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Representing 7 million workers in the manufacturing, mining and energy sectors, industriAll 
Europe supports the ETUC’s reply to the European Commission’s First-phase consultation of social 
partners under Article 154 TFEU on the Quality Jobs Act. In our reply, we aim to bring further 
sector-specific evidence and demands to complement the ETUC response.  
 
IndustriAll Europe’s position on quality jobs can be accessed in: EN FR DE. Good quality jobs are 
not a luxury—they are the backbone of a fair and resilient European economy. For too long, 
competitiveness has been wrongly pursued through wage suppression and job degradation. This 
has led to growing precariousness, insecurity, labour shortages, weakened bargaining power, and 
rising psycho-social risks. The era of low-cost, low-quality jobs must end now. 

Trade unions demand a decisive shift: quality jobs must be at the core of the EU’s social, industrial, 
and economic policies. This means jobs with wages that enable workers and their families to enjoy 
a decent standard of living; safe and healthy working conditions; comprehensive and affordable 
social protection; equality and non-discrimination; collective bargaining; training during working 
hours; and a genuine work-life balance. The green and digital transitions cannot be an excuse to 
dismantle decent work. Whether in battery factories in Hungary or recycling facilities in Germany, 
too many workers face exploitation, subcontracting abuse, health risks, and loss of union 
coverage. Migrant workers are particularly vulnerable. This is unacceptable. 

Industries across Europe are undergoing massive waves of restructuring, with plant closures and 
job cuts that devastate workers and communities. Yet the main gap is the chronic lack of 
anticipation. Europe is too focused on reacting to crises once they erupt instead of preventing 

them. The Quality Jobs Act must therefore look ahead—not only solving the problems of today 
but addressing the structural challenges of tomorrow. Workers need policies that foresee 
transitions, not ones that merely clean up the damage after it occurs. 

29 January 2026 

 
IndustriAll Europe’s reply to the European Commission’s  
First-phase consultation of social partners under Article 154 
TFEU on the Quality Jobs Act 
 

https://news.industriall-europe.eu/news
https://news.industriall-europe.eu/news
https://news.industriall-europe.eu/documents/upload/2025/4/638815334390765394_Position_Paper_2025_164.Good_Quality_Jobs._EN.pdf
https://news.industriall-europe.eu/documents/upload/2025/4/638815334583460822_Position_Paper_2025_164._Good_Quality_Jobs._FR.pdf
https://news.industriall-europe.eu/documents/upload/2025/4/638815334714358673_Position_Paper_2025_164_Good_Quality_Jobs._DE.pdf
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The transition to a sustainable future must be just. We will not accept green jobs without rights, or digital jobs 

without dignity. Trade unions are ready to lead the way—but the EU must match words with action. Good jobs 

are not optional. They are non-negotiable. 

The credibility of the Quality Jobs Act will depend on its capacity to eliminate the quality-job deficits still 

affecting EU labour markets and to ensure that workers’ rights are not only proclaimed but effectively enforced. 

Q1: Do you consider that the issues and possible areas for further EU action are correctly 
identified in this document? 

 
1. Just Transitions  

General remarks 
IndustriAll welcomes that Just Transitions has been identified as one of the potential areas for 
consideration in the context of the Quality Jobs Act. IndustriAll Europe has long called for a 
Legislative Framework for the Anticipation and Management of Change in the context of our Just 
Transition Manifesto.  
 
In particular, in terms of the democratic participation of employees and social dialogue, we 
identified major gaps especially in the context of early and meaningful access to information and 
consultation of employees and eroding collective bargaining systems. 
 
In our Just Transition Manifesto we argued that 
Workers’ involvement remains a pure formality, if it takes place at all: there is no trade union or 
worker representatives’ involvement in less than one third of restructuring cases in Europe1. 
Violation of fundamental rights of workers to be informed and consulted before a decision is made, 
and for their trade unions to negotiate fair and sustainable responses, tends to become the norm. 
Half of European Works Councils are consulted too late, i.e. after their management has made 
their restructuring decision public in the press. And in most cases, that consultation bears no fruit, 
as it leads to no changes in the company’s decisions. 
 
At a time when social dialogue at the workplace is needed more than ever to support a fair and 
inclusive transition, in practice, worker and trade union representatives’ involvement in strategic 
decisions is very limited, or even non-existent. The political response cannot lie in proposing non-
binding instruments like guidelines or handbooks. Soft measures, such as the EU Quality 
Framework on Restructuring, or the “comply to obligations or explain why not” principle included 
in several EU laws, triggered no observable change in business conduct.2 
 
The limitations of good will from employers’ organisations to negotiate Just Transition 
Agreements have been highlighted by the collapse of the negotiations of a Social Partner Just 
Transition Agreement on EU level for the gas sector in May 2024. While highlighting that Social 

 
1 Data taken from European Commission (2018) Study monitoring the application of the EU Quality Framework for 
anticipation of change and restructuring, p. 53 
2 See: Just Transition Manifesto, 2022, page 23 

https://news.industriall-europe.eu/documents/upload/2022/10/638010772890539713_JT_May_Manifesto_short-EN.pdf
https://news.industriall-europe.eu/documents/upload/2022/10/638010772890539713_JT_May_Manifesto_short-EN.pdf
https://news.industriall-europe.eu/documents/upload/2022/10/638010772157594050_JT_May_Manifesto_long-EN.pdf
https://news.industriall-europe.eu/documents/upload/2022/10/638010772157594050_JT_May_Manifesto_long-EN.pdf
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Dialogue between trade unions and employers must be promoted and national practices 
safeguarded, we need a complementary and supportive legal framework that fills the gaps. 
 
The gaps in the EU’s and national Just Transition Frameworks at the national level have been 
documented in the assessment of existing EU policy tools: 
 
The implementation review of the Council Recommendation on ensuring a fair transition to 
climate neutrality3: “Further efforts are required to reinforce participation mechanisms and 
extend social partner involvement into the implementation phase of measures supporting the 
anticipation and management of change, particularly for policies aimed at vulnerable groups. 
Moreover, only few Member States have reported good examples of effective involvement of 
worker representatives in anticipation and management of change, and more efforts could be 
made to design policies effectively targeting vulnerable groups, such as workers with difficulty to 
transition to quality jobs”.  
 
Moreover, the 2025 assessment of National Energy and Climate Plans4 states: “Most plans discuss 
the impacts of the transition to climate neutrality on employment and skills. However, the depth 
of the analysis of the social and employment impacts of the climate and energy transition varies 
significantly, particularly regarding vulnerable populations and regions. Moreover, the plans often 
do not outline measures to mitigate or address these impacts. While the plans generally reflect 
how the Just Transition Fund (JTF) supports Member States, they provide little additional 
information on the other resources to support a just transition.” 
 
IndustriAll Europe has long insisted that the twin transition is not taking place in a vacuum. 
Indeed, the ongoing industrial/restructuring and cost-of-living crisis is feeding uncertainty 
amongst workers putting at risk overall acceptance for the transition.  The crisis evolves in a 
context where industry and employer organisations publicly deplore the lack of availability skilled 
workers. It also highlights the need for a comprehensive legally binding framework for the 
anticipation and management of change to navigate job-to-job transitions in a socially just and 
inclusive way. 
 
