel & Telecom
Waterleidingbedrijven (WWB)

Onderwijsbegeleidingsdienst /
Schoolbegeleiding
Onderwijs (sector - wet)

Smit Tak Werkplaats Maassluis
Spido BV
URS (Unie van Redding en
sleepdiensten)
Veerdienst H. de Visser
Veerdienst SBS (Schuyt-BoomStanfries)
Vlissingse Bootliedenwacht
Vopak Barging Europe
VT Personnel Services BV
Kerr-McGee Pigments (vh Kemira)
Netherlands Refining Company
(Nerefco)
Technische Groothandel
Videobranche
Kunststof– en Rubberbedrijven
PharmaChemie
MSD
Sigma Coatings
Solvay Pharmaceuticals
MSD Merck, Sharp & Dohme
Muiden Chemie Internationaal
Pharmachemie BV
Sigma Coatings
Zeep-, was-, en reinigingsmiddelenindustrie

Table A.8. Collective labour agreements bargained over by the interviewed negotiators, during the period October 2001 – September 2003.
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APPENDIX 5.3. INTERVIEW QUESTIONS POSED TO FNV NEGOTIATORS
Questions are listed in Dutch, as posed to the interviewees.
Over werknemers en leden


In welke opzichten kijkt u als onderhandelaar naar de werknemers die onder de CAO vallen (met name naar hun voorkeuren)? Hoeveel invloed
hebben werknemers op de inhoud van hun CAO?



Idem voor FNV-leden die onder de CAO vallen. Hoe vaak zijn er bijeenkomsten? Wie zijn zoal aanwezig?



Wie zijn de leden voor de CAO’s waarvoor u onderhandelt (leeftijd, geslacht)? Wijkt dat af van de leden van de vakbond als geheel?

Over de rol van de voorgaande CAO


In hoeverre hebben onderhandelingsonderwerpen een doorlooptijd, d.w.z.
over meerdere CAO’s heen? Welke items wilt u doorgaans binnen de onderhandelingstermijn van de huidige CAO afronden, en welke kunt u ook
wel (deels) voortzetten tijdens de onderhandelingen van de volgende
CAO?



Streeft u ernaar dat in alle CAO’s waarover u onderhandelt een basaal niveau van arbeid-en-zorgregelingen aanwezig is? Zijn er CAO’s waar arbeid-en-zorg een kleine, of juist een heel grote rol speelt? Waar hangt dat
van af?

Over de FNV arbeidsvoorwaardennota


Hoe belangrijk is de FNV arbeidsvoorwaardennota? In hoeverre geeft deze
richting aan de uw eigen onderhandelingsagenda?



Hoe vaak is er formeel/informeel overleg met leidinggevenden? Wat wordt
er tijdens zo’n overleg zoal besproken?



Wat doet u als de FNV arbeidsvoorwaardennota (deels) conflicteert met
uw eigen ideeën en strategieën? Kunt u daar voorbeelden van geven?

Over collega onderhandelaars


Hoeveel medeonderhandelaars werken er bij uw vakbond?



Hoe vaak is er overleg met collega’s? Hoe is hierbij de verdeling formeel/informeel?



Hoe belangrijk is het wat collega onderhandelaars vinden (bijv. over welke
arbeid-en-zorgonderwerpen belangrijk zijn)? Wordt ‘spanningsveld’ besproken?

(Brede, open vraag:) Waarom staan bepaalde arbeid-en-zorgitems op de agenda? Hoe komen zij op de agenda? Welke zaken hebben daar allemaal invloed op?
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GEÏNTERVIEWDE

FNV-BESTUURDERS

Naam

Vakbond

Datum van interview

Janke Smit

AbvaKabo

17 februari 2006

Brigitta Paas

FNV Bondgenoten

17 februari 2006

Egbert Schellenberg

FNV Bondgenoten

22 februari 2006

Meindert van den Berg

AbvaKabo

Joost van Herpen

AbvaKabo

2 maart 2006

Peter van der Put

FNV Bondgenoten

3 maart 2006

Gijs Honing

FNV Bondgenoten

Gerrit Stemerding

AOb

1 maart 2006

7 maart 2006
14 maart 2006
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NEDERLANDSE SAMENVATTING
Hebben, in het licht van de stijgende arbeidsparticipatie van vrouwen, arbeid-enzorgonderwerpen aan belang gewonnen in collectieve onderhandelingen? In dit
proefschrift wordt gezocht naar een antwoord op deze vraag, eerst door CAO’s te
bestuderen, vervolgens door vakbondsagenda’s te analyseren en tot slot door te
spreken met vakbondsonderhandelaars zelf.
Zijn

