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The Restructuring Toolbox Partnership:
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coordination of the project and of the dissemination of its results.
As a network of VET associations, EVTA tried to open a broad
discussion on the role of VET in restructuring and anticipating
actions. EVTA president, Mr Donal Sands, chaired the final
conference of the restructuring toolbox project.

Website: www.evta.eu

Contacts:

Tommaso Grimaldi tommaso.grimaldi@evta.net

Jeanne Perego jeanne.perego@evta.net

Partners:

i The EUropean network of Regions for the Anticipation
of Economic Changes_EURANEC. EURANEC experts
were in charge of testing the feasibility of the proposed
tools at the local level.

Website: www.evta.net/going_local/index.html
Contact:
René-Paul Arlandis rene-paul.arlandis@regioncentre.fr

1 The college of European Commission restructuring
experts has elaborated the fiches describing the tools,
settings or mechanisms used to anticipate and manage
restructuring.

Contact: See the experts list on the following page.
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1. INTRODUCTION

The issue of restructuring has been placed at the top of the agenda of social partners,
managers and social workers across the world since the beginning of the 2007economic
crisis, which worsened in September 2008. Anticipating, managing, limiting and
cushioning job losses however caused (from mass dismissals following big company
closures to sporadic lay-offs in SMEs and the termination of casual workers) is
increasingly challenging in this difficult context. However it should be highlighted that,
even in previously less challenging times, restructuring had already made its mark as a
permanent, structural component of the economic fabric of everyday life.

This raises at least two different, although interlinked, questions. The first concern s the

justification of dismissals. While it is generally accepted that outdated non competitive

activities should be terminated, the choices made by transnational firms over relocating

to low-cost plants in low-wages countries, closing or downsizing less @mpetitive, but

nonetheless profitable plants in more developed countries are more controversial. One

of the main lessons of the past 30 years in this field is the following: whatever the
companyds economic sit ua tabsharimg of theerespangibidity afr i ng ¢
anticipation and a shared diagnosis of its situation.

The second question relates to the management of the entire restructuring process in
order to avoid any negative effects on workers, companies and territories and find ing
responses to mass unemployment and the destruction of skills and skilled occupations.
Both questions are interconnected when some actors (typically trade unions and/or local
authorities) contest the size and/or the necessity of the announced dismissals and try to
curb the employersd decision towards what they

This toolbox focuses on restructuring, i.e. situations where non routine changes are,
directly or indirectly ,i mposed upon companies and individua
location of their jobs), usually involving job losses or the risk of job losses. It is a

complilation of numerous experiences covering the whole process, from anticipation by

permanent actions implemented long before any lay-offs announcement, to the final

evaluation of the consequences.

Thisuser sd manual p of bosve ot 4 eamarmetfhwmdn each ot her &
innovative actions. It aims to answer the following question: is it possible to capitalise

on decades of rich experiencein various Euro pean countries by translating the exisiting

tools and taking them from one country to another, and if it is, how can this be

acheived?

The toolbox itself describes more than 60 such tools, settings and institutional schemes

that have already been implemented in countries, regions, local labour markets or
companies. How to use thesetools is describedinthisus er sd manual

European Restructuring Toolbox 8



2. USER’'S MANUAL

This usero6s manual gives the basic informatior
understanding the meaning, scope and possible limits of this toolbox and its fiches. It is
organised into sevensections.

The first (0 Anew knowledge on restructuring 6) presents the nature of the restructuring
process. These processes may vary enormously depending on whether the
organisation concerned is a large transnational firm or a SME and, depending on the
nature of employment contracts, because not allworkers are treated in the same manner.

The secondsection (0 A enlarged vision §) takes stock of the existing European madel
aimed at dealing with restructuring underlining areas w here improvements are
necessary

The third (0 Brsisting national differencesd) presents the diversity of national/sector
contexts and institutions governing restructuring across Europe. Relying on a previous
collective and comparative study !, we show that important and persistent differences
are observed across the E.U in a context where the sequences of restructuring are more
or less identical. The legal framework, the role of the actors and even their priorities
differ significantly from Sweden to France and from the UK to Poland. These issues
should be taken into account when usersread a fiche describing a practice observed in a
given country or sector.

The fourth section (0 e evolving nature of restructuring 0) presents the change we are
experiencing.