Finally, we also like to emphasise the clear political message sent to the European Commission 
and Council by the INL Report calling for a Just transition directive in the world of work adopted 
by the European Parliament on 20 January 2026 that highlights the need for a comprehensive Just 
Transition Framework including policy measures addressing the anticipation and management of 
change on the basis of the principles of mandatory and timely information and consultation of 
workers and their representatives, of social dialogue and of collective bargaining.5 
 

1.1. Restructuring Crisis:  

 
3 Key messages from EMCO and SPC on the implementation of the Council Recommendation on ensuring a fair 
transition towards climate neutrality, adopted by the Employment, Social Policy, Health and Consumer Affairs 
Council, 1 December 2025 
4 EU-wide assessment of the final updated national energy and climate plans Delivering the Union's 2030 energy 
and climate objectives, 28 May 2025   
5 European Parliament resolution of 20 January 2026 with recommendations to the Commission on just transition 
directive in the world of work: ensuring the creation of jobs and revitalising local economies (2025/2131(INL))   

https://data.consilium.europa.eu/doc/document/ST-14891-2025-INIT/en/pdf
https://data.consilium.europa.eu/doc/document/ST-14891-2025-INIT/en/pdf
https://eur-lex.europa.eu/resource.html?uri=cellar:61de6ed0-3b8d-11f0-8a44-01aa75ed71a1.0001.02/DOC_1&format=PDF
https://eur-lex.europa.eu/resource.html?uri=cellar:61de6ed0-3b8d-11f0-8a44-01aa75ed71a1.0001.02/DOC_1&format=PDF
https://www.europarl.europa.eu/doceo/document/TA-10-2026-0003_EN.html#title1
https://www.europarl.europa.eu/doceo/document/TA-10-2026-0003_EN.html#title1
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Europe is at a critical crossroads. According to a new Syndex report commissioned by industriAll 
Europe, out of 18 key industrial sectors, only one - aerospace/defence - remains in globally 
competitive shape. Europe is losing leadership in key sectors like automotive or energy 
equipment manufacturing, but also in RDI. Some sectors, like steel, are at breaking point. 
Investments are stalled and restructuring is underway across value chains. The key findings of the 
report are available in EN FR DE. Without urgent investment and a decisive strategic shift, Europe 
risks accelerated deindustrialisation, deepening dependency and the loss of millions of good 
industrial jobs. 
 
Our internal restructuring monitor confirms the worrying crisis wiping through our sectors. For 

2025, we have reports of no less than 170,000 jobs at risk (details  here). For the automotive 
industry alone, plans for reducing more than 75000 jobs have already been announced (not even 
including Volkswagen’s plan to reduce the workforce by 35000 by 2030). In the chemical sector, 
around 28.000 workers are affected. This is not the actual net loss, as most of the information is 
about plans announced by the companies in the press, the EWCs or the trade unions (the sources 
are indicated in the excel file above. The real numbers are even higher, as we do not get all the 
information from all the companies in our sectors.  
 
Unfortunately, this seems to be only the start, as 25% of European companies are expected to 
undergo major restructuring in the coming months. We fear an intensification of the restructuring 
crisis, as companies that have been ‘hoarding’ skilled workers over the past years in expectation 
of an increasingly delayed recovery are now changing their strategies. This ‘never arriving’ 
recovery puts up to 4.3 million industrial jobs at risk, with the first shock waves already felt as 
described above.  
  
The ongoing restructuring crisis is only the tip of the iceberg of what will follow as a result of the 
twin green and digital transition, unless we will finally have a Just Transition Framework Directive 
to fill the existing gaps in legislation in order to ensure mandatory and timely anticipation and 
management of change in workplaces, sectors and regions undergoing the transformation, with 
the workers and their unions included at the decision-making table. Europe is currently too 
focused on crisis. We need instead legislation to ensure anticipation to act upstream of crises and 
to ensure mandatory transition planning.  
 
The current lack of coordinated labour market planning is driving labour and skills shortages. For 

industriAll Europe, there is no easy fix to deal with this situation. Solving skills and labour 
shortages require a holistic approach, based on industrial policy, employment and social policies, 
active labour market policies, education and training policies, as well as collective bargaining. 
However, investing into training of workers and offering quality jobs remain the main response 
to the current record shortages in industrial sectors.  
 

1.2. Urgent need for upskilling and reskilling to happen on the ground: 
 
IndustriAll Europe has adopted a position paper on training (EN, DE, FR) in the context of the 
European Year of Skills and in response to a record tight labour market, which is exacerbating the 