in

CAO’s

waar

relatief

veel

vrouwen

onder

vallen

veel

arbeid-en-

zorgregelingen opgenomen? Stemmen vakbondsonderhandelaars de inhoud van
hun agenda af op dit aandeel vrouwen? Maakt het verder uit of de CAO een ondernemings– of een bedrijfstak-CAO is, in welke sector de CAO wordt afgesloten,
en hoeveel werknemers door de CAO gedekt worden? Laten vakbondsonderhandelaars zich bij het bepalen van arbeid-en-zorgitems op hun agenda leiden door
centrale

aanbevelingen,

door

het

bestaan

van

aanwezige

arbeid-en-

zorgregelingen in een voorgaande CAO, of door welke ideeën collega vakbondsonderhandelaars hebben over arbeid en zorg? In hoeverre speelt het afgesproken
loonsverhogingpercentage een rol, en of de vakbondsonderhandelaar een man of
een vrouw is?
In het empirische gedeelte van het onderzoek zijn eerst 769 CAO’s uit de DUCADAM Dataset onderzocht, waarna 278 FNV-vakbondsagenda’s (zogenaamde
‘voorstellenbrieven’) en acht FNV Arbeidsvoorwaardennota’s zijn geanalyseerd.
Tot slot zijn acht FNV-onderhandelaars geïnterviewd.
Er kan geen verband aangetoond worden tussen het aandeel vrouwen dat onder
een CAO valt en het aantal en de uitgebreidheid van arbeid-en-zorgregelingen in
de CAO, noch tussen het aandeel vrouwen en het belang van arbeid-enzorgregelingen op de vakbondsagenda. Verder zijn ook de sector, het aantal door
een CAO gedekte werknemers en het geslacht van de vakbondsonderhandelaar
niet van belang. Het zijn juist de centrale aanbevelingen en de mate waarin arbeid-en-zorgregelingen in de voorgaande CAO zijn uitgekristalliseerd, die voor
vakbondsonderhandelaars leidend zijn bij het bepalen van het belang van arbeid
en zorg op hun agenda. Het blijkt dat het vakbondsbeleid er op gericht is om in
alle sectoren van de arbeidsmarkt een bepaald minimumniveau aan arbeid-enzorgregelingen af te spreken, waardoor werknemers met zorg voor kleine kinderen minder beperkt zijn in hun keus wanneer zij werk zoeken, en werkgevers
aantrekkelijker kunnen worden voor een bredere groep potentiële werknemers.
De collectief geregelde arbeidsvoorwaarden worden wat dat betreft daardoor toe-
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komstbestendiger. Bovendien hopen vakbonden meer leden te werven onder
vrouwen door zich specifiek voor deze groep in te spannen.
Of en in hoeverre bepaalde arbeid-en-zorgregelingen op de agenda van een vakbondsonderhandelaar komen kan beïnvloed worden door ideeën van collega onderhandelaars daarover; of deze vervolgens vertaald worden in regelingen in de
CAO kan worden bevorderd door onderhandelingssuccessen van collega’s, maar
ook door de mate waarin de werkgever beschikt over voldoende financiële ruimte. Ook het bestaan van een CAO-fonds, dat vooral in bedrijfstak-CAO’s voorkomt, speelt hierin een positieve rol.
Hoewel een direct verband tussen enerzijds het aandeel vrouwen onder een CAO
en anderzijds arbeid-en-zorgregelingen op de vakbondsagenda en in de CAO niet
empirisch onderbouwd kan worden, is uiteindelijk duidelijk geworden dat de stijging van de arbeidsparticipatie van vrouwen dus wel een indirecte, positieve invloed heeft gehad op de uitbreiding van arbeid-en-zorgregelingen in de collectieve arbeidsvoorwaarden in Nederland.
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