The following section (0 Alapting the labour market 6) identifies the broad functions that
have to be performed in order to anticipate and manage restructuring. The basic idea
here is that a set of elements inside a given setting or mechanism, such as an
outplacement network or a bargaining unit, may be complementary in a given context
and reinforce each other in achieving a given function. Functions are then performed
through interactions betwee n different components of a given device or practice and
between several devices or practices. The identification of these interactions is crucial for
understanding why some devices are performing well in a given context and poorly in
another, and for identifying the interacting elements that may prove relevant in a given
situation.

The next section (0 Wiat makes devices translatabled) introduces the notion of
of uncti onal arddsumeanid, and thesfdllowing section (0 Hw to use these
fiches)descri bes the fichesd content and the varic

A final section (0Devel oping this toolbox and beyondd) r
developments.

! Gazier B. and Bruggeman F (eds) 20B8structuring Work and Erfgyment in EuropeEdward Elgar

European Restructuring Toolbox 9



2.1

A new knowledge on restructuring ...

Following the Gyllenhammar report 2, the EMCC creation in 20013, the Article 6 call for
proposals dedicated to innovative approaches to the management of change from 2003
onwards4 and a number of studies®, projects’, seminars’ and forumss8, dedicated to
restructuring , have greatly deepened our collective knowle dge of these processes. It is
now possible to precisely define them: restructuring is a processlinked to change, is
company driven, and ongoing. It takes place at many levelsand involves a multi tude of
actors. Each of these characteristics can be brigflexplained.

A process linked to change. Markets, technologies and productivity evolve
continuously and sometimes very rapidly. However whether r apid or slow, these
evolutions bring with them threats and opportunities resulting in the evolution of
companies along very different paths. Change is a complex and multifaceted
phenomenon and it is only when the very structure of a given company requires change
or modifi cation that restructuring occurs. In a way restructuring is the negative side of
change. At th is point, an important issue must be raised: Theoretically speaking change
in company structures may trigger job destruction but it may also trigger job creation.
This is why the Dublin Foundation regularly provides information on job creation and
job destruction linked to restructuring ° in Europe. However, from a practical point of
view, the difficulties and problems trigger ed by job destruction require specific tools and
settings in order to be addressed. This is why all the tools, settings and mechanisms
described in this toolbox refer to situations where non-routine change is imposed upon

individual sd jobs, t amcewhere tipisuentagils jsbelosses or theoriska t i o n

of job losses.

A company driven process . The mechanism which triggers restructuring serves to
highlight why, even though change is a continuous process, restructuring is not: at
company level restructuring is not triggered by markets nor technologies but by
managerial decisions which depend on strategies, information, skills, abi lities and the
possibilities to understand situations and anticipate their evolution. It also explains why

2 High level group on e conomic and social implications of industrial change (1998),Managing change
Final Report. European Commission

3 The European Monitoring Center on Change (http://www.eurofound.europa.eu/emcc/about.htm )
provides information (see European Restructuring Monitor) and knowledge on restructuring in

Europe (see annual reports).

4 A synthesis of the 47 projects carried on in this framework has recently been done: GHK (November

2 0 0 ®oplkitdfor restructuring based on innovative actions of European Social Funds Article 6 groject® G

Employment, social affairs and equal opportunities.

5 Marie -Ange Moreau (ed.) in collaboration with Serafino Negre lli & Philippe Pochet, (2009), Building
Anticipation of Restructuring in EuropeP.l.E. Peter Lang

Thomas Kieselbach (cecoordinator) HIRES, Health in Restructuring (2009), InnovativeApproaches and
Policy RecommendationRainer Hampp Verlag

6 MIRE (http://www.mire _-restructuration.eu/ ), AgirE (http://www.fse -

agire.com/rubrigue.php?id rubrique=2 ), Works (http://www.worksproject.be/home.htm ), regards
croisées sur b gestion des restructurations (http://www.grep.fr/projets/Art6 SyntheseConfParis.pdf ),