https://agenda.industriall-europe.eu/uploads/documents/2025/11/638992348373912744_04.b%20-%20Syndex%20report%20on%20the%20state%20of%20European%20industry.pdf
https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fnews.industriall-europe.eu%2Fdocuments%2Fupload%2F2025%2F11%2F638998381886594550_under_pressure_leaflet_EN_print_241125.pdf&data=05%7C02%7CPatricia.Velicu%40industriall-europe.eu%7C6268ad4e74654da543c508de3cb3b296%7Caba971db37f44611ac7cfb9911ba2369%7C0%7C0%7C639014939666375431%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=mkj%2Fb2sSqieFSHBTsJ6LJWIgyGJhXE2z0O0htk%2BdhWE%3D&reserved=0
https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fnews.industriall-europe.eu%2Fdocuments%2Fupload%2F2025%2F11%2F638998381989724927_under_pressure_leaflet_FR_digital_241125.pdf&data=05%7C02%7CPatricia.Velicu%40industriall-europe.eu%7C6268ad4e74654da543c508de3cb3b296%7Caba971db37f44611ac7cfb9911ba2369%7C0%7C0%7C639014939666412282%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=FuWQr%2BjS6kDctQoCK%2FYOBE37%2FcpFNxWW7sGE8Iwq%2BUc%3D&reserved=0
https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fnews.industriall-europe.eu%2Fdocuments%2Fupload%2F2025%2F11%2F638998382133317036_under_pressure_leaflet_DE_digital_241125.pdf&data=05%7C02%7CPatricia.Velicu%40industriall-europe.eu%7C6268ad4e74654da543c508de3cb3b296%7Caba971db37f44611ac7cfb9911ba2369%7C0%7C0%7C639014939666450242%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=pXco9VauKwHFwiF3b7cmkUzFFMZQSOSTyhydNoji%2BpI%3D&reserved=0
https://industriall-my.sharepoint.com/:x:/g/personal/bdemaitre_industriall-europe_eu/EQeO21oukUxNv0dp7kyW2UUBY_4w4rHruRHqJJHc2jIm2w?rtime=FWj-a6sM3kg&xsdata=MDV8MDJ8UGF0cmljaWEuVmVsaWN1QGluZHVzdHJpYWxsLWV1cm9wZS5ldXw2MjY4YWQ0ZTc0NjU0ZGE1NDNjNTA4ZGUzY2IzYjI5NnxhYmE5NzFkYjM3ZjQ0NjExYWM3Y2ZiOTkxMWJhMjM2OXwwfDB8NjM5MDE0OTM5NjY2NDg2OTQxfFVua25vd258VFdGcGJHWnNiM2Q4ZXlKRmJYQjBlVTFoY0draU9uUnlkV1VzSWxZaU9pSXdMakF1TURBd01DSXNJbEFpT2lKWGFXNHpNaUlzSWtGT0lqb2lUV0ZwYkNJc0lsZFVJam95ZlE9PXwwfHx8&sdata=UHZ5c1BZWVZIbC9MOFlTRkNTVW9ndktBS3paY0t2cVZTSXRrOURwWE9acz0%3d
https://news.industriall-europe.eu/documents/upload/2023/6/638216433207771551_Adopted_-_Urgency_to_invest_in_workers,_training_and_quality_jobs_to_loosen_the_tight_labour_market_and_meet_the_shortages_-_EN.pdf
https://news.industriall-europe.eu/documents/upload/2023/6/638216433207771551_Adopted_-_Urgency_to_invest_in_workers,_training_and_quality_jobs_to_loosen_the_tight_labour_market_and_meet_the_shortages_-_EN.pdf
https://news.industriall-europe.eu/documents/upload/2023/6/638216433011357603_Adopted_-_Urgency_to_invest_in_workers,_training_and_quality_jobs_to_loosen_the_tight_labour_market_and_meet_the_shortages_-_DE.pdf
https://news.industriall-europe.eu/documents/upload/2023/6/638216433346423820_Adopted_-_Urgency_to_invest_in_workers,_training_and_quality_jobs_to_loosen_the_tight_labour_market_and_meet_the_shortages_-_FR.pdf
https://ec.europa.eu/social/main.jsp?langId=en&catId=89&newsId=10431&furtherNews=yes
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long-standing problem of skills shortages. In industry, the figures are overwhelming: the European 
Battery Alliance says that 800,000 workers need re/upskilled to reach the EU’s battery ambitions, 
while a BCG research for the European Electromobility Platform estimates that 2.4 million 
automotive workers will need to be retrained by 2030. Not to mention the 25 million 
manufacturing, mining and energy workers in Europe whom will need retraining or upskilling to 
meet the challenges of the green and digital transitions in the next decade as jobs change, are 
lost and created. 
 
We welcomed all initiatives that the European Commission has been proposing on skills, including 
the recent Union of Skills, although so far, the initiatives have not addressed thee insufficient 
participation of workers in training programs (39% out of 60% outlines in the Porto Social 
Summit). Access to training must be generalized. The Skills Academies targeting strategic sectors 
have not been successful (e.g. the European Battery Alliance Academy have not delivered the 
expected results) 6.  It is impossible to meet the outlined skills challenges without a mandatory 
instrument ensuring effective anticipation and management of change, which includes training. 
Life-long -learning, up and re skilling are part and parcel of having good working conditions under 
a quality job. Workers need a right to training guaranteed at EU and national levels and negotiated 
collectively by the social partners to tailor it to the reality in each sector and company. Such a 
right would guarantee workers’ access to training on the job (or between jobs), during working 
hours and without costs (for them).  
 

The social partners, especially at the sectoral level, are best placed to map the existing skills and 
to anticipate the future needs of their industries. They can develop training pathways to meet 
these and present plans for the workers who require up-skilling and re-skilling. Such skill maps, 
skill forecast and training plans for workers are essential to manage the skills challenges of twin 
transition.  
 
Strong involvement of the social partners through social dialogue and collective bargaining is also 
essential to raise awareness about the urgency for companies to step up re- and upskilling policies 
and for workers to benefit from quality training offers. Collective agreements clearly stipulate: 
the time off work that one is entitled to undergo training, the guarantee that training is cost-free 
for workers, and the validation of the acquired skill or qualification through concrete forms of 
compensation.  
 
There are many good examples which show that on-the-job training is working when the social 
partners are actively engaged and conclude good collective agreements. In Sweden, two 
landmark collective agreements have been turned into law and guarantee the right to financial 
support for short and longer education programmes for skills development for workers both in 
employment and between jobs. In Germany, IG Metall is negotiating “Collective Agreements for 
the Future” which establish a framework for securing employment, as the social partners jointly 
anticipate the job and skills needs in the rapidly transforming industry. In the Netherlands, social 
partners in the metal sector have recently joined forces to tackle the skills shortages.  
 

 
6 See: Certified failure? EU-funded battery training rewards learners for 0% test scores - Follow the Money - 
Platform for investigative journalism 

https://www.eba250.com/the-race-for-green-talent/
https://www.platformelectromobility.eu/2021/09/24/our-key-findings-and-recommendations-to-make-the-european-green-deal-an-employment-success/
https://www.google.com/url?sa=t&rct=j&q=&esrc=s&source=web&cd=&cad=rja&uact=8&ved=2ahUKEwiky_L8y4GCAxVF_rsIHchlAn0QFnoECA0QAQ&url=https%3A%2F%2Fnews.industriall-europe.eu%2FArticle%2F747&usg=AOvVaw26n-COWZtptQfKZgLTzxyC&opi=89978449
https://www.industriall-europe.eu/Article/1228
https://news.industriall-europe.eu/documents/upload/2022/7/637922710212321970_wedish%20LM%20reform.pdf
https://www.google.com/url?sa=t&rct=j&q=&esrc=s&source=web&cd=&cad=rja&uact=8&ved=2ahUKEwj0uuabzYGCAxU4hP0HHRzqBkUQFnoECBoQAQ&url=https%3A%2F%2Fwww.igmetall.de%2Fservice%2Fpublikationen-und-studien%2Fmetallzeitung%2Fmetallzeitung-ausgabe-maerz-2020%2Fzukunftstarifvertraege&usg=AOvVaw3nicltfEE1DwZHq3zCSY5k&opi=89978449
https://www.google.com/url?sa=t&rct=j&q=&esrc=s&source=web&cd=&cad=rja&uact=8&ved=2ahUKEwj0uuabzYGCAxU4hP0HHRzqBkUQFnoECBoQAQ&url=https%3A%2F%2Fwww.igmetall.de%2Fservice%2Fpublikationen-und-studien%2Fmetallzeitung%2Fmetallzeitung-ausgabe-maerz-2020%2Fzukunftstarifvertraege&usg=AOvVaw3nicltfEE1DwZHq3zCSY5k&opi=89978449
https://www.ftm.eu/articles/innoenergy-eu-funded-training-battery-sector?utm_source=newsletter&utm_medium=email&utm_campaign=EUBatteryFailure&share=L5c5eC5sL10gTdaJkGURMYgGipbnumZt267ugYZ%2FpDC2SoXfcDQQZtkez46TSEg%3D
https://www.ftm.eu/articles/innoenergy-eu-funded-training-battery-sector?utm_source=newsletter&utm_medium=email&utm_campaign=EUBatteryFailure&share=L5c5eC5sL10gTdaJkGURMYgGipbnumZt267ugYZ%2FpDC2SoXfcDQQZtkez46TSEg%3D
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1.3. Shortage of apprenticeships: 
 
Since the COVID-19 pandemic, the number of apprenticeships has been cut across Europe, and 
never restored. On the contrary, employers continue to reduce apprenticeship spots. In Germany, 
according to BIBB figures, around 476,000 apprenticeship contracts were signed in 2025, around 
10,300 fewer than in the previous year (-2.1%). At the same time, the number of training places 
on offer has fallen significantly, with 25,300 fewer apprenticeship places reported compared to 
2024, a decrease of 4.6%. In total, only around 530,300 apprenticeship places were still available 
in 2025, down from a peak of nearly 600,000 in 2019. At first glance, the problem of unfilled 
apprenticeship places seems to be easing, as their number has fallen by 15,000 to 54,400. At the 
same time, however, the situation for applicants is worsening. Around 84,400 young people have 
not found an apprenticeship despite actively searching, an increase of 20% and the highest figure 
since 2010. 
 
Manufacturing and trade are particularly affected, with the number of apprenticeship contracts 
falling to 261,000, a decrease of 12,600 (-4.6%). In the chemical industry, a sector that is less 
important in terms of workforce but just as central to the German economy, the decline in the 
number of apprenticeship places is set to be around 13% in 2025 (8,800 places). IGBCE is calling 
for a sustainable personnel policy and courageous measures to secure the future. Those who do 
not provide training today will lack skilled workers tomorrow. Therefore, it is essential to 
introduce conditionality linked to training when companies benefit from public funds.  
 
The situation is similar in France, where INSEE has forecasted the loss of 65,000 apprenticeships 
in 2025 (a 6,5% drop in one year). This marks the beginning of a predicted decline, as the 
government plans to reduce employer subsidies for hiring apprentices by more than €1 billion in 
its 2026 budget. In industry, the number of apprenticeships offers has fallen by 22% in one year 
at Apec and by 24% at JobTeaser. This comes as a result of the reduction of government subsidies 
for apprenticeships. The losses could increase in 2026, as the government plans to further reduce 
the budget for subsidies paid to employers for hiring apprentices by 1.1 billion euro. The most 
affected are micro-enterprises (17% according to Apec) and SMEs (8%), with mid-sized companies 
and large enterprises less affected (only 3% of them).  
 

2. Algorithmic management and Artificial Intelligence at work 
 
Contrary to the Commission’s assessment, we have very few agreements on the deployment of 
AI. Employers are reluctant to negotiate, and workers are not always aware. 
 
AI is not good or bad for workers. There is no technological determinism leading to good or bad 
jobs. Trade unions do not stand in the way of technological progress, but we insist that it leads to 
good jobs for all workers. This is our compass for the use of AI. The outcome for workers depends 
on how AI is shaped and used at all levels: from the legal framework, through regulation, to a 
tailor-made approach through social dialogue and collective bargaining, especially at sectoral and 
company level by the social partners. 
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AI is a complete game changer on many levels, providing real-time feedback on anything it is 
programmed to do, with huge potential for productivity gains, but also with massive implications 
for the monitoring and control of workers, especially if left unregulated. Appropriate and rapidly 
evolving regulation, put in place as a matter of urgency, can not only avoid the risk of falling 
behind the pace of innovation, but also shape its character. The world of work cannot be treated 
by default as a testbed for new AI. Technological progress must go hand in hand with social 
progress. 
 

2.1. Risks related to health & safety and the weakening of workers’ autonomy  
 
There is growing evidence of the impact of AI on the world of work. Automation can have positive 
effects on health and safety at work by reducing dangerous tasks and arduous work. AI technology 
can also help people with physical or mental limitations in the workplace, like for example an 
exoskeleton that improves human mobility.  
 
However, the increasing use of AI can have a negative impact on the psychosocial dimension. 
While AI can automate routine tasks and create opportunities for more stimulating work, it can 
also be implemented in ways that limit worker autonomy or intensify workloads.  A recent survey-
based study by the OECD shows that workers, among others, in the manufacturing sectors are 
experiencing increased intensity and stress as a result of the faster pace of work dictated by AI. 
Similar risks are shown by the study developed by Syndex on behalf of industriAll Europe: AI may 
lead to workers preforming more monotonous or intense tasks, as their work becomes more 
concentrated on a narrower range of activities. This shift could disrupt the cognitive balance of 
work, increasing the risk of cognitive fatigue due to the sharp increase in the number of high-
intensity tasks and a significant decrease in low-intensity tasks.  
 
Automation has not necessarily made work easier. It has reduced the physical arduousness of the 
work but increased the cognitive load. This effect has not been anticipated before, highlighting 
the importance of introducing today an adequate social dialogue and collective bargaining 
structures at the workplace that provide workers with the right to be informed and consulted 
about the effects of new technology (including the right to training), with the possibility to 
improve its functioning. This is essential to ensure that the human-in-command principle is 
respected. 

2.2. Risks of deskilling, weakening of know-how and dehumanisation of practices 

In the manufacturing sectors, AI has been reported to be associated with the deskilling of workers, 

especially those with medium qualifications. This creates a dangerous polarisation between high-

skilled and low-skilled workers. This fragmentation is also reflected in a process of wage 

polarisation that accentuates wage stagnation for intermediate qualifications. A good example is 

the electric engine, which is replacing its fossil fuel-based internal combustion predecessor. Much 

of the diagnostics and repairs in the event of damage are done by AI, leaving little room for 

mechanics, sometimes even engineers. 

The problem of the loss of certain skills is intricately linked to the transfer of workers’ knowledge 
and know-how to automated processes as well as the growing number of ‘invisible tasks’ created 

https://www.oecd-ilibrary.org/social-issues-migration-health/the-impact-of-ai-on-the-workplace-main-findings-from-the-oecd-ai-surveys-of-employers-and-workers_ea0a0fe1-en
https://www.oecd-ilibrary.org/social-issues-migration-health/the-impact-of-ai-on-the-workplace-main-findings-from-the-oecd-ai-surveys-of-employers-and-workers_ea0a0fe1-en
https://news.industriall-europe.eu/Article/1159
https://news.industriall-europe.eu/Article/1159
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by AI. The process is never fully automated because there are always secondary tasks that 
workers must perform to the rhythm of the AI. It may appear that the machine is working on its 
own, but in fact the worker is struggling to keep up - their role is sometimes reduced to simple, 
repetitive button-pushing.  
 
Syndex’s study also points out that, since the automation of production stages, fewer people are 
working in the same teams. However, collective work is only reduced in appearance because it 
has simply become more informal, and it often takes place outside working hours. Collective work 
needs spaces to exist during working hours, planned according to shifts. Otherwise, it risks being 
invisible. 
 