7 The European SocialPartners held 27 seminar across Europe on restructuringseeo Sy nt hesi s
Improving the anticipation and management of restructuring ... adding value through social partner

engagement 0
8 Since 2005 the European Commission Task Force on Restructuring has regularly organised forums

dedicated to restructuring on various themes (Regi ons, SMEs, anticipation,

http://ec.europa.eu/social/main.jsp?catld=783&langld=en
9 For a theoretical and practical presentation on this topic, seeDonald Storrie (2006), Restructuring and
employment in the EU: Concepts, measurement and evidelt&C report Dublin Foundation
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2.2

restructuring processes are so different: they unfold in situations that are as diverse as
the companies themselves (size, resources, degree of indegndence, sector, etc.), the type
of decisions taken (mergers, demergers, relocation, closure, reorganisation, etc.), the
characteristics of the situations encountered (bankruptcy, sudden deterioration of
competitive ness change of strategy, or a long-term anticipatory move) and the risks
incurred by the parties concerned (size of the risks and opportunities for companies,
state of the local labour market and the efficacy of welfare protection for employees and
the economic and social situation of regions).

Ongoing restructuring . The permanence of restructuring is now widely acknowledged ,
but it is important to understand the context. Workplaces such as factories, call centres,
research centres or administrative headquarters are not subject to daily upheavals. At
this level of the production process, organisations need some sort of stability in order to
function. It is at the level of regions and large companies that the permanence of
restructuring can be observed.

Multilevel processes

Restructuring typically hits a given plant, office or research centre, located in a given
region, embedded in given economic fabric and within local labour markets. But firms,
even where they are relatively small, are increasingly organised as a group of
companies, often operating in several countries generally operating inside a network. In
such cases, decisionsaffecting restructuring may be taken in a different company than
the one in which it occurs - sometimes in another country - and the effects are generally
felt right through the value chain. Similarly, regulation generally involves regional,
national and European policies which are difficult to co-ordinate.

Multi -actors processes

For a number of years, companies and their management, workers and their
representatives have been deemed as theonly actors concerned and affected by
restructuring processes. Although they are the main actors, it is clear that territories have
slowly emerged as a first rank actor for two reasons:

0 Restructuring triggers a variety of social, economic, financial and environmental
problems for territories and has knock -on effects on the subcontracting chain, on
local small and medium -sized companies as well as on local development.

o Territorial intervention specifically brings an overall perspec tive to the
management of the restructuring process. Territories are able to combine both an
economic and social approach (especially with regard to the consequences of
restructuring), and to overcome the limits of the company role, extending
management mechanisms to a set of companies as well as to a wider group of
employees than those made redundant by one (big) company.

.. Leads to an enlarged vision

The restructuring process is often confused with mass dismissals and their
consequences. The typical sequences in these processes are roughly identical
everywhere, from their announcement and the actual selection of the dismissed workers,
to the negotiation of a oO0Osoci al pl ano,
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units, to possible re-industriali sation initiatives and the possible (but rare) evaluation of
results.

Economic and legal context + Institutions and polic

l l : l

To manage these processes, no less thaf directives0 have contributed to the emergence
of a European basic model based on social dialogie. In different European countries, the
regulations (a mix of laws, agreements and practices) requirethe formal announcement
of the restructuring plan and the initiation of an information, consultation or negotiation
procedure before the restructuring plan is carried out.

This approach to restructuring is not systematic across all E.U countries as the
threshold s which trigger legal obligations are not uniform. However, this common mass
dismissal management practices leadto a configuration of the restructuring process into
three sub-processes: enterpise management, management of the employment of
workers whose jobs are threatened and, where necessary, management of the
redevelopment of the region in which the economic and social fabric is affected by
restructuring:

. Business
Business management
management
process
process

Job redeployment process

Social
dialogue

Regional redevelopment
process

On this basis a number of innovative practices (see fiche on transnational agreements)
and an evolution of regulation s have placed anemphasis on early warning and attempt
to improve the efficiency of social dialogue within a problem solving approach.

Yet, anticipation and the management of restructuring remain very weak in four areas:
SMEs, agency workers, health and evaluation:

WThree directives are directly connected to restructur
undertakingsdé, ocol)l eamtdi weéher § bwmrdenwineesd s the directi
council so.
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o Despite the numerous differences within these process and priorities, the

(0]

treatment of restructuring in large and often transnational firms does not result
in enormous disparities. Of course, much depends on the quality of social
relations and on the willingness demonstrated by management. But these large
firms do have the means and expertise needed to ensure a consistent set of
measures, from outplacement units to severance pay and reindustriali sation.
The largest inequities appear when one considers SMEswhich rely on the public
employment services which may be developed or not, and on the local context,
which may be permissive or not. This leads to sharp contrasts and inequalities
between companies and (depending on the weight of SMES) one sectorto
another, in the same country. Taking the local context into account is crucial
everywhere.

Agency workers and employees working directly for the employer on a fi xed
term contract are generally covered by regulations stating that they have to be
treated in the same way as equivalent permanent employees. Yet, with few
exceptions, agency and short term contract workers have generally neither rights
nor access to redndancy schemes. This is precisely the kind of problem that has
been revealed by the crisis in 2008: most European countries had witnessed a
significant increase in the use of agency and short term contract workers during
the previous years. Since the begiming of the crisis, it is possible to observe a big
contraction of these jobs with the corresponding workers being left without
adequate protection.

We now know that restructuring has a strong negative impact on health. A
pioneer study has shown that plant closure has an effect on morbidity,

multiplying it by two 1%; Job insecurity increases pressure on workers threatened
by lay-offs and those who leave the organisation as well as those who stay
(known as osurvivors 6 in the academic literature). In most of the European
countries, lay-offs weaken health protection and make it more costly for

redundant workers since the costs and quality of health protection are very often

linked to employment. Yet studies show that little data exist on this issue and the
very first set of comprehensive recommendation s has just been issued?

Last, as regards evaluation, an implicit consensus may be observed which
focuses upon the resources deployed rather than on process management and
quality of the results. We shall return to this question in Section 2.8.

Overcoming these limits poses an enormous task ahead, although the toolbox is a first
step in this direction. It presents several settings especially dedicated to SMEs. It
describes a method for a comprehensive approachtowards restructuring and presents a
set of existing tools, devices and settings which address the entire range of problems
linked to restructuring - from anticipation to job transition and redeployment. In order
to properly understand these tools, we now need to answer a question: why do we
tness persisting national di fferences
one country to another so difficult?

Wi

11 Eliasson M. and Storrie D. (2009)Does Job Loss Shorten Life# Journal of Human resources, Vol. 44
Number 2, spring
12 HIRES, Health in restructuring (2009), op.cit.
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2.3

Restructuring processes in Europe in the XXI century: persisting national
differences

The persistence of national traits is highly visible in the field of labour law and in the
prevailing hiring and firing conditions in each member state . But the process itself may

di ffer in important aspects. For e x a stpeere,
the firms and the trade unionsi n Ger many, while in France
| 6Empl oi 6 (06Job safeguard pland previously

written by the employer and submitted for approval to administrative authorities . The
French unions are informed about its content and may contest it, but the corresponding
soci al di alogue only indirectly affects

Another important example is the role played by discrimination in the choice of
redundant workers. In the UK (and in the USA), this is central for protecting vulnerable
workers. In Sweden, the law states that d.ast In, First Outd ( L tulesOshould be
applied, but also that the social partners may change theranking order of workers to
dismiss, and if they reach an agreement, this order prevails over the law. In this case the
protection of workers stems from the specific guarantees obtained by the union.

If the aim is to learn from each otherd sxperiences, understanding these differences is
important. It entails , briefly , discussing the span of main possible channels and drivers
of national labour market adjustments, and a quick glance at the role played by labour
market policies in each country since the 1980s.

Identifying these main adjustment channels and drivers begins by simply considering
that in the labour market, as in any market, three classes of interacting variables are tobe
taken into account: prices, quantities and qualities. In the case of labour markets, prices
are wages and labour costs; quantities are the number of available workers/hours
offered by workers, and the number of job vacancies/hours demanded by firms;
gualities are the skill levels of the workers, or the skill requisites of jobs. Of course there
is always some interaction between the three classes.

A reasonable hypothesis here, backed by the existence of different career profiles andhe

t he
t he
na

the 0P

organi sation (especially the existence of 0int

box 1), of different traini ng systems and efforts, and of different workers d protection
regimes (either at firm level or via social protection systems) is that one class of variable
is at a particular point in time considered to dominate the situation. A good illustration
of this is the importance of policies designed to shorten weekly working time (typically a
public intervention about volumes), in France, Belgium and Germany, and rejected, or
treated as asecondary issue, in other countries.