This problem is closely linked to the recent case in the microchip industry: automation can 
relegate human work to control and monitoring roles, considerably diminishing the capacity to 
discern and understand the production process as well as the recognition and value attributed to 
human labour. Another example comes from the pharmaceutical industry where AI-powered 
predictive maintenance solutions are being developed. As a result, maintenance professions are 
being transformed from "field technicians" to "project managers". Their work has less urgency, 
but also less subjective importance. As an advantage, the work can be seen as "deeper", "more 
structural", and can be associated with greater expertise. 
 
A good solution is to involve and consult workers and their unions through proper social dialogue 
and collective bargaining. This should be done at all levels, but especially at company level, where 
workers and their representatives should be involved in co-designing the AI to be introduced. 
Workers understand the impact of AI on them; their feedback adds a lot of value and should 
therefore be considered. Very often workers and their representatives are not aware of AI 
implementation in their company. There is a strong tendency for companies to introduce AI 
unilaterally or to comply with their legal obligations too lately. The current legislative framework 
(including the AI Act) is insufficient to address the impacts of AI in the world of work and 
guarantee the involvement of worker representatives. It needs to be supplemented to ensure: 
Involvement as far upstream as possible. Approaches such as social design, would increase the 
possibility of worker representatives to influence company choices in the interest of workers’ 
rights. Experimentation and co-construction should be favoured before implementation, and the 
questionability of algorithm should be guaranteed along the entire process 

• Information and consultation processes should take place at the earliest stage and should 
be adjusted to consider the regular update of AI systems. Social dialogue and collective 
bargaining should be ensured to regulate the use of AI to enhance its benefits and 
eliminate the risks for workers 

• The involvement of a third party trusted by both sides should be ensured to guarantee the 
lack of bias/discrimination and provide necessary expertise. 

 
In addition, securing a collectively guaranteed ‘right to training’ will also be crucial to ensure a fair 
digital transformation. According to CEDEFOP, in 2020-2021, 40% of workers in manufacturing 
sectors in Europe had to learn how to use new digital technologies to be able to do their jobs. On-
the-job training and lifelong-learning programmes are essential as AI changes the nature of jobs. 
But these training programmes require massive investment and adequate training policies with a 

https://news.industriall-europe.eu/Article/1159
https://www.cedefop.europa.eu/en/tools/skills-intelligence/digital-skills-level?year=2021#1
https://www.socialeurope.eu/making-the-most-of-the-european-year-of-skills
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long-term vision on the skills needed in order to work. A good example comes from Sweden, 
where two landmark agreements have been enshrined in law, guaranteeing the right to training 
with paid leave. This needs to be replicated across Europe.  
 

2.3. Risks of surveillance and excessive monitoring 
 
The OECD study also shows that workers are increasingly concerned about the privacy of their 
data. An example of increased monitoring activity comes from the area of health and safety. 
While using AI systems to protect health and safety in the workplace can be an advantage, it also 
poses risks. The advantage comes from the use of systems that enable immediate action in the 
event of a health and safety risk, as well as from the use of predictive analysis for the prevention 
of accidents. At the same time, the risks come from the continuous monitoring of sites and of 
workers, and the collection and processing of their data. It is, therefore, necessary to inform and 
consult workers and their trade unions on the collection, processing and storage of data, 
clarifying: the type of data collected, the purpose of its collection, the absolute prohibition of 
using the data for purposes other than health and safety protection (like for the monitoring of 
workers’ performance, etc.), the prohibition of transferring the data to third parties, and the 
security system used to protect the collected data.    
 
Some of the biggest scandals of surveillance and monitoring come from the platform economy 
(Uber, etc.) and service sectors, like the well-known Amazon warehouses case. This involved the 
tracking of workers’ productivity through AI, the monitoring of workers’ movements and the use 
of wearable devices to track their location and activities. Workers have complained about 
extreme pressure and stress resulting from constant monitoring and high productivity targets. 
Management systems require increasing amounts of data, and, at the same time, AI allows to 
process them, creating more risks for misuse of personal data and violation of privacy.      
 
However, intrusive monitoring and misuse of personal data are becoming widespread also in the 
manufacturing sectors. One example is Boeing which has been reported to use cameras and 
monitoring software to track workers and ensure compliance with health and safety standards, 
with the practice creating increased pressure on workers.  But the most worrying example comes 
from Tesla which used workers’ surveillance for union-busting purposes. AI technologies enable 
employers to collect and process huge amounts of data about their workers, especially by 
practising social listening which allows them to observe their preferences based on their social 
media activity. This has the potential to boost union-busting, as seen already in some cases. Tesla 
has been reported to have hired a consulting firm known for its union-busing strategies. The 
company was using security cameras and other monitoring tools to track workers’ activities, 
including union-related discussions and meetings. Tesla has also been accused of monitoring 
workers’ social media activity, including private communications, for union-busting purposes. The 
scandal took place in the US, but given Tesla’s anti-union behaviour in Sweden, it is not excluded 
that the company will go to great lengths to use similar strategies against trade unions also in 
Europe.  
 
So far, in Europe, the General Data Protection Regulation (GDPR) has proven its value in 
protecting citizens’ private data within the European Union. In the past six years, over €4 billion 
in fines have been imposed against companies that breach GDPR rules. The fines have been issued 

https://news.industriall-europe.eu/documents/upload/2022/7/637922710212321970_wedish%20LM%20reform.pdf
https://www.oecd-ilibrary.org/social-issues-migration-health/the-impact-of-ai-on-the-workplace-main-findings-from-the-oecd-ai-surveys-of-employers-and-workers_ea0a0fe1-en
https://www.hcamag.com/us/specialization/employment-law/tesla-accused-of-monitoring-employees-online-during-union-push/409195
https://news.industriall-europe.eu/Article/992
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against big tech companies like Meta, with cases involving personal data from social media users; 
but also in cases concerning the protection of workers, like the ruling against H&M on workers’ 
surveillance. Unfortunately, the Digital Omnibus threatens to eliminate the protection offered by 
the GDPR. 

 
3. Subcontracting and labour intermediaries 

 
A survey carried out in 2024 among our national trade union affiliates from across the EU in 12 
industrial sectors, shows that excessive subcontracting and the proliferation of labour 
intermediaries have led to social dumping and exploitation of migrant workers.  

Our Finnish affiliates report that occupational health and safety risks are faced especially by 

workers from abroad, who are mainly used in subcontracting companies. Inspections carried out 

by national authorities in cooperation with trade unions have revealed many violations of Finnish 

regulations regarding salaries and other employers’ obligations. The Finnish unions are actively 

trying to organise workers from abroad to make sure that they have all their rights respected, as 

all collective agreements apply also to them.  

Unfortunately, health and safety risks are even higher in the case of third-country migrants, as 

observed in the case of the battery sector in Hungary. Trade unions report that most Hungarians 

refuse to work in the new battery plants due to the high health and safety risks resulting from 

exposure to chemicals. Most workers in these sectors are third-country nationals who have very 

limited rights (no right to family reunification, etc.). Hungarian trade unions face huge hurdles in 

defending them because they do not have the right to collectively represent workers from abroad, 

but only to help them individually.  

Hungary is also a very good example of the reality in Eastern Europe, where a main reason for 

labour and skills shortages is migration to Western Europe. The situation is similar in Croatia and 

even in countries from Southern Europe: According to figures, Romania is leading by far, with over 

3 million of its citizens living in other EU countries, followed by Poland and Italy, with around 1.5 

million each. The figures come as no surprise, given that wages in Romania are among the lowest 

in the EU. Moreover, these figures would not be worrying if moving represented a choice and not 

a solution to the lack of investments in good jobs and quality social services in home countries. 

This is the flip side of a ‘freedom of movement’ without a ‘freedom to stay’ (or, in other words, 

promoting workers’ intra-EU mobility as a solution to bad jobs, bad social services and lack of 

opportunities at home).  

We have reached a point in which this unbalanced approach is creating a race to the bottom: 

workers from Central and Eastern, and even Southern Europe are often forced to move, while the 

economic development of their home countries depends on attracting workers from third 

countries. Instead of moving towards upward convergence, we are reaching the opposite: 

generalised pressure on wages and a degradation of working conditions is making social dumping 

the new norm. Trade unions in Central and Eastern European report that investments have 

https://edpb.europa.eu/news/news/2023/12-billion-euro-fine-facebook-result-edpb-binding-decision_en
https://edpb.europa.eu/news/national-news/2020/hamburg-commissioner-fines-hm-353-million-euro-data-protection-violations_en
https://ec.europa.eu/eurostat/en/web/products-eurostat-news/w/wdn-20240131-2
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become dependent on attracting migrants from third countries, as a result of the massive 

emigration to Western and Northern Europe. For example, metal employers in the Czechia are 

putting pressure on the government to simplify the recruitment of workers from third countries, 

claiming that this is a fundamental condition for the development of the Czech industry. 

Meanwhile, the Czech employers refuse to sit at the bargaining table with unions and negotiate 

sustainable strategies to increase the attractiveness of jobs and ensure the training of workers to 

meet shortages.  

Instead of putting an adequate regulatory framework in place to ensure equal treatment of all 
workers, the EU is facilitating employers’ cost-reduction strategy with the new EU Talent Pool. 
This initiative is even more worrying because of the precise list of occupations for which it is 
meant to match jobseekers from non-EU countries with European employers. The many 
occupations that are listed from the manufacturing sectors, especially metal, raise our suspicion 
that employers are reluctant to invest in the re-skilling and up-skilling of their workers in view of 
the twin transformation. As the EU Talent Pool’s annex lists many of these occupations, industriAll 
Europe is concerned that the Commission is making it very easy for employers to cut investments 
in training and resort to third-country workers. Meanwhile, there are no initiatives to push for 
employers’ obligation to train their workers, or to ensure equal treatment of workers from 
abroad. 
 
Freedom of movement requires also an adequate EU framework to prevent social dumping and 
exploitation of intra-EU mobile workers and third-country migrant workers. The root causes of 
these violations always boil down to excessive subcontracting (more than one level), and the 
proliferation of temporary work agencies and intermediaries. The infamous case of Borealis in 
Belgium is a perfect example of the abusive subcontracting maze: 174 workers, mostly from 
Bangladesh, were working as subcontractors for €3.50/hour, after already having paid €9,000 for 
their journey to work in Belgium. The workers’ journey, organised by an Italian subcontractor, 
took them from Bangladesh to Hungary, Portugal, and Belgium, being held in abysmal living 
conditions in all countries. After the inspection services’ findings at Borealis, the victims were 
simply diverted by intermediaries to BASF, where fraudulent practices were also discovered. The 
court recognised the workers as victims of human trafficking.  
 
A clear ban on excessive subcontracting and intermediaries (maximum one level, or more under 
exceptional circumstances), as well as an increase in inspections and trade union involvement, 
are urgently needed to end exploitation and abuse. Even in less dramatic cases than that of 
Borealis, trade unions report employers’ misuse of such practices for the sole purpose of reducing 
labour costs and increasing profits. Trade unions in the automotive company Stellantis in France 
report that employers misuse the possibility of hiring temporary workers from abroad to keep 
their expenses at the limit of what is bearable. This implies a double cost-cutting strategy of 
limiting investments in quality jobs and training workers, while also resorting to social dumping 
in the case of migrant workers.  
 
The situation is similar in Slovakia: The number of temporary agency workers has doubled over 
the past six years, with the highest share coming from Ukraine, Serbia, Romania, Czechia and 
Hungary. OZ KOVO reports that employers’ easy access to workers from abroad, without an 
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obligation to ensure equal treatment, is putting pressure on wages and working time, and 
increases the risk of social dumping. Slovak workers enjoy a better work-life balance, while 
workers from abroad are pushed to do extra hours beyond regular working time at a lower cost. 
The union is fighting against this unequal treatment, but difficulties remain due to the legislation 
and lack of sectoral bargaining. 
 
In Hungary, VASAS estimates that some sectors employ up to 50% of their workers through 
temporary agencies. This provides employers with an excessive level of flexibility to maximise 
their profits at the expense of workers’ employment and economic security, because of easy 
dismissals in cases of decrease in production. An ETUI study confirms that the Hungarian labour 
code demands the highest flexibility from workers. Ironically, employers constantly complain 
about labour and skills shortages without making the connection to the root causes of the issues, 
like the job cuts, the low quality of jobs and the lack of training. 
 
In Croatia, trade unions estimate that 11% of workers in industrial sectors come from third 
countries. Agency work is widespread in the metal industry, despite the lack of justification for its 
usage because agency workers perform the same activity as those who are directly hired by the 
company. The sole justification seems to be employers’ cost-reduction strategy, since agency 
workers are paid less, have limited benefits (like no access to training), a temporary contract and 
can be easily dismissed. The control measures foreseen by the law are badly enforced, due to the 
shortage of labour inspectors, and violations are common in sectors with a low unionisation rate.    
 
In Spain, trade unions report that workers from abroad are often subjected to unequal treatment, 
resulting in pay below the minimum wage, overtime beyond the legally binding limits, and limited 
access to social security. The unions are actively organising workers from abroad to ensure equal 
treatment and avoid exploitation, especially since collective agreements apply to all workers. For 
example, the high unionisation rate in the Spanish shipbuilding sector, which employs many 
workers from Eastern Europe, contributed to successes against cases of social dumping and 
prevented exploitation.  
 
In addition to a clear legal framework limiting subcontracting and the use of intermediaries, 
organising workers from abroad in trade unions is a part of the solution to combat unequal 
treatment and exploitation. Some unions already try to limit subcontracting through collective 
bargaining, like in Germany, where IG Metall’s agreement in the steel sector defines both: when 
subcontracting can be used and which subcontracting companies can be employed (those 
covered by a collective agreement from a DGB (the German Trade Union Confederation) affiliated 
federation). Unfortunately, recruiting and organising workers from abroad is made particularly 
difficult in most countries, due to employers’ anti-union attitudes and the misuse of migrant 
workers’ vulnerable status to prevent them from joining a union. Another positive example come 
from Denmark, where a recent tripartite agreement will ensure that Danish businesses offer 
foreign workers from selected countries Danish pay and working conditions.           