B o x 1. ol nternal 6, okesseranbbod ahdb
three key concepts for understanding the modalities
of the restructuring processes

In labour economics there is a well established distinction (elaborated in the 1970s)
setting out two types of relationships between employers and employees. They may be
either short-term and individualistic, and in the case of disagreement the relationship is
terminated or individually re -negotiated; or long-term and collective, then workers stay
inside the firm as a group, and the employer as well as the employees follow rules
previously established and periodically re dnegotiate them. A disagreement is usually
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solved through collective action (strikes and bargaining). In this case, firms develop
what is called somewhat paradoxically dnternal labour markets § i.e. organised careers
governed by impersonal rules. Precisely speaking they are not markets but allocating
institutions replacing market interaction. Creating an anternal 6labour market i s typical
of big firms looking for a stable workforce accumulating collective skills. A particular
kind of dnternal labour market 6 takes place when skills are transferable, most often
because they have been obtained through an apprenticeship system: the@rofessional
labour markets@

As a consequence, two kinds of @&xternal labour marketsdshould be distinguished: the
first one is the individualistic and short -term market mentioned above and is named the
&Gecondary labour marketd The second one is the@xternal labour market 8 providing
workers to the firms which possess andnternal 6or a grofessionaldlabour market, and is
termed the grimary labour market & The behaviour of firms and workers radically differ
in each d&xternald labour market: looking for short-term and rapidly revisable
agreements in the first, for long-term arrangements in the second. Of course, most of the
workers prefer stable and organised careers where they accumulate skills, and go onto

the oOoprimary | abour mtegraked intd6 dntemal dorr utadessiortalé| b e i

labour markets. However the number of such jobs may be insufficient, so they may
suffer from unemployment and move to the &econdary labour marketd taking
&econdary jobshand waiting for a better, grimary job.

In every country, both @xternaldand dnternal 6labour markets co-exist. However, their
relative importance may differ significantly, depending on numerous institutions ,
particularly on education. Countries with strong apprenticeship systems and numer ous
large firms, such asin Germany in the 1970s and the 1980shave well-developed and

domi nant oOoprofessional | abour marketso. Countr

rely on these big firms integrating initially low -skilled workers, training them and then
locking them into low transferable qualifications. This was the case of France during the
same period, whose labour market appearedt o be dominated by
mar ket so.

The consequences of the existence of such markets may be important for the
restructuring process; notably because in cass of mass dismissalsa firm is breaking a
long-term contract, and because workers with transferable skills may find other
(similar) jobs more readily than workers with firm -specific skills. Combined with o ther
institutional traits, this analysis explains why in countries withwell -dev el oped |0

oi nt

nt et

l abour mar ket s o, the traditionally preferred

oquantitydé variables such a short wor ki njg

In relation to state-run Labour Market Policies (LMP), the different choices made by the
European countries (which developed these in the eighties) are clear. At one extreme,
the U.K.state devotes around 1% of its GDP to these policies, while at the other, for he
same unempl oyment l evel , Nordic countries
countries are in an intermediary position: they spend between 2 and 4 % of their GDP,
often in an environment with  much higher unemployment levels. Usually, a limited role

for LMP is consistent with a strong role given to decentralised wage adjustments and
when a strong role is given to quantity and quality adjustments, then logically the role

for LMP becomes larger.
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So it is possible, since the 1980s, in relation to the @structuring process, to associateto

each oOregimed a dominant measure and a domi |
collective involvement in the restructuring process. In a decentralised wage adjustment

culture, it is natural that severance payments are thef i r m6s main response t
needs raised by mass dismissals Public and collective control instead focuses on
discrimination -the worse ill-adjustment in a marketdoriented economy. This focus is

becoming quite constraining in the UK as well as in the USA.

When volume (quantity) adjustments dominate, then early retirement is the equivalent

of the shortening of working time for the workers affected by mass dismissals, because

the seniority culture and ranking stem from the importance of traditional 6i nt er nal 6 o
opr of eslabouwmar Kbet s6, so di smissed workers are p
The collective control focus is two-sided: the legitimacy of the decision to dismiss may

be questioned and sometimes arbitrated by judges; and the contentof the social plan in

terms of job proposals, training, etc., becomes a state concern.