 
Q2: Do you consider that EU action is needed to address the identified issues? If so, what should 
be the direction and scope of that action? 

 

https://news.industriall-europe.eu/documents/upload/2025/8/638917055708957060_DK_-_Combatting_social_dumping.pdf
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In our sectors, we specifically call for:  
 

1) A comprehensive and legally binding Just Transition Framework  
• An EU legally binding framework for the anticipation and management of a Just 

Transition, including mandatory rules on timely and quality information, consultation 
and participation of trade unions and worker representatives at local, national and 
European levels, as well as social guarantees for workers. 

• Mandatory Just Transition plans to be adopted by all companies, with the full 
involvement of trade unions and worker representatives. 

• A SURE 2.0 to protect employment and maintain a qualified workers throughout 
transitions. 

• A permanent EU Fair Transition Observatory that monitors the implementation of 
national Just Transition frameworks, good social dialogue practices, and effectiveness 
of these measures.  

• Mobilise and secure sufficient funding and a coordinated funding strategy to support 
job-to-job transitions, with social conditionalities, mandatory involvement of trade 
unions in design, implementation and evaluation of funding schemes and capacity 
building to improve absorption funding. The Skills Guarantee for workers is a positive 
step, although it should not be limited to one specific sector, but rather expanded to 
all energy-intensive industries, which are undergoing the transformation. 

 

2) Training and apprenticeships as cornerstone of the twin transition 
 

2.1  Training: 
Investments in training programmes, reskilling and upskilling are the only realistic way for workers 
to navigate the digital and green transitions and remain Europe’s main asset when it comes to 
business: a highly skilled, well-trained and committed workforce: 

• An individual right to training negotiated collectively and preferably guaranteed by 
collective agreement, to secure access to training for ALL, irrespective of age 
(young/senior), gender, level of occupation (blue/white collars), type of contract (open-
ended, precarious)  

• Set social conditionalities that link all national and/or EU public funding, opportunities and 
tax incentives to the creation of quality jobs, the respect of collective bargaining and of 
trade union rights and training 

• High-quality training leading to qualifications which are validated (quality insurance) and 
recognised (thanks to a qualification framework comparable between Member States) 

• Obligation to elaborate skills forecast at sectoral/regional levels (e.g., local skills 
observatories) and at company level (e.g., strategic skills planning, incl. career guidance) 

• Much major public and private investment in vocational education and training (VET). 
Work related VET (to adapt to one’s occupation) must be cost-free for workers and 
provided during working hours  

• Full involvement of trade unions (and social partners, more broadly) in all skills-related 
initiatives/strategies designed at company, local, sectoral and national levels  

• Flanking industrial and employment policies to secure that re- and upskilling lead to 
quality/sustainable jobs in thriving industries 
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• We call on the European Commission to rigorously monitor the outcomes and added value 
of the Skills Alliances, ensuring they deliver real quality and truly serve as concrete tools 
for a just transition. 
 

2.2  Apprenticeships: 

• Set ambitious targets for apprenticeship opportunities by leveraging public funds to 
incentivise employers, while attaching strong social conditionalities to those funds. 

• Ensure that apprenticeships provide genuine skills training, rather than serving as cheap 
labour or acting as job substitution. 

• Establish quality standards for apprenticeships, including higher job retention rates and 
improved post-apprenticeship salaries. 

 

3) Algorithmic management and Artificial Intelligence at workplace 
EU action is urgently needed to address algorithmic management and the use of AI in the 
workplace. A strong and coordinated European framework is necessary to prevent regulatory 
gaps, avoid social dumping, and guarantee a high and consistent level of protection for all workers 
across the Single Market. 
EU action must be protective, binding, and rights-based, going beyond existing legislation. 
Whereas the AI Act is not designed for regulating the use of AI in the workplace, the platform 
work Directive provides suitable protection for workers and should be extended to all workers 
in all sectors.  
 
The scope of EU action should include: 

• A clear list of prohibited practices, including intrusive and disproportionate AI 
applications, such as the processing of biometric data and other sensitive personal data 
for worker surveillance, profiling, or behavioural prediction. 

• Mandatory impact assessments, to be conducted before the deployment of algorithmic 
or AI systems that process personal data or significantly affect working conditions, health 
and safety, or employment prospects. These assessments must be shared with and 
developed in consultation with trade unions and workers’ representatives.  

• labour inspectorates and competent authorities should be granted explicit powers, 
technical capacity and access rights to audit AI and algorithmic management systems used 
in workplaces. 

• Strong transparency obligations, ensuring that workers and their representatives are fully 
informed about the existence, purpose, functioning, and consequences of automated 
monitoring and decision-making systems. Information must be provided before 
deployment, before substantial changes, during updates, and at any time upon request.  

• Trade unions and workers’ representatives must have the right to access external 
technical and legal expertise, and to participate in defining the rules governing the use of 
data and algorithmic systems at work. 

• The human-in-command principle must be guaranteed, ensuring that no critical 
employment decision is taken solely by automated systems, and that workers have the 
right to human review, explanation, and contestation. 
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• Reinforced information, consultation, and participation rights that go beyond current EU 
legislation, ensuring repeated and meaningful involvement of workers’ representatives 
throughout the lifecycle of AI systems. 

• European minimum standards governing the use of AI and algorithmic management in the 
workplace, ensuring a high level of protection while allowing collective bargaining to 
provide stronger safeguards. Trade unions must have a formal and permanent role in the 
governance and oversight of AI systems used in employment contexts, at national and EU 
level. 

• Fair distribution of productivity gains, ensuring that increased efficiency generated by AI 
translates into better wages, working time reductions, improved working conditions, and 
quality employment. 

• Legislation must prevent constant monitoring, excessive data collection and practices that 
generate continuous pressure, stress or work intensification. 

• AI deployment must not undermine job quality, autonomy or meaningful work, and must 
support sustainable work organisation 

• Workers and their representatives must have a right to training and AI literacy, provided 
during paid working time  

• Intrusive AI applications, including prohibited uses of biometric, emotional or off-work 
data in employment contexts, must be explicitly banned. 

• Workers must not be subject to solely automated decisions producing legal or significant 
effects and must have the right to human review, monitoring and correction. 

• EU legislation should clarify employer liability for harm caused by AI systems used in 
employment, including through a dedicated AI liability framework 

 

4) Subcontracting 

We welcome the Commission’s recognition of fraudulent practices related to subcontracting in 
its consultation document. This acknowledgment demonstrates that the existing legislative 
framework is inadequate and poorly enforced. It underlines the urgent need for new, robust 
measures to protect all categories of subcontracted workers and to guarantee the fundamental 
principle of equal pay for work of equal value. 

• Full chain liability, ensuring that workers’ rights and entitlements can be enforced 
throughout the entire subcontracting chain, holding the main contractor/client and 
subcontractors jointly and severally liable for violations of social and labour obligations. 
Liability must be comprehensive, covering at least wages, taxes, social security 
contributions, violation of health and safety standards, working time and compliance with 
labour laws and collective agreements. 