Finally, in relatonto t he oOnegotiated regi mes§é, again the
adjustments and they do not merely rely on volume adjustments . Rather they rely on a

general high level of training, so they are able to propose intensive coaching to displaced

workers, together with collective support such as temporary work positions, stemming

from state and soci al partners?o i el tolejpbv ent i on
opportunities. Intensive collective bargaining is a central trait of this regime. It is either
consistent with the social partner sd ,amannagemer
Germany (a country also demonstrating characteristics of the administered regime), or

simply consistent with the highly oddsolidaristdi

The chart below provides an illustration of this for the 5 countries studied in the MIRE
project (Belgium, France, Germany, Sweden and U.K.; cf. suprafootnote 1):

ain adjustment | Wage and labour | Work and Work and
channels | costs workers volume | workers quality

(training)
Role (Predominance | (Predominance | (Predominance
of Labour of external of Internal labour | of professional
Market Policies\. | 1abour market) | market) labour market)

« Market i led

regime » .
Dominant

measure :

Limited role Severance Pay
Control focus :

Discrimination

« Administered « Negotiated
regime » regime »

) (&) (ce)
Important role C>

Dominant measure :

Early retirement Dominant measure :
Control focus : Coaching with
Justifications of the collective support
dismissal decision; Control focus :
Social Plan negotiation
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2.4

Further analysis would be needed in order to situate other European countries on this

chart. However, most of the southern member stateswould, in all probability, be located

on the borderline between prices and quantities adjustment, with a low level of LMP
expenditures. They mainly rely on O0secondary
narrow oOoprimary sectordé with protected worker
member statesfrom the Eastern part of Europe.

It is worth unde rlining here that the various tools, devices or mechanisms used to
address restructuring can be classified according to the very same grid:

o0 Redundancy payments, concession bargaining,an absenceof, or a derogation to,
minimum wages are tools that refer t o price adjustments, as well as currency rate
variation and inflation (but this kind of adjustment is not directly connected to
labour market even though they have a strong influence on it). They are
generally discussed and implemented at company level.

o Early retirement, reducing working time (either at company, sector or national
level) and short-time working are tools that refer to volume adjustments to deal
with restructuring and the recent crisis has placed again short-time working at
the top of the restructuring tool box. They usually require a state or public
intervention to be established and financed.

o0 Vocational training, work derived experience validation (sometimes called
Accredited Prior Learning) , anticipation of skills, skills transferabili ty, and
transition and matching on the labour market are tools which refer to quality
adjustment. They very often rely on negotiations to be implemented.

This list immediately suggests that there is no country in which restructuring is dealt

with using a single category of tools, devices or mechanisms. On the contrarythere is a

mix of tools and mechanisms which evolve over time as the restructuring process itself

evolves and the subsequent difficulties it triggers also evolve. A combination of social

dialogue, early retirement and redundancy payments have been implemented by nearly

all of the European countries since thel970sand t he speci ficity of ea
adj ust me n rested a ghe kind 6f combination acheived. From this starting point

the European countries haveevol ved and have adapted their
systemsd6 accor di,wlhgych ttis neeessargnow tb briefly describe.

The evolving nature of restructuring and change

We should never forget that there was a time when mobility and transitions were not
wanted and were even seen as detrimental:
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This 1949 Swedish poster statesDon’t jump from jobtojob "-XPSLQJ -DFNyuy QHYHU OH
occupation thoroughlyit’s hard for himto get a decent jolater on and notgetting to know new
PDFKLQHU\ LQFUHDVHV WKH Uthe/wéry shialUlefieFsFIbv@HIE YosteD W Z R U N «
indicate that it was released by Economic InformaterD FRRSHUDWLRQ EHWZHHQ 7K
confederation, LO, TCO and the State

This poster advert reminds us, with some humour that throughout the 30 years
immediately preceding the Second World War, attention was paid by labour market
policies to stabilising the workforce and not to foster ing its mobility. It i s then not
surprising at all, in the 197Q that the various European countries (including the United
Kingdom) first relied on redundancy payments and early retirement in order to address
the question of restructuring.

This mix of tools referring to price and quantity adjustments is high ly coherent with an
old arrangement that can be summed up as follows: In Europe, at a time when the yearly
growth rate was high, a stabilized workforce characterized by a low level of transferable
skills depended on danternal labour markets 6 for its career and its security. The
importance given to seniority and lifelong employment is an unwritten and tacit part of
the labour contract. In case of restructuring a redundancy payment covers the breach in
this tacit contract and early retirement provides employees with security.

This brief description calls for two remarks:
o Early retirement was also seen as having an impact on quality: it was supposed

to act as an accelerator for the integration ofa new generation (the baby boomers)
with higher skills, thanks to the spread of secondary education.
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