• A clear ban on excessive subcontracting and intermediaries is needed, with a maximum of 
one level (except in exceptional cases). 

• The use of labour intermediaries and agency work should be limited to promote direct 
and stable employment. Companies should invest in their own workforce, including 
training. 
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• Companies using subcontracting must inform and consult trade union representatives, 
allow them to monitor working conditions of subcontracted workers, and ensure their 
right to unionise. 

• Direct employment of third-country nationals should be facilitated, ensuring equal 
treatment and rights. The EU Talent Pool should not serve as an easy-quick-matching 
instrument 

• The European Labour Authority should be strengthened, in line with ETUC demands. 
• Member States must ensure strong and effective labour inspection bodies, with 

enforcement measures (including criminal law) to combat fraudulent labour agencies and 
intermediaries. 

• Subcontracting in public procurement should be strictly regulated through joint and 
several liability, limits on subcontracting chains, action against abnormally low bids, and 
the use of social clauses. Public contracts should not be awarded solely on the basis of 
price. Quality criteria, collective bargaining coverage, and decent working conditions must 
be guaranteed. 

• A Just Transition framework should be applied across the entire supply chain, with 
anticipation of change, without avoiding subcontracted workers. 

5) Enforcement 

Governments and employers should be held accountable when they fail to transpose, implement 
or respect EU law. The EU must ensure that its directives are properly applied and enforced, with 
trade unions empowered to monitor compliance and defend workers 

Collective bargaining must be placed at the heart of the European Union’s strategy to deliver fair 
wages, quality jobs, and a socially sustainable internal market. The Quality Jobs Act must 
consolidate the role of trade unions as democratic actors and protectors of workers’ rights, 
ensuring that economic freedoms are never prioritised over social rights. 

Strengthening collective bargaining is essential to achieving upward wage convergence, 
combatting social dumping, and guaranteeing decent working conditions across all Member 
States. As labour markets evolve and new forms of employment expand, robust collective 
bargaining systems remain the most effective and legitimate way to set fair standards, address 
inequalities, and secure workers’ dignity. 

We therefore call for the Quality Job Act to provide for binding legislation to: 

5.1  Social Dialogue: 

• Reinforces trade unions’ autonomy to negotiate, conclude, and enforce collective 
agreements, shielding them from interference and preventing the rise of 
employer-dominated “yellow unions.” 

• Guarantees trade unions’ access to workplaces—both physical and digital—ensuring they 
can organise workers, provide representation, and sustain effective bargaining structures. 

• Recognises and strengthens the role of trade unions in enforcement, through legal 
standing in collective complaints, redress mechanisms, and the inspection process. 
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• Ensures that employers who breach collective agreements—especially through wage 
theft—face meaningful and deterrent sanctions. 

• Improves transparency and accountability through EU-level registers, subcontractor 
tracking, and digital tools that enable unions to identify real employers and enforce 
collectively agreed rights. 

• Protects all workers, including mobile and migrant workers, by guaranteeing safe 
reporting channels and supporting union-led counselling services across Member States. 

5.2 European Semester: 

• A new headline target on quality jobs should be introduced, based on a set of indicators 
grounded on the ETUC definition of quality jobs. The progress in delivering quality jobs 
should be assessed by the Commission, including through the Semester process. The 
monitoring process of the implementation of the action plan to strengthen collective 
bargaining (as required by the Adequate Minimum Wage directive) should be interlinked 
with the European Semester. 

A strong and coordinated approach at EU level is indispensable to safeguarding collective 
bargaining systems and ensuring that national practices can thrive within the internal market. The 
EU must actively promote social dialogue, empower trade unions, and make collective bargaining 
the cornerstone of a fair and resilient European labour model. 

6) Occupational safety and health  
OSH policy must respond to the realities of today’s workplaces and anticipate the profound 
transformations brought about by technological, environmental and demographic change. In this 
context, the following priorities are essential. 
 

6.1. Legislative Action on Psychosocial Risks 
There is an urgent need for binding legislative action on psychosocial risks (PSR) at work. Such 
action must not be narrowly framed around digitalisation or artificial intelligence. Psychosocial 
risks are omnipresent across all sectors and occupations; they affect all workers and are clearly 
not limited to white‑collar work. 
 
Legislation must clearly define psychosocial risks and reaffirm that the prevention, identification 
and elimination of these risks are the responsibility of the employer. Trade unions and workers’ 
representatives must be actively involved in all stages of risk assessment, prevention and 
follow‑up measures. Employers must set concrete objectives and measurable indicators to reduce 
work‑related stress, in negotiation with trade unions and workers’ representatives. Effective 
training for management and workers, robust enforcement mechanisms, and meaningful 
sanctions in cases of non‑compliance are indispensable to ensure real impact. 
 

6.2. Anticipating OSH Impacts of Climate Change and the Green Transition 
Industrial trade unions recognise the well‑documented and urgent need for action on working in 
extreme heat. However, policymaking must not be limited to this single aspect. Climate change is 
already exposing workers to a growing range of extreme weather conditions, including cold, 
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storms, flooding and poor air quality. Legislative initiatives must therefore be proactive and 
comprehensive, allowing for preventive action across all relevant climatic risks. 
 
At the same time, the green transition and climate mitigation measures are profoundly 
transforming industrial sectors. These changes bring new and emerging OSH risks, including 
exposure to new materials, substances and production processes. Such risks must be 
systematically monitored, particularly in new and transforming industries. Moreover, extended 
exposure monitoring is essential to inform future policy decisions, for example regarding PFAS, 
polymers, or combined exposures to multiple chemicals (“cocktail effects”). 
 

6.3. Inclusion and Wellbeing at Work 
When discussing “quality jobs”, OSH policy must go beyond the mere removal of safety and health 
risks. It should aim to promote wellbeing, dignity and the ability of all workers to thrive in truly 
inclusive workplaces. OSH measures and standards are too often still based on the needs and 
physical characteristics of an assumed “average” worker, frequently reflecting the realities of 
white men. While references to a gender perspective have increased in policy discourse, 
implementation in practice remains insufficient. 
 
Moreover, today’s workforce is far more diverse in terms of gender, age, health status and 
background. A quality job must therefore ensure quality working conditions for everyone. This 
includes the design of machinery and equipment and how it is installed on the shop floor, the 
suitability of personal protective equipment, tools and work clothing, as well as the provision of 
reasonable accommodation. With an ageing workforce, the European Union must also strengthen 
its capacity to retain workers who acquire a disability or chronic disease during their working life. 
 

6.4. Addressing Gender‑Based Violence and Harassment at Work 
 
IndustriAll Europe fully supports the European Trade Union Confederation’s call for a 
comprehensive approach to preventing and addressing gender‑based violence and harassment 
at work. Such violence and harassment constitute serious occupational health and safety risks 
and must be tackled through binding legislation, prevention strategies, workplace policies and 
effective access to justice and support for victim 
 
 

 
 
